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IEVADS
PUt 0j uma aktualitUte

Da t orspONlurl vid em@r injoa vi sstr dwmjdlilst a g
pasavaeUnI ai c 0 gt repiedekamip tdOuozt eltbmUj dadb o b a

pUt ojlunndousst rij as |e,&Um_umu pieauguma r |
virs 14% (WEPC 2019).2019 . gad0 datorspUNu i n
apsteidza globUlo filmu industriju (

Industry - Market Research Report, 2019.as ka AU ar, dlalta)srlsprU\
industrija pieder (5ICQ003¢1ogﬁjaltimrgsaptthwm
rsar@gg@jo vienU produktO j Uapvieno v
komponentesi di zai ns, audiovizuUOl ai s i zs ke
m|J|edarbuonbastaarpKosppulmIUUHUrJ|phh|zve|do

nepler_e(jZUta QpUIgemUIpal erped)ziauktaspuNL
izstr0dUOtUOjiem ir jUpievUrg opaga uzi
industrija saskaras ar steldzamUUﬂepd
un radotorjiagindt ei coti es Jqun,kbnkurenpeUNu
gapzar U saasitnr-@jay irsplNuUt Oj u s kadot s
miljonie (

m 1963r5|IJard|egn&0ﬂ&JgchMEI2C 2190 Jauno spl
platformui vi rt u0l Us +\4rwdl Really) enp a g VIRdi nUt Us
(AR - Augment ed Real i ty) i eirpdiuci atat oda t
|zstrchLthUJlesatformi;JmpUepeesdpoLbNgmwg)@Ues
arigst r Ud UtAeJma)unavsUr U virtuUl Ust eshmop @mli
|engJas.t|D€ak oirspllaedt as kUddnjaU/dthdrUdsr
nekUdu l ogi st i kaisz dleatodgaymg iu mui. ssLatharsaa
DatorsppoLpIueIsaHtUtes C|ht9r5|prUNNOrt||nd
rtra Ld KWt ij ajuldii z spti refgiotuktiCuin pakalppojumjkas urn i
smogi tlrgl,_ I ai nodr ogi nu(Heskett,0 i
) . | nuhikgmadds Uhdoguma | 0 men preduktu et e
stQobu. o )
PUt(gJums aptver uzAUmumus L &tomocijasU, l
b t9ojumam izvUlI Uts Bal togjUxdsa waelisdtau r
i as_val s,t 0ssa \BwmW et | v & ra Adkaitgs pumiito t
dzinUj umam, j S0 ndiajtlb r iszpsUkNaut ai npdaurs t m
edibinOtu vUsturi wun tradgcij Om.
LQdequrloat_legUk sai stota arSacIic‘gIdyzl'"jknJO'
tehnol ogij Um, kas kNI st pi eejamUkas
priekgr oc@lbwUkuiortrsagsauurdszs sar e(yacéytedt., at
2009). Katr as organi zUcijas galvenais re
dimensijas r i dentit Ut e,uzssckecaital,iuzstpdiajlaast Ud 2 ¢
potenci Ul s (Drucker20092W2080mUMa eedy) @ lra s
Iltersaisltrolpama sal gdzinogi pl aga vai gde
mazUk kopdgUm iezgogmUm.
M sdipedimi ecogbU Hira®@B8K olrimat jivillse i)d cajt o
un transaktdabs) (hader §Haanstor mpadvo
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raksturo orientUcija uz pUrmai AUm, c
iekgUj U0 motivUcija, personoggU autorit
ilgtermlAa radogums un inovUcijas,
kor_1kur U'ItrsaprUspaJkItqu/reaersbtuur o} orientUciija
stUOvokNa (status quo) saglabUgana, EJI
pUrraudzoba, amat a Q\sareasmiAzzmaretzmgarUa
Podsakoff, 2010). ‘

Tran sforcpnﬁea(sqwiygo pUt 0j umo par vienuedo Uz
svarggUkajiem faktoriem, kas veicina
organi zUcij ai (Bass, 1985; YViiké nleti c

j Uat Z@ mpAUmU| dvaardjgbhbasssit np 8k a@aj omo s _sast
pretUj s (van iKrépdenlderg $itkin, 2013).V a i rdikkt ive pUtoju

ka nav p02|tQ/qucawaaldnLab\vemMmggoattransforma
| 9deartigsbzaldf ej u gemeér (aga ntuo salst(&rauue rac
2004; Basu, Green 2008aussi, Dionn€003) Sastopamv a i r Uk i pUt o
apstiprina, k a graptarsaszskhL@rdLer/wbaqdelrzs
vair Uk orLgéhUI@rudlaqsdueirehmrnllsaarUsforma
|l 0dergbaiuzaedob 8t ¢ §wngT,ajHa rptaoggy I2a0|0k7La
vienisprUOtis, ka |l odergbai kopumU ir
organi zUcijas kultiras veidogandO. i
Soci Ul aj Us sopamas thtgngU sr 0 g @ s individuUlI

radogumu veicinoga k | (Steraberg, Lubhartma99% i j 1
Chisenmifaly, 1996; Tidd, Besaty 2009; Cropley, 2005, Graton et al., 2007).
Promocijas darba teorUtowsgkaompzaUnaltJuasver
i novUci j u ko mjomporential theoty efocreatiyita ardnovation
Amabile, 2011). )

TEmablledeflrangumu kU jaunu un piemQ
neatrisinUtUm probl UmUm | apbaksuotU rcad ovil
koncentt) u z ma n @ bdiviemugalvenajiem aspektiem jaunievedumu un
| i et drenabiieh 2011)Sav uk Ur t radogumu veicihof¢
iekgUjUs vides dimensiju kopums, ,kas
vienl atcgagt #edD organizUcijas inovat
Martins, Terblanche2003.

Liel UkbUtdrmlNealAmJ mUJ dvaardb@@bl:mansUr vi enkespr
orgaszcwjeasiokuIUIr Obas ( Sche€&amerpn & 0 1 (
Quinn, 201). L a i varUtu identificUt un apra
organi zUcij Us, pUtnkIea<S|ngrsumdlntgvabustZQJtCL
tUde\qeldmbtlnt|polegrskusot Kaikruaktbrgamwz
tipologobko ik w it | a . O<ruglatnl|rzaUC| yascieg
or ganikiinhw.ilijGes ns odegfamrnldimamkpa9| draksturok u r
tas, k 0o nlod ced rkit ochsaara/qmsktuwk Na)HIgtaInn aUcai az
ti kai no pﬂeradzemtnarkpoLpJQLgsas mUc Q)gOarngLasnl(zSJcch
Kimats, sal ¢dzi not ar kutUhuazuAUmUr] d/aaedbgdbkaas
apakgnoo®ag8ni zUcijas kult$aaestanpWj ga:
konverigieznaciezii mddsmltski ecdbas,1996)ma ( Deni



Organ|zUC|Jas kultiras ietekme wuz |
savstarpUj Um at t(Bamksc])/lb(la\Mey,|Gardner|GmIkru2tOIﬁbI a
Basu, Green2006; et al). At s e wilg i z MU MU | drarddiptas®
apliecina transformatovUs | 0gdergbas,
radogumu veicinoga klimata savstarpUj
(Sarros, Cooper, Santoz008)

PromocuasdarbaL;bt nieciskaj U awoidz0@i ji @&k Naut &
vali tU darbojas kU | gderdgbas un radoo;
mediators. ‘ ‘ ) ) ‘ )

Promocijasdarbs r v Ur t Uj ams k U gpaig éUts & i@ o4 ulmg
irmul ti di scekopdmlka]uUmaAUde)J dadpbhegoj as a
2|nUtnUm” mioembraammgr ppol ogi j u, psi hol o
i OUpi emUr apiceja.t egr at ov

PUt 6juma obj ekt s, priekgmets un hipo

PUt Q pbiektsai r organi zUC|dath$UNlﬂ{di|$stdra|erLmJ

LietuvU, l gaunij U wun SoijU.
PUt ijumaekglrmterta;nsformdecpeﬂebmasuzr adogumu
vei cionroggauni z Ucui ynaksu | k hadamsttor a | omu to

attleCQbUs

PUt Qjjuanuat Uj- ukntsd i emans f ot maitecpfaatbrmm un
organi zUcijas kultirasi smedi asebDabapp et
ietekmeuz adogumu vei.cinogu klimatu

PUt ofhiupmatrUz es
) past Uv pUtnieciski konstatkbjremacsi a

transfornra t § Wa eurngrtadogumu  viei ci nogu kIl i m;
2)paspUvnilen stkad tUg taimat i s ki RoremQgaj a

transalkto@efaquphamsn radogumu veicinmnoga
3)pasplwtvnlkeocnsstkautntsatn?at|st|sk| nozomdga
organi zUcijas kultlras pr;ofilu un r a

4) atsevi ggi em organi zUcijas kul tlras
transf orl mateqfodbkatsor i em un r a klomgta mu
di memsij U

PUt 0j uma mUrdgis un galvenie uzdevumi
Promocijas dairzbpaOt ;Or gtirsansf or mat gv U:
k|

<
organi zUcijas radogumu veicinogu i
lomu.



Darbauzdevumi

I)anal i zUt ecsolgiot eratlitmu slevotusUkadas ksd § t i
transf éouar@dpbmgumu Vveactunaguokhbani zUci
2)|zstrUdUt teorUtisko ietvaru Kkimatkt or |

organi zUcijU, pUtodoganai;
3)i zstr UdUtmep btdnail eocgd bj aus

4)ana|izUt | oder ogpbu datorspUNu industr
5anal i zUt radogumu veicinogu klimatu
6)anal i zUt sorkagdnilzWcidjaa or spUNu i ndustr
7)anal i zUt un apkopot pUtdjuma rezultU
8)definUjtunsuesciimi) i zveidot rekomendUC|J

pil nve,izmagoptrtaians f droneaetr @vbau datorspUNu
LietuvdU, lgauni jU un SomijU.

P (htj umedodes
Promocijas darba izstrUdU izmantotUs

1) mo n o g r roetodes k U )
2)kvalitatgvUs un kvantitat o ptauapags Ut ni e
a) Daudzfaktoruld d e raptéupapa,- Multifactor Leadership Questionnaire
(MLQ) Form 6S (Avolio, Bass, 2004).

b) pUr st or Gchliti akWicti fproditas Organizational Culture Profile
Revised(OCPR) versija(Sarros etl., 2005).

c) KEYS aptaujlapa- The KEYS to Creativity and Innovation (Amabile,
Burnside, and Gryskiewciz, 1999).

3y StatistiskUs metodes |ietojot | BM SP
aycentrUl Us tendences rUdot Uji
by korel| Ucij a

clineUrU regresija
PUtojuma ierobegoj umi
1) pUtgjums aptver organi dUlcgdersd biuek grU
veicinogu klimatu;un o‘rganizUcijas“k
2)pUtgjums aptver izvUlUtus datorspUN
Igauunmj&bmlju ) )
3) pUtojums vUrtU rezultUOtus kopumU
4)pL'Jtr_Hecoba§Meggmdrodgoa93|jantQjumu met o
uzrUdot atggirogus rezultUtus

5) laika limitsip Ut 0j uma peri ods.



PUt 0j uma periods

PU_tqums aptver6.| digkdaz p2e0rli9o d ug andoa n2 O 1
daNU analizUti Iliteratiras av gddsimta ka:
sUkuma | gdz misdi enUm.

Promocijas darbU aizstUvamUs tUzes

1) radogumu veicinoga | gder Qgbatriams &g
|l 0oderogbas faktoru proporciju situatd
2) th_irgldsngumu kimata fakiorsiolg al gder gbas ori et
un Ur &j Omoti vUcij as politikas s&dpal a
motivUciju i
3 |l gdergbas maodalniikWcpi§faisakci onal it 0Ot
lomu radogumu veicinoga klimata attg
4 transformatgvUs | gdergbas modelis ir
5 transaktgovUs | gdergbas faktoru ietek
izteikta nekU transformatgovUs | gder 9
6) organi zUcijU ir iespd0djgams kinaitdo @t
akcent Uj ot t rkamrsk roUltriakte g fdktibeass un noteiktus
organi zUcijas kultiras profilus;
PUtojumaUteortdeti sttol ogi skU bUOze

Promocijas dar ba teorUtisko u kas met
Savienoto Valstu, EiropasaSy i engbas wun citu valstu
raksti, publljasdka.lrcbu asn mpeEDMOTI internet

PUt 0j uma vpaainmmalk(f aide o § b a(Multifacero leadgrship
theory, Podsakoff, MacKenzie, Maoman & Fetter, 1990Bass, Avalio, 2004

organi zUcijas radoguma u@omponeatialtheoryjolu k
creativity and Innovation Amabile, 1983; 196; 2011), un multidimensiju
organi zUcij as k u IMulfidimansiong orgarfizatibnal cultueo r i |

profile theory,O'Reilly, Chatman, &ldwell 1991;2005).

Promocijas darba teorUtisko -B8amstu
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O.Naumos un citi autori

TeorUtiskU, praktiskOUO un zinUOtnisk?U

1) promocijas darba ietvaros i zstr OdC
met odagl ogi j a



2)pUt gjuma teorUtiskUs un emporiskUs
industrijUs, Aemot vUrU atseviggu in
3ydatorspUNu industrijU radogumu veic
pirmo reizi izmantota starptautiski apfdh a KEYS met odol ogi j
4)pUtnieci skUO modeNa rezultUtus i espl
klimata pilnveidoganair adddsj by giamd w

5i zmantotU pUtnieciskU metodika snie

statistikas datiem starptautiskajU
tUdej Udi atkl Ujot.jaunus pUtojumu vi

PUt 0juma aprobUcij a
ZinUOtniskUs konferences

1. The Impact of Transformational Leadership on Climate for Creativitye 13
th Annual Scientific Baltic Business Management Conference ASBBMC 2020
ABusi ness an derspéctivasroicTae DigthlAge, Riga (February
19-21/2020).

2. Contemporary Leadership Theorietnternational Baltic Spring Conference of
Social Care, Dawypils, (June 187, 2019).

3. Interrelations between leadership and organizational culture in the state
theatres of Latvi a, 14t h I nternati ol
Devel opment, 68, ®Wt7ague (June 6

4. Comparative analysis ofrganizational Culture models in management

science, XVI1 11 I nternational Scienti
Village: interests and impactso, Tur
5. Evaluation of Intercultural Competency in Organizational Culture: ysislof

the Example of Latvi a, I nternationa

Devel opment o Kl aipeda Uni ve28016)y, KI
Publ i kUcijas

1. DubkUvil s, L., Turlais, V., (2017),
organiational culture in the state theatres of Latvia, // Human Resources
Management & Ergonomics Volume X 1/200f. 6-20.

2.Turlais, V., DubkUOvils, L., Compar a
models in management science, Ifnternational Scientific durnal Acta
Prosperatis, 2017 Conference paper.

3. Namat Ovs, I, Turl ai s, V., DubkUvi
multicultural organizations, // International Scientific Journal Acta Prosperatis,
No 7/2016 pp. 119130

4. Turlais, V., Busines$Scenario Planning for declining industry, // Journal of
Business Management, No 11/20pf. 14-24.

5. Dubkevics, L., Barbars, A., Pavlovska, V., Turlais, V. Evaluation of
Intercultural Competency in Organizational Culture: Analysis of the Example
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of Latvia, // Human Resources Management & Ergonomics, No 2/24i.5.
32-42.

Darba struktira un apj oms

ey

Promocijas darbs ir neatkarggs pUt Q]
nosl Uguma, secinUjumiem un priekgdiku
piel i kumi em. Dar bl&0| kagppaBjpalisse sa p jPaddsmoic

tabula un26 at t Ul i . PromocualeﬂaAa@ladnzlsnt

avoti, kas apkopoti l'iteratlras sarak:
levads

1. TransformatgvUs | gdergbas, radogum

kultlras vnaR®mUjdpdbéekbas j U
11.Transf or mat Q vulhs |lQQddeerrQobbaass lua MW mMPp Eat b
vaddhbaos ij U
1.2.Raduoru v ei ci maksjueojurksh 2 AE mE | ¢ ad g geboarsi j 0
13.0rgani zUOci jraaksiurokjmsuzﬁtlmlgj o adligdeboarsi j U
14TransformatgvUs | 0derobas i e¢teokmlasd s
ietvara raksturojums

2. TransformatgovUs | gdergbas,orgacdogWm
kultlras mediatora savstarpUjo att.i
21.Dator spUNu industrijas raksturoj ums

22.PUt 9 uma met odol ogi skais dizains
23TransformatqaanasIleetﬁabmrmlglbeat@eskme uz r
veicinogu klidusttig Odat orspUNu in
24Radogumu veicinoga klimata anal
25.0rgani zUciphakokal datasspUNu ind
3. Loder-vmmash bas modelis radogumu
datorspUNu industrijU

0z
ustr
veic
Seci nUj umi

Priekglikumi

Izmantotoavotuuh i t er at T ras saraksts

Pielikumi
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GALVENI E PUTNI ECI SKI E ATZI NUMI

1. Transf orlmpadtegrrvgahka)sgu mu v ei ainn oodrag aknliizni
kul t fakstarsjums uz AUmMU| dwaa ddlesms i j O

Lodeum bvaa tbpukepunist. 0 d ew @b ur akst ur ot kU

procesu, un t as galveno_kUrt ir sai s
(Schaubroeck et al., 2007; Bennis, 2009ut or i t Ut es vara ir
sast Uv &a NBa,u j i et alomUp a gue kmrdddgragpsas

fenomens. SociUlajU psihologijU ir pa
paug atzi Au, ka | oderoba ir | 0der u s

harsma nav | gdera opagdbu kopums, UWtels,g
0pagUs situUcDybksUWiResA g0 1 12)0.07

Lodergba apneenenauanbcygaujasleaotBljasnlgec
mUrgapdebc}bleptbasalstQta ar organ|zUC|Ja<
iespUju atraganu uuni zgrmmt@g;aldulugd@m@lbsar
potenumlsUplLEglafant VQZ|]tuarunkd<IomgunemUt
savstaerJu uztAtcloabruqlb@LBpmmmplseAGml(Dral)em
C|IkaaatdetJQS|eBQddelsvmlbabdlaeggLIdurparsuaukt
uzdevumi ent Qodrelrayrbtuu:tmlnv Uk ilednd ecrnQ|¢)aJ|haUﬂ<u<
atpazquHmassaukttqvathfolrcpndider'I@rlhbansalJntQVL
transbemMMQAVMUJdadqg)mwsek s al KjLévina n Ut

aubritatovu un demokrUtisku | gdergbu.
AstoAdesmltajos gadpét aazmdm@pma hbde ka

I gd eerUajaZS|en|'ekm nosauka spar hamUt i s k o, Vi zi
i edvesmoj oGpos It gedoerrilgpalie s olass ur arl kdie i
veicina pozitgvas pUrmaviAa®r sie«od Dy ap
darbu, citiem un sevi (Avolio, 1999 r ans f o't md'eqvpbas teot
pi edOvU gUdUnajresffldqurdaethawL}awea _a_ vVali
personas sadarbojas ar manmNtWIdeJn;ved)
augstUkam mot i vUci jvashlimgimas Ovas Ut § me
kO atseviggi, tbreanssdaalqtk@gqﬂethUkkl&lbbtsdmg
kad I@Nesobanorula jl 0 dtgansae lp altskioid & tmie m a
un tUdUJleJd|vet||aj&rtJed(gme uz abi&@mangBor mat
| ©deteopijbkaosn cent r Uj as uz i n dBassjAdolio)898). pi e
Transferrdaetr(jViziazivcirirrleoaguus un kal po par
rocobai, i e dizmasitotojaunsse ka A U thji ieedirs ovéeii ca n U
komandas darbu.

Uz AUmU)j dvadbbhaas pUtniecobO t sr aasntsof poar nmea
| 0der gbas t_\baolrrltjkals pkUticfiikemgiahsk@t@am@b
nodr oagriinglisn Ul (Uokga ldartdg,2@0§)asastopams viedoklika nav
pozitgvas ietekmes, un qurasqtsaftd@cmpra(pb/a
var &t suz0ti dej u ogedreenrtWganuor gani zUci ju
u z v e (Kabsa 2004; Basu, Green 20@&ussi, Dionne 2003At | i ek s ec
kat ransf dromeetragvwCiidteddil avar bit ardau neg
pi emitnf0arls f o &t @abigsay ar p Ur v Ua wstta reist af
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| 0 degragdbdy u niogsd, e rkiamin pe @ mQ ¥ a , varas moti
1999).

Organi zUcijas [ @kggujnwkwbtdjeaa gtaom;ltzaUCp
klimats, veidojas| g der gbasVireesul ndt U.eviDp o ¢ ra(pnle.
p Ut nlua@eeamsgal vo, k& Qdegan ii gaborii geamli azi Ukct

kul t T r as g a rgiadidatai arhiektj g a prodakti (Schein, 2009).
Lodergba irs a\iasttaqrtlplequbbrna)l]zrnw un to pa
stluvari zpi | dot pa'sbgldeles;fakt@rs;LOQndqebralptbeak mU
tikaio r gan|k2LUIct| Ij raw,r ghaenti Idtahﬂtuquragsanl zUcis as
sistUmas, kur Um‘Garn agpragkagrsii zsl dlinmjaassir k u |
tUdas apakgsil®9Umas (Hitchins

Organi kKliUmatiassapvi eno katpamadarbarvidij beti d u |

psihologiskais klimats ir indivoda
psi hol ogupkepiviUd ng anu , Haltara, I‘ZQOS)TUCEa)jOLIDdEI
oogani zUcijas kli mats at@ggaaszhﬂicoumsm

gal venU iseazvisrhea r poj Us at t(|DeuchkbUav3| | ®r g
UzAUmUJ d\ﬁardhp@lbissllelaastvUvdldagUdl vi edok

kultlras un klimata savstarpUjUm atti
Organlkllmata”tad;zwea\nwenotasdef;aecl un i el
pUtknui euzskat a, Wimatosr guam i aWad bz Gc injaavs
tas paamss/ajrlwdu apagJagIsvthtkU kvaa d Q htekts, ikas pr
rada orgkaunlltzIUCwqragsamukklljcmajtaas radogganu
vidUOj U | 90meAa vapddoera un nefor mUli e
At seviggi p,ka o i gadm”duhhtsukjcaat@anlkzwlcn ij ras

j aut LBjaLl ngsd zmrngoatmkzr.Uctkljralmat s ir s,kasgt ot
samUr 0 9slaicdoga un pakNauta manlpuIU
ar9o pakNauj as tieagai i kokainAlmben ,s own Op @
aspekti em, kur us apunpOrgwrmtathn]oarsg‘
jut 9gUkasu uptase padaraor gani k Ut mpa s par sit
f un d a mfaktotu@enison, 19962012).

Radogumu KireatsckiUn ojgbs aikdmg as indivoda
procesos, kas nosaka individuUlUs spl
Radogumu veiici nb{skak eamatgs na organi zU
izpUt ot radogas lPamasntowatuoerknsllkd%kﬂpé,@etesj
kas stimul U darlbantﬂtkgugalaszacgmmaJs jfjaun
(Martins, Terblanche 2003. Uz AUmUj dsardogobbaass | i twde at 1
atseviggu pUtnieku dar bvoisdearnglislkeika gietitv Ut e
place forwork (Levering, 1998). )

T.Emabile ierosina vairUkas radoguma
dar bdtkas ir gan jauna, gan pigknl'fild@ta
uzdevuma paweaiikgfajnainu un pi e nmkiiermg u T
probl UmUm JebkurU cilvUka darbobas |
aspektiem-j auni nUjnurha mdt d(eAnpabbai ISayvuROAL) r ad
veicinogs organi zUcijdasnekbi mat Kopums e
individuUl o uztver:i un radogumu vVvienl
konkur UtspUju (Amabil e, 2 0AngbiMarst itne
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radogumu veicinogs klimats ir jaa ird z di
brovoba, izaicinogs darbs, vadobas a
atbal st s, organizatoriskie ggUr gNi |, r
iradogums un produktivitUte.

Radogumsbi hos &6l jakNaremsgUt niirekwi eni spr
jebkura inovUci jiandilUkiadcdu tlrU rvaadio gkuanma n ¢
1996; Drucker, 2008)P3|holog|skU uztvere par ]

ietekmU motivUciju radiRajagnme $@iema
darba AUmUjiem ikdienUO ir salgdzinogi
kontrole pUr savu darbu wun idejUm (£
1996). ) ‘

Organi zUci j ad loizidasho Blimatuert ta k rmediatora
ietekmes loma uz klimatu (Basu,Green, 200y Uz AUmUj d sar dbogbbaass

IltersaatsltroUpamas dagUdas organi zUcij a:
organi zUcitekavds spUFrt hbaa wun def_antg k
kopums, kas ir kopoggi organi zUcivji & |

| Umu mi em u r(Hesket, 2@ 2; Chnoeron & Quinn, 199%chneider,
Ehrhart, Macey, 2001 A. Br ags, kwz skrag arsi zRwli t Tra i
vadqganas vUrthas, I'i kumi , ptasarkeids,, r
ikU tiek dar 0t a@®rache, EODZaLsGoellmzsgtamdechajv
pazqst amlbkgaajndmz Uci j as kurbrgalnrlazsUC|dJeafs n (
izveidoto unat t st ot o pamatl@ase,&ernmlmchtlsmopuumns
Or Uj Os adaptUcijas wun |kalsng10L$st||pmne|gJu
apliecinUjis erzaskIGaUt Qut ns tpthrUcpatrleeM«zu,
nodotuaunauemorgamzUC|Jas |l ocekNi em }(thna
vei ds UrUJUs adathC|era>sbIUmu||eng|1lUgc
2010, pp18, DubkUvidIgp). Di2OK Ot ab | s, vaiirk Jdasu t g0y a
organszklui]tarI@sspoanleté@rrlersadogumu veuci no
(Ashkanasy, Wilderom, Peterson, 20Banks, McCauley, Gardner, Guler, 2016)

POt §j umi ii@cs harmata®\b G ir g adeigiran a i ¢
darbinieku radogumu (Bass,1985pPddsakaff,a2819)tr i n
divi galvenie iekgUjUs vides el emienti
kultTra un klimaogumd ndi vcdeQiaisai st g
lekgUj Wempai war tiskltOpdittag!| satok ar gwdi 1
i znUkuma. Pateicoties organizatoriska
pUrvUrst inovUcijU. SaskaAUO ar teorij
promoci jpasss tdlava btSitedpaa st ad @ § ko &limatd u ,
unk ul tPIrtwpj uma teorUtiskais ietvars ir
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Organizacijas ieksgja vide

Radosumu
veicinoss

,\g\‘é’o& R — Radosums
6.\4\(\,. P - Produktivitate

At tNiILsPUt 9j uma ATransformatovUs |0
veicinoga orgpinizWei j@agahkai onat aor U

PUtgjuma fiTransformat ovUs |drdeamibzalc
kli mat a pd| nveodOgiasnkai s momatd ss pUEd
metodiskajam dizainafinskat.at t U1 2y 16. hp. . )

AttNd U 1. atspoguNfoakt dreik;g Ulj ¥se rvd dee,

un klimats un to mijiedar bdbra.orQ@ragna nzi
iekgUjUs vides (Coling 200B).10t & i i szbcblwmaUsa
organikinbhtsi fasavstarpUji opaphnikdotoijrass j
kl'imats irticeegei dai Ebphguukonverden
paral Ul i LLrQd\eueejmto)laaglachlgmLIctlljraLs un | ai ka
t Us atokagmapdgaulailjoasy anikllUicmg tass ppllrvkeli (joa
iengparvdzinu ekosi st Umu

Datorusrp(ﬂJlN:mtrljas vathU]t|Udmed|kai|kehusrad'
mUksI|&k@kuusrl@@pom%sswsenUrglosst ws | vUkus j
jat bal sta wun jUatbrgvo vi Au r &do gari &

organleC|]|zksuI|tékguU]ucm kil dimat u

I ndividuUIU 1 odmend radogs cilvUks,
reallet savu radogo pjlpbegahUHzegu(cg)L]thB(pv
ietekmU radodguimak i melklugtme s a tibkiUddae wuezi
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ba ir jUrealizU organizUcijas
u un rezubt DUODurdaddDodukd@luloNL s to
d i

ansformatgovUs | odergbas, radogumu
ltlras mediatora savstarpUjo attie

No vipsOmocijas pUt¢j amkeit dimgastid(itad
0gUm. Gi s r epetekamsliamadi iziases kopai t 8 Ud U v ¢
roginUta ieglito datu validitOUte
Gal venais pUtniecobtasansafud tyiamgobddr st
adogumu veiorgaguz Wdii jmdlican asaikubt §ac
is mediatora | oma o

Det alpUz f s ma mdtzad inskatirtddRar Udot s

o =

Lideriba Organizacijas kultira  RadoSumu veicinoSs klimats ~ Rezultati
{ N
Idealizéta ietekme H Konkurétspgja M Briviba
L. v
N
é s
led jos R I a\l zaicino
edvesmojosa Sociala atbildiba IzaicinoSs darbs
motivacija
L A
5 Vadibas atbalsts
ln-telek_t'uala Atbalsts y,
stimulédana Radog
T Darba grupas acosums
—
Individualizéta YuovEcling atbalsts $
L uzmaniba ) =<
—— Organizicijas ,
Nosacitais atbalsts
) . Uzsvars uz atlidzibu Produktivitite
atalgojums A .
Organizatoriskie
- = skersli
Vadiba ar Orientacija uz
iznémumiem sniegumu Resursu
_ o~ pietiekamiba
NeiejaukSanas Stabilitate
Darba apjoms

Att Ul DeNrml i2zUts pUtojuma fATransfor ma
veicinoga organizUcijas kizdinmata pi |

e

Il nstruments | ¢ d elaudztakiosu 10 p © t @plpajlapa,i- ir
Multifactor Leadership QuestionnajréML Q) Form 6S (Avolio, Bass, 2004).
Instrument s radogumu v e KEYS raptaujapa-kThe ma t

16



KEYS to Creativity andnnovation (Amabile, Burnside, and Gryskiewciz, 1999).
Instruments organi zUeUf as or Gaalbnti Ikl s 1) rpdd
profila - Organizational Culture Profile (OCPR) versi{8arros et al2005).

Transfol pattgywbast Bfakmudeeelume uz r

veicinogu klimatu datorspUNu industri
MLQ anketas rezultUti atbil stogi r
Nr. 1.
Tabula Nr.1

MLQ aptaujlapas e zul t O

Faktors Punkti | MLQ Punkti|VUr t U
|l deal i zUt a | 8.38 8 Vi dUj
|l edvesmoj of

motivUcija 8.52 9 Augsts
IntelektuUl 877 9 Augsts

I ndi viduald

uzmanoba 8.04 8 Vi dUj
NosacQtai s | 10.73 11 Augsts
Vadabai zAU| 849 8 VidUj
Nei ej aukgarn 8.16 8 Vi dUj

Visi riddpetldydl Orno 8.04 | ¢dz 10.73,

I deal i z ()@.a8,vii edienkemel dlag d sraigd a b U padot
un darbOJa—sagUapthau|gp§0tBLekLoctqungé\ﬂ,un
velta sevi citem@s faktorsi 1 ci e g it raas$ b @uaWagunowa (.
et al.,2008 Weber 2009 . Go fakpoduear ajrés®.5501 emanaaijpl ed
pirmat nUJtl.eoIrthIjZGSrvqebra se mo c i orde)Irrt;bso niemtt e | i
saistd gder u wun sekotUju_ pagapzi Au. o

| edvesmoj og(852nmmagsts)ivnlbesiajkaa, ci k IsipeUju
pasniegt voziju un cengas | ikt sekot |
i zmant ot atbilstogus simbol ms tl bk N
koncentr Uti esi suzf askatvour sd aitrrb aia is éGp ir) mdse & iP b
(Schaubroeck2007;Goleman, 2001) L Q dfaktoigie d s e s moj oga mc
biegi t|ekeafgbasguhlotSJarUhSirurzmﬂJltmm(kmlan
iedvesmoj ogu Gaf.‘kktorerrajksktmprumluaro atogri e
ci k svar ggs ikamandas gaveikiaig dat8mabiles 201dyn

IntelektuUIa(B??smugsn);,uH ;thgraldcha pakUpi, K
|edrog|lmlat ciadsgi em, |mu/dJ|rrtaUtC|sIawLalsusr
organ|zUC|jas v Uirea Habiast utnir g iskdld @ spr o k
jaunus pa@sUahtorebuegllrvlemegl r sesdad ggu MU s
i novUci j akmatuagat z e ¢ y U un tasahské&ar ma
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| 0 d e faktdoua(Bodsakoff, 1990)Inte|ektufJI|ar SjtaLpauUJULgr
sapr aNoafniul.ozofi skUOg ehler]maapuat\sntddzhi/saeldu\la

neizpratnesi p a s Qeizpratneu n a kneizpratae P ar:empvatﬂnellek

atteikties no |za|C|nUs;aJ\mlakk,UrﬁewmatmatUt
saasinavaj adzobu atrisinuUt go |zmadartb|nantL
radog (Kl e, . LI0A&ET fakoe® int e | e ksttu Gdud i g an
visredzamUOkU saistQgba ar r adotg daodzi o r
teor Utprsakktei sukni e pU‘tQJUI:ni. ) o

Individual i, 804ai ditjmean®ta palk@dezyriUk 8
interesi par citu cidmn@kw tliaeomk,| Uk @riu,
mazUk iepsamekdtli veicamos projektus i
spUj Um. f@ktors |rtrca|neg[;|oIranja11(Em®mQ% ar
Rakotamena, 2005Ra d o gumss aiirst Bo si ,auni nnoitviivdlucail]
atbalsta snieggana |Irndqp/aghmlad1ﬁawm@\sam|
var bit dhiorzaymioglkao s apst UkNos, j o ci
emoci o08al0bdm&imzb Ugamo t (Pacdita, |1894)Dat odrUsNp U
industrija @skaras ari zai ci dbogammski em _apstUkNie
konkurence un strauji attgstUs tehnol_

Nosacotai s(l043aagstyopamda | gmekomukOdU
sekotUJkloemHegl vi Ai em vajad/zlituu saamod t
ti ktu nowZJszUthu, koomg)amlleUceQM]_Qass&gvaact
2007, aptaujlapas Ur t Ujnutnear p.rGs ir Geiktgtar ans d lotde@v G D
faktors (Bass, 1995; Jung, 200Zvalio 2002) Uzsvars uz apbalvojumiem ir
sai sttortassnsarkd@zvaedobu Ill@ldkéke@rumlaFaknbraNU
nnsacotai sv@r taLUjgwm|azmpeU\lrafm<ltormV| Grut Ug tuarup O .
Anal i zUjot ML Q 1autUJumkalsirpd’alrrblrnedazka_m
rokoties, | a apbaMbjumupdl asaww Aeat baup a gk
uzmanQgbu tam, ko darbinieki Tas atbilss aAe
datorspUNwspeodbtskaijakur bitiska atl
pr Umi j as, k as vieri ktsiatk@gin psoj@ktiesniT as kafaktoramr
nnsacot ai sitilaaugsts @ dJjj mins un i ntlejrnpdiemnasUt a i
k a IQd_eIrueIpu_eusznnagnQbu at al goj Atalgajomsa p m
ir OrUj U mant@bci gaar gga, I ai tadomumu
i | gt eAmabiled 1995)

Vadoba ar (BASAWm@tmnmmUrtU Vv aiskawdrad Qt
darbap r a svab as apml erinUts arvadtUsnUpalrdt eac gst
kanj a tas nav salGaﬁaskztotssr sat aboblaed @kt
(Bennis, 2009)Di s kusi j as v p)a tfakrapri ejdeeur totbpue npéi be
j o pazqmleas*.asvlalreUctlunat Bkit e pv afdkigripa Vapd 0 ba a
i zAUmutma:aesrmgl péd &t Uv o g cstatus Wuptugnb ui z(vair gt
r|sk|emun|trUradomwmag/aedea

Ne|ejau(&l@avmla);tﬂjnsavUrﬂlqdlepma;quagspleiuras
pie pUrl_lecn&hhbetLkﬂaa\rvmatjmaglgtgwcn Qbeulna,no }
misdienUs tas netiek izdal gzskkOaat &
faktorsv ar Ut sia ibdttgrtan s f d rondeetr @gvomumiU § d grag b la s t
i zgdgitmragad ol ronvaet roovblisa p p adtafushdisi n a kt Q v i |
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konstrukt ogvRat ipebriondglafuskagra n Wz s fakdorup kas p a r
piederganpiet r a n s gdnpidtvrUasn s f olr ontaet oBnblaiie apgalvo
ka brovogba |kasast\/oaarlqsgsauhmlmtamﬂm:g;mwjlsaukga
(laissezfaire), mUd z aasro ch r@ivsphies Hiblas p|eNaUJ d
bet prasa Not i augstdatd(arrd)qbunmnerklw anso t g
tek nodr o kiom@tean t r Uj otieSpidgtat dlzg eji kmis
faktors IQderQbU var radgt dlleIjaS |
Ldder Qbu koplurerJusdtart|01rL$leJa\ltUV|JU Liet
raksturottrlabsfy ankbapyBé&deér b wina aligsts ap |
(visaugst Uktarlasn)savlkLk;rtpt‘elhlq(UMBsaCQt ai s at e
10.73 punktiSas ka AU ,la ¢ dad rvpifbsevna i r Uk k daktarienm t r U
innsacotai s(10ﬁ3),mlt edjekms U1 @,77% uniendwl e greon a
mot [ v(&}@)l j a

QderpQJbags; umi apvstu@splﬁjaamyaatnraajtst [
IszrtUlj@diefarkjolmmssautorskakolngsdteartqlbas ~mo
transf dgrdat @b stjskraaudzufaktoru sajakums, kuri r v Ur t
notei kt glfaktorusntdje¢ Yader ogba ir istia uilet ¢ la
situUciij a.

Radogumu veicinoga klimata anal gze d

Radogumu veicinogs kIl imats dator spUNR

LietuvU tika mUrm@ttsodmzlmagntsd(Jootl NKEY S me
KO pirmOUO tiek BpHkidththd at @BjismeBdE | j & a <

atbil stogi KEYS ijanstrumenta interpret
Radogumu stimulU tas, ka darba AU
autonomij a, kU ar 9 QpagumtiesQbas un
Conti, Coon, Lazenby, Herron, 1996.0d u Not i  z e, vawizskaldmottal j u r

koncentrUganoisgarz |agfakereggokyeafakiaramno s ac gt a |
atalgojums r augstt Wk ssiksaipwnk o d gan @b aosr graonv GrC
kul t T r as uzpsrvoafrisl aupm r &tolinjsdaaftd&it Ok ai s p un
(440),sal gdzinot ar visiem citiem organi
starp lfaftorew ® b @s gani zUcij as kultlras

pi e AUmumu, ka | 9gder ¢h 2012y Schemh c201§k Wisut T r u
di mensiju v WNottls uvatist CaltUs phNorg.u

19



KEYS vértéjums

50 50
55

44 43

Q'C @_b‘ & & & - \&-"S ‘}\;\ b‘:w &
& & ¥ - & o & & ol
i \t'\\‘ \_,\\ -|>\ & \\Q\\- \“ ¢
A h ® & & &
9 o s &
AttUl's Nr. 3. KEYS punkti Radogumu vV
industrijuU Somij U, l gauni j U, L

Past Uv negat gvdsdle@mjkuadsa¢ @asaistuaatpal
radogumu veicinogbaokvabdapabtaas aajanmizesotiskid jsy m
g ¢ U,rugddrba apjomsNav vi e n o tva dimensgatrockWNiggh ab T t i s
radogumu veicBnogiarb abiinieémsskiijrasd(Mdeama m
Laird, 2005) Togn@)rdlmens,lja nav izggiroga
VienmUr @wughds dgt enoganas dieqg ruo bgeagvaejr uln
i z AUmbmsnsijai br o v drbiateikta k or e | Ucligj dae rfaxtbra s
nei ej au(@@a)nkasadagrtmkl sauktspar ibr ¢ V @ask @b uar §
vUrOJ a ma &or edrlUcaniazUci juast alkiul(@P.aes
Pi e AUmulmdd e fkigmbameo s ac 0t ai si ratrad gatj uvms i
dimensijubr 0 vy Q baap st i psr i magrld sniejélaksiesta n-a0l2§8z e
Atbilstog i l'ineUrajai, dmengjule 9ivgdiavamak grzte i
| 0de rfagtrsaim di vi dual i zUtIauruzinaLn:FvaﬁQBﬁz a
i ZAUmy kir @€m =0,192 Konstht Ut ska koe @ Adthgpv & a
transabdevagidivwdoba ar |uznAUrmaJdnogaunmu %
Klimatu. T o, |esanJsacprpssBjasrtrlkums vaso sl
pi e AUmu mu apstlmvmnekltitaekstésloasalkaﬁarpr] as
transf ¢ Qoafagpiuae al i zUwua iratdelgmekimatei ci
Tas var Ut wrapfotkal spadiesrtookGst har i z nelatsit stkvu
uzskats, ka tas varUtu |iecinUt ar o |
vaj adzgbUm. ) )

Dimensijal z a i cdamsoigrsUd ¢ t,kpssiradgStisat bi | st ogi
instrumenta interpretUcijai
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Izaicianjumsurpaitsadmd:m’rinrosggsviagiradbg(gms
vei ci no ¢Bimefisjgakzt aircsi nofger ala bar organi z
profilu uzsvars uzat | ¢ O6Ppunl ¢ d e faljouanes ac ot ai s at
0,827).Li neUr Us regresijas a-nlad defaktdras s t
nosaCQtalskmﬂabgunﬂm%@anlzUcuuassarsquultT
at |l Q4w be 0Gi3e68r.ezul t Uti ggiet ticami
uzAemties vei kt J 2aipairnotgar tdiagkupi ed
Pamatojoties wuz IlneUrlz)alroelgrrodagssejldU&rnhmm
pret nosdtmarisijﬁirtna@v.QTbUedIlee_rfa@tdmaIGUmd| vidual:i
uzmanubaddba ar jaz/sUnymi eengat dimeonsijui et
izaicinogsaj tha rpbasgktdors ihae k 8kt uUl a o s tiiemuwelkl
pozi fogvi = 0. XA e gu s ali gsdteQrboub ais tt &f dagkkt tour
st i muluddgimenaijuizai ci nogasps diap bvisaniar tearias
(Podsakoff,MacKenzie 1996; Yukl, 2010.1 zai ci nbigagid &r sai st
fokusUganos uzvd<|ok1tk131|pn.u.etu15rpwjruegurnes|Jas
|l gdzoguoirgaekmiUci j asr i keunl tt U criajsab purzo Dsi nBi &

VislielUOUko i et ekmi uz radogumu vei ci
kultiragspaosi luVi enl @ad kplfias bitiska:s
profiluor i ent Uci j akasap | $ mic épgraonfi@ | u sai st ogbu
Dimensija Vaddbas |artchjaQItstpSS|rzem$at bil stogi
instrumenta interpretUcijai. ‘
Vadgobaskart dlal s afaktoriegidé r pbasal i 08%0p uz
unledvesmOJoga(OSﬁ&)tJnngalej arezul t Ut gl s
IQderQbaIsndieodupUJszUJIraanuszfnmhrgrﬂabtaqavauzw
parasti t ipak mztd@Baéstlegﬁ)ngJo pleAapsnpnmu

korel Ucija ar or g a abalst€(@895).4s n& Ut D$r a e (
anal gQze apstiprina sai stfaktbruwindiirv iideuparlii
uzmapkgrba = @nlb5gani zUci jahalstskunl t4 r@& sl I
Svar ogi atzomUt , ka ir sawzsesrar uar ga
kur b 6i 6. t6 Qapstippijaizteikiuk oncentr UganoksU uz
galveno | odervaddhas 0gapUPofisargiaw uz Uc i
atl gdizéb u admepsijssvagabas i @tle&kimdjogu fakt
domUt , ka atl gdzoba tiek iz mlesdnaepdra Kk
transbakbtdeklghtamslt goirag adsi z Uci j Us.
DimensijaDarba grupas dbalstsi r Ud 0 t, kb;SEV|5dEaJ'qk5| | stogi
instrumenta interpretUciijai

Darba grupas atbalstt o r e | U a rfaktotiepnche s gbasai s at
(0634) unint el ekt uUl 40445t Gamu | PgeABmumus pa
regresi jiacs an@tl dizeh at aluyidbd @imskt uUl,a st
kurb = O,ULmm.v ierasta S|tuUC|Jasasksknaard k
darba grupas atbalstu | o koncentrUganUs uz atalg
konkurenci starp grupag a | @ b ni emlUemsit uUcngjaskaalr[ it ji &
k0dUO Z|AwattoqukwlgalvenokUrt itri rpgri0
tiek izlaistav e i k ssanLgI ae , usr e@Zu ldto@Sapnlali @ s | man Uk
Not i mUral lghokho mandas sadar bkphaadas cenGadid U
un atbilstogs atbalsts komandU ir bit
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DimensijaOr gani z Uciijrald ¢a,tklsaizesdsast bi | st ogi
instrumenta interpretUcijai.

Organi z UC|kjoarseI at badakteliegseaedrv@samo j o ga mc
(0796)un|deal|zUt,IeU|a@rrt@d<rrTgean|zUC|JaamaIslIsuIt
(0895)unor|entUC|Ja(O&S]z)Lrsnek—:HgUsnuregresuas
saistQbu ar organlotenthS|]<alﬂxlurraﬂnlEg
unko n k ur Qkurdp Ej e(Dr]gQanleCIIasaaBbetstar
apbal vojumu gan il @d e fakidisE sgaacnd tkau |sb Tart Ca |
0.205 unprofilsuz s var s ukurba t= Q0d.z202b7u.

DimensijaOr gani zat ofi @dic)telka;gltyumymtsl |l stogi
instrumenta interpretUcijai. )

Organi zat orkioskeil el gagaktotg@ﬂmeir(p@laasar iz A
(0.910), wun to varUtu izskaidrot ar
visvairUk @Gepdemeeagama. korel U ar g ar
stsabi(0tWse). LineUr Us r iesgar i essti gjsbaasb sat nisat | |
unor gani zat o irb=s0kR0e ggUrgN|

DimensijaRe s ur s u pllBUko,klE!!ElQ’\bl@d].UjS atbils
instrumenta interpretUcijai.

Resur su pikajtrle_dIUarrwrmlaohenpndnqsQt_nasais at
(0555) un int el ektuUl a(0st2iT@yl.Ugabpat vUro
organi zUciproflsuzBubt Br ausA0.444x L iorde Grolis 1 e ¢
anal gze aps tpioffuruzsvees uzsafl d k, @uo fu a¥  Qn piofllw
oientUci | akuthz =s nOiTas glisskaidrojalms ar t o, ka
industrijai ir pietiekami resursi past Uv pi egplf a nepiecie
apmai AU pret augstasSavetkg‘atktarptbjsaascotbal
atalgojumst i ek apsh i pr ODnddsifabeasrur s u piaetail Hlza
apst|pr|na|nkiastieijaélugg1antjba tiek pie

Dimensija Darba apjomsi r Ud o t Ulqass irvsi2d Bjt i | st ogi
instrument a interpretUcual )

Dimensijadarba apjomk or e | U afaktoriepid e e & s uUl a s
(0.676),unindi vi dual i z0e63%.Tas atbiistimd gstvijas specifikai i
biegi vien darbiniekiOdUi elei dtJv@rttrOdiot
dar bi ni e kadeumd engIcleldi)lmensuadarbaapjomsn e g akt oQr va | V]
organi zUOcij aser |keurittUcr|ajsa(QOGch)lt$|rrhméJge&]Jmsu ref
anal gze nor Uda uz s elk@®@d ergbma s t iefk aekuts ar
st|mulkllu‘l'gana(]nd1|6v7|dual|,zkurba-ummrm|$®l;capta|
atalgojumskurb = ®&Kohx%.at Uam sakejtopiaem orgar
profliemiuz svar s ukuat bQ drest@hhei gkeri Ut e Ok. 02 2a4r, 0
negat Qv a profiuoreikenmet lacri j ak wrz-®208 e g u mu

DimensijaRa d o giumsd 9 t, Ujksas59 r augsts atbil:
interpretUciijai ‘

Radogdmmensij a k or taktddemaas alc@d e §b aast
(0.802) uniedvesmoj oga(0589tikvllcaj@ ar organ
profiliem in o v U@.694)aunuz s var s u20.58t.| ¢ldizrgelir Us
anal gze wuzr Uda isietédkmganlgqudse rroebzauslo tsfldetckitsoar
atalgojums kurb = Oint3el2ekt uUl,&urfst £ mounll gr@eqat ¢
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ietekme arfaktoru vad gba ar kA me@il%.nsai st oba
organi zUcijas kuImlsrvaasrsprwitunfaiu#emﬁunaﬁ
konkur Ukubp &j aP.ax1 2U.v  a ietékmenepgofil aipalsts kur b
=-0.119.

Dimensija Pr od u k tii vWUd @tt,8kas ir Bi3dEjt i | st ogi
i nstrument a i_nterpretUC|Ja|

Produktdivmetnlstiejsa i konstat UltqadsersgebkaOSJ o]
intel ekt uUl @.318)uni iendu eUsgracnmog&OZIﬁ)aNa rvelicU g iaj
starpproduktld\mmteldtses;u un organi zUcijas
konku_r U(_OE?S)_lulasavars u 20622t U iordez@Brblus regr es
piedUvU gUdas fakokimorsgabcast:a i |s@uidet radl bg@osj 1ulnbs
|ntelektuUIImrbst):ilmulkUUg_aarraQ organi mdvard j as
uz at,/k@dz @bunst Ga.bd &Eflt Ut e0. 130.

KopumU nuadvoeguci noga kfsmams pameaigs
di mensijas uzrUda zemu punktu skdiUf a,
| gmeAaradlbguamag di mensija novUrtUta kU
Konstat Ut s, ka vienl ogdz svargga ir ga

Organi zUcijas kultiras analodoze dator

Organi zUcdpauaerisnpdlufsitra j O Latvij O, Lie
ti ka mUr ¢tQ@CPR(OrganmzatiohabGuiiute Profil®evised, Sarros et
al, 2005)instrumentu Vis o0 s s eoprtgiakd & Wic i frafilassi r i e gl
s e k orj eozguiil nb 8l45punktil ¢ d z puskiinbD e s p Uj & puaktiefme m
Lai noteiktui nt esvBFrp pozitovo un negofilwvo
novUr tridjreu;pnmdentu pusetika izmantotsvi d UJ ai s punktu
t Od erjelduil t Ut i virs 18aq \BUrntolm;ilhmiMLska|tzkaspr02| t
zemUk s leanma paBn,e6g,ah @v Ur t Uj u muk oantktprmhILcoqu
Pamat oj ot dadals var geecimrUganikadc pgrofilisi k u
dat orisnpdluNsigkm iojv Wporithv i , un drespanéntimov Uritel
negaVYigdvWj.i e | ielumi, kas ieglti no apt
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%eb 15\”‘ 1}5\%
SARE
o

At t Ul4OrNrani zUOci jawvilkwltiler as ep muonf

Organ|zUC|jas kul t1TeOir pﬂotﬁhmkasls!aklﬂngu;gl
V|sauggUUkU]Jumuars urzowlﬂrlt@&ﬂ)ti(sphd{rurUtsp
novUr #,8t0x ieemt Uci joan ouszrstrUtrésgmesmtu/aulue\El er
profils, kas wnovlskratulgtst O ki tag i | ndvsUnoyblrarMLDBs
punktem Profils St abisla AUmdesUk o v U3 t4J5 umuaj 0O p
Soci Ul U nmtvhliattapausatbalstsar3,69.Vai r Uki em or ga

kultlras profilielmar konstatUta medi
Galvenie pUtnieciskie atzinumi

PUt 0j ums apt vasird aarbbai sn i sekhul@anturnbh nvsaadkot bouy
gant ransf ol pateg pdjaai ir bitiskas saikne
VisbltiskUOkUs kortelaldcsrfjolacmhdfakmbtilmsn csmlqrc a
ir pUar@ttrLaanStallgdgfmI@bRast Ov,tibdga skatare | Uc
transformHEml\pUaansalkqdpevrﬁdﬁdmansun radogu

veicinogu klimatu, kU ar o konstat Ut
mediatoralomaGal venUs atzi Aast. apkopotas att/|
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Intelektuala

5=0.129 p—
stimuleiana Konkurétspéja
Iedvesmojosa
motivicija %

’ Atbhalsts
Vadiba ar p=-0.191
iznemumiem

= &
=

Produktivitate

Nosacitais @
atalgojums
Uzsvars uz
atalgojumu
Stabilitate
Briviba

Att UNoMm.mogUkUs |1 oderobas, organizU
radogumu veicinoga klimata Kkc

Transf orlnpadtedrfeddbsm nt el ekt u Ol Ot i e §i muil elc
dimensijurad o gu mk ur b = kOonZSnOatUtalaorsnk'aekgmu;
radogumugwiozun vi sb_I t i stkiU& n ssftodrrgweh e v iy &Ji
faktoriem Gi s seci n Uy aimsUtke Ut s s kaj i em un
p Utmiem,uun atbalsta viedokli, kaint el ekt u Ol Ur viensinmul U
bl tiskUKkaljeinspdhternk as pvel doz ramodgmmy Uc
vei ci nogu(Bask| Avali@ tJung 1999)V U | viens seci.H
transf or ma tagterwrst d Ioedketr YWlal skadidmaktoramiri j a
pozitdva un biltiska ietekhkoenkwz Ud rkguady id
=0,129.

SaskaAU ar |politakgreutmaue | e k t u U1 Bbalstat uizmu |
konkpUjJth orientUkaktior m@mgepa Witk liJkalIsaisaa
ori euwztktn&k ur Ut s pplpuquoanjbmjllrsetnc e sd as b csepn
i ndus'l'turrlkjdlruganl zUcij as kd(mHLIrlLﬂltaSSpmmoftIQh
nozQmdga dinrehsgukandeo gwzrk u r bKoznsOttaZtli}Ztsaath
| 0defakidmams gat Qv ai fakters wdméa ar ibi/&_l‘iljmlkriniw
negat QV|d|men$jLIreakdml,gumsF0191 T=aj U p afakidram ai k
vadoba ar ||1ALp)rnuzm|te;)maetmkmbluJ|zsloar gani :
profilu atbalsts Kur bTr—arOszon8defaI@otﬁmledvesmo_Jo
moti vded j pozitgva un bitiska korel Uci
profilu 7 atbalsts kur b Org@ni32B8ci j as abaldtsiri r a s
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pozit Qv a ietekmeub dintensgukadqy usn k u 021H0Or=gani z Uc |
atbalsts_ aertimpmhswaglkaastzwelmna rakad gum
organi zUciinadi vartfbdadgsumllu,rangas inovUci |

atkalatbalstai ndi vi dd 8g@ajuld p Ut o) umUi ri egas k A
teor Utunsplhktlekm em pUtoj umi em.

Trans alka dyevidlimbae soteiktaat | § dizrd bmozi t va u
kor el Winénpijara ho § kurb = @ndBnénBijup r o d u k,tkurfy i t
=0,116.L ¢ d e raktdraaneoteiktaat | 0 d zotkeor el Uci j a ar
kul t T r as-uzsvare Giztalgojuenmmkurb = OQu,nl li6e,v Ur oj a ma
ietekme uz profilus abi | i tUt=6,394. Kas,rkat r ans d lotdev WD
faktorami r |evUrOJama un pozitogva ietekm
pretrunU vair umamanmSstUKmmqrsLﬂl@uwﬂlm|pe|keu
secinljtumanshbdaevdba spUj vei dot pozi
(Knippenberg, Sitkin, 2013; Kraus004; Basu, Green,2006) At bi | st o

n
0
d

atal goj uma sistUma ir bitiska, | ai u
veicinogu klimatu (Amabil e, 1996) .
OrganizUcijas kultiras profili .ar
Atbil stogi pbanjzwmamasvksltbrgs profi
veicinogu kIl imatu. PastUv divi organi

mediatora lomd atbalstsun wsvars uzatalgojumu Profils dbalstsir mediators
transfolt deleblasedfvaeIGtrmorj aony a in mo tains B & it |
|l gderogbawmdiodlat carrannOzt,ikL%mu miee nmaz Ok svar
par organi zUci j asvarskuadtatgbjumg skas r rmediaitots u
transahbdevios ampteiktaatk ¢ o.P@idsazsvars uztalgojumuar
mediatora efekti e t e k mU dhidroggmmisp hs k ri vi t Ut e

ledvesmojosa
motivicija

-
“
p=-191

Vadiba ar
iznémumiem

Nosacitais
atalgojums

At t UlI6.OrN§grma.ni zUOcijas kultiras profi

26



Organi tgdeyradaadoba rada t-Ckmats aci Ul

organi zUcijas darbinieki tajU tiOdUOy Us
darbinieki ir kliismap @t miUd 9§ huamei1996)sibes letn
pUtojuma ietvaros iespUjams izvUrtUt
radogumu vei Vianodkaastkd jirmaaowguuzmu  kimatu ¢ i n
atggiras no darbtaliekUt subétsbui daNireb
Tabula Nr. 2
Sal gdzinogais radogumu veicinoga kI im

vUOr 0 visus aptaujUtos, vadpBeEmUpdhkabh
vadgdgbasratl

._408
— PR
o _ =
S %) c
o o
z « _0

0 2D o D g
8 o o c S .
g i © Q - 23
) = N w D58
€ ° > X cgE-
a - - =-<
© 25

N

Re2)
a 2°8
N
o5
e}
e
fE—

>

Brgqvgba

poti zZms VidUN®zOomogs/ ma
l zaicinogs dustsbsVi dUj i dUjs Nozomdgs
Vadobas at bazkmstsVidUj &/idUjs Nozgogmdgs
Darba grupas atbalsts VidUjVidUj &idUjs Nozomogs
OrganizUcij asZemst bazensst s VidUj s Nozomodogs
Organizator i s\kiidkUj§Zeds g NAugsts Nozomodgs
Resursu piet ivelamaumss VidUN® z9omogs/ ma

Darba apjoms VidUj ¥VidUj i dUj s MazUk noz

Radogums Augsts Augsts VidUj s
ProduktivitWidelj sugsts VidUj s

Avots: balstoties uz Laird, 2005; Amabile, Conti, Coon, 1669)

Tabul U apkopotie dati piatvied a si edS|pthejnus
br 0 v gabdag,b a s aartgaalnsmé.ﬂd)mnams ir novUrt O
datubUzes vUrltntJULsnulr|Q]pfaiagmgngsmanobu bi
d|mensualorgansatbidlsts—;saskaAU au Itleobijuuaka
i nov Urceiijcaisnoga kl.nmmba dUmenwiijsas kI i
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radogumu vei cinoga kllmat\/adQ/tUastUmemi

uzl abot, j o (gpagi plmekaypra}andarbml@kmeamgwbjuo
motivUgdeuodobas vUOrtUjums atkl Uj jau
gant r ansf opgamat amaakodeaphai, t Bisdstilj i) d i
nosaucami par .k mbplaemest Wk i emUt as p

ooganizUcijas klud nhuT r a k Odmamnenathgdgnums
produktivitUte.
Pat ei c ojtuineasm, p Ustagr k o n s tl aptdlet faktdvi@mair d a §

atggiroga, gan pozitQwvado gguanmu nveegiactiQnc
organi zUcij O, t Udej Odi organi z Umataj a

uzl aboganai .| Kbefakisllais ptiregcsi or gani zUci |
atst Uj bitisku ietekmi uz radogumu ve
rekomeindlUk var a K toidzeGalgobudiisunabiir t r ansf or ma
| defaljodaiat el ekt uUludiesitviemmioYoigjaa MOt ¢ jv U

apstipring ka g i daktoriemi wi epno zi t Q waa diogtuenumev eu
kimatu.1 et ei cams mdiwslk( dperfeddkbusisnelite j a ykng a n (
t r anslakd éfakptluiavemdgba ar i zAUmumi em

PUt Qapmsntsi pri na, faktodemgir emedav D e @ diouenk
vei cikinatju et ei cam9pr & ktriprk Wdklt @ o & faktdua s
noteiktaat | 90 dz ¢ ba paLptsgn pms na p orzaidoggvuumui evteeil
klimatu. Noteiktaat | @ dlrzsopbl.ac 0 g i faktorg t etilkdtUsj Ud i nav

praktizUt sw@lr ¢syaagilatbk(t | 9ddaz s (v chi Hedne rs @ ba.
faktoriem ‘ ) A
KonstatoUtglanulzrﬁchuljraass profilir,adlkasu mh

v ei c iklimatgiuko n k ur UatbslstsUuinuasyars uzatalgojumu. leteicams
nostivplUritnolbtas un rocobu, kas aabdstsjost o
gis profils ir zemUadqmemqklmnatublllnoglkl

Promocijas darba rezul t Otus izvUOrt O]
novUrtUtaulptolzltlthtvukar@lz Qti par noder
izteikta \plaldmep\lwtnwuusneu\t ggUs. organi z U«

2019. gada vasaras OkumUO pUtoj uma
vadobai . Segi uzAUmuml tik apmekl!l Ut
uzAUmumiem pUtdjuma rezultUti ti ka pe
programmu Skype. )

Balstoties uz s atdriezertisko s a i t i no pUt §j uma
atseviggiem uvze,&lkmuammearrpnlldkuas, padlkalNin
pi edjdoniptUu @ij un jauni pUtamseecvusgIgMes iom g
Vadobas atgriezeniskU saiteaetspoyWNotes
Nr. 3.
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Tabula Nr. 3

Vadobas atgriezeniskUO saite
TUmas PUtniecisk|{Vadgobas i el
vUrtUjums |pUtniecoba
subkultlruU

Loder gba

-PraktiskUs
vUrtuUj ums

-Padzi Ni nUt
papl agi nUt
anal Qze
-MotivUci]j a
izmantojot aptaujlapu
metodiku

-Pr akdlii sek W

Radogumu ve ‘ k -Kl'i mata an
klimats vUrtUjums |at sesoirg@als
| 6dzogi p U|izmantojot KEYS
gi m nav bi | metodiku
Organi zUcij|-PrakdliisskW|-Organi zUci
vUrtUjums |padzi NinUt
| 0dzogi pU|i zmantoj ot
gim nav bi | OCPmetodikuvai
izmantojot OCAI
metodiku

Seci nt zmit it iplaa

autit dA d ma mige m s a A gdient aj

u

tspoguNo SItuUCIjLnovhldumkitrer]ttﬂlbttﬂjdilﬁlrlel
adogumu veici nogakatIq_trreaJtLas pa rl ghavreii zdcgi
Esyai s transformatQvUsoHpdgighasomar
radogLurmuattlecnqnbehstfqmehqrmatqwgladlqzd@cr
r ado g uincui n‘ogslrkllvridaltyjams kU efektgvs
efektb@ganlecuas kultlras funkcional
ietekmU uz radodgumu veicinoga KkIimata
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SecinUjumi un priekglikumi

SecinUj umi

1)

2)

3)

4)

5)

6)

7

8)

9)

10)

11)

12)

CilvUkupbresard@ba sl sparen@sekiNI no v
i zai ci dJr]gjannleﬁUe\nglUsdarblnlekl ar au
nosaka organizUcijas konkurUtspUJu t
IndlV|dd|wg|amnssaosgqhszucuas or kent U

ietepkmktigdléempsas modelis konkr Ut U c
ZinUOtni skeor iUt é mithiUaals ld@zadd baas j om0

kat r ansf olronuaet rggvbla pozitouvi ietekmOU
atsevi ggi epUnaj }pmreaqu;)a)thVU | 0der 0b:
pozitovi ietekmU radogumu veicinogu
Transformatovo | ogdergbu raksturo or
radogU potenciUla attgstoba, iekd@UjL
sekotUju savstarpUjs d|alogs, il gtet
veicina organizUcijas konkur Ut spUju.
Bit|tsrkaa1$foqundaetrQvaUksaspaEkamU i ndn vid
organi zUcijas kI|mauekgnanJlecUInd)arw
jOuzsver, ka iekgUj0 motivUOcija ir

apstiprina viLen(ﬂJoIUTloM|‘vI4JaC|_|JaIsgLUJrUsavs
i et ewemaUotry un islgtapdldgwmslat bal sta ar
resusiem, tostarp atalgojumu.

Organlecua—skuielkgL'uGhnvikdémats, ir

nodrogina organizUcijas radogo kapac
Organi zUcijas kKl i mats ir daudzdi me
radogumu kiratadimensijgsii® r 0 v o b a, i zai ci nooq
atbal st s, darba grupas atbalsts, or |

resursu pietiekamQbhairadl@rgliansa pjno mps 0 c
UzAUmUj dad plpibsmess as { 0o Pa masa rdlazglltlaﬂllal]sasor

teorijas undef i ngci j as, t omOUr kopumUka p Ut
orgamzllsluitllmaxs val dogo vUrtobu ko_pums. ‘
Organi xQditjlas uinr kK d mmiltisment Uri j U
konvergencesshbakpUtffaecqnblaosgarglaziucemjc
kulti ruakliimatsi Up Ut a vienl.ai cggi un paral U
Note|ktsor@n|szuItI[ap)soflIs ir pozitdgvs me
|l odergbas ietekmU uz radogumu veicin
Radogumu veicinoga datorp Utdas s thraivjy® § O
LietuvU, |l gauikiojpl mtbn awWSpsnig,U vienl a
konstat Ut as radoguma veci nogadugsk!l i m
novUrt Ot asl zdai i ncei nnsoigns&add amis s v i de i no
dimensijas Darba grupas atbalsts, Organizatoriskiey ¢ Or g Ni , R

pi et i edndargabapiomsz emu novUrt UOagardllzrrUsom

atbalstsunVad g bas, aurbaNosttis zemuBnngJbaUta

Loder gbu dator s p YN kpari ptdrussn s fi d rird aitreqyaw

l'i el Okdnsta&NaUt of aikettoerkunathjroageoa f ¢ g tr @ b
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13)

14)

15)

16)

17)

18)

19)

U falgors ar b T t i ietekmi, kas pieder piet r ans akt ¢
S L(pderbbanéfrmmlt@aﬂMmﬂ@wmb:
organizUciju vadotUji real
s . Go pleAUmumUQdaeprszaprlna
blad en(#l gas) clite@ddieerm j Upi el Ugo s a
i. Tas ir j daltorwpjrvonpso rpca rj uk orn
stil U. Go pieAUmumu pilng
G cobardls )

i n o starmlp g d s rfagidreanseih Ua d p g 8 mu
kli matlui neiUkds natcgresajgpad i
Vi sspl tkkolh sit ett dJit me sk éad éfalkpobudNsteikta

al gdezmpbaadogumu veGics neguoi kDji mag uir
pretruhUkaJrUId@tNondaem)orD\llueadoskpNJLcQgUkl
konstat Ut anssftcalrrqphetf@lqowasmt e lastkitmuliubc i |
radogumu \{el_C|nogumkIgmat uat Babkssecl
I nt el eskit mwllddtcz §tas par vi e nfaktoriang kas v a r
atbalsta radogumu un v&oosbhatUnaveéc,]
ietekme i1 starpt r ans & B de vYaidiia\sa d 9 ba  amieminz AUn
radogumu veicinogu kIl imatu.

O +TCohOcC —TC C
——g-S o
QD
~ o

<SS —n o0+ —~
D NO T = (O O
C S0 o0 /0 Ciro X

OO""‘_'D'_""'_'Q.UQ,
»o«:—'z.m‘—'w‘—'—'m (=]

-Q
a
s
a
s
u
09

Statistiski nozogmdgas korel Ucijas S
radogumu veicinogu klimatu tika no
pal Q&ap.UcogUKkU ietekme konstat Ut a
Uzsvars uzatalgojumu u n radogowmw Keii ecnian u. ir Gi s

saskaAU ar |epr|ekg pUt 6j uma ietvarc
nozgQgmoga koreIUcUpaJa|sr ksutlat\ﬁq)rié(s)sg)éij
orienubcirjaadwegiuceniuno gu Kilsi mae @i nUj ums
vairumuv a d § b zteonijllt ne s

KonstatUts organizUcijas kultiras pr
negatovo ietekmdgwzk T paiisoalsitss p Ve i ma ni
faktoraVadgoba ar neddmamoemet ek mi uz 1
klimatu.

PastUOv statistiUskij anezfakpegd oddreg arbiazs(
|

kul t 1 rasunprroafdiolgivenmu v.€iatcienc@uilelsi mam
ir pamat s apgal vot , k a datorspUNu

LietuvdU, radogumiekeivejararpila kd i onamas
| ¢ das rggnbart r a n s d kotdgevidkigruausn atbil stogu C
kul t T r apsal|@dpdozf i | u

l espUkaakmencentrUjoties wuz atalgojum
datorspUNu industrija ir spUjusi pie
personu, kas rezultUtU nodrogina pie

Hi p oet UNer . 1 |rtraa)rsstf|cprrqndaetmr[xmﬁmsr pozit
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INTRODUCTION
The topicality of the study

The PC gaming industry has little attention from academic studies. Industry
revenue growth ratio has been above 14% for the last four years (WEPC, 2019),
becoming one of the fastegtowing industries in the World. According to
industry classitation the PCgaming industry is part of creative industries (as per
UK SIC, 2007). A creative industry, by its name, suggests creativity in the output
of production. PC gaming industry requires a particular set of creative components
to be united in one productoriginal idea, interaction with a gamer, audiovisual
appearance, and design have to originate towards unique gameplay experience. Tc
be able to build such an original product, game developers must pay special
attention to creativity within the organization. B@ming industry faces the urgent
need to adapt their existing ideas and ultimately create new content. Competition
in this industry has grown tremendously, thanks to new gaming platforms.
According to WEPC (2019), a number of gamers are grown from appatediyn
100 million in 1995 to 2.6 billion gamers worldwide in 2018. Development of VR
(Virtual Reality) and AR (Augmented Reality) devices challenge game developers
even furthefi these platforms require a redesign of existyagnefranchises and
developingnew ones based on virtual/augmented reality environments. Since PC
Games are distributed as digital downloads, there are almost no logistical
limitations to distribute the content world¥é in the shortest time frame.

Discussing these challenges with uedt owners and top managers of game
development companies, the need for building a climate for creativity has been
confirmed, but leadershifactors and organizational culture profile and their
impact on creativity has been widely discussed and challe@ggdnizations, and
the PC Gaming industry is not an exception, must continuously develop new offers
like products and services that are successful in the marketplace to ensure their
survival and financial success (Heskett, 2012). Individual and teamivitseat
influence the development of these products.

There is no same opinion of leadership interrelation with a climate for
creativity. A number of researches conducted in various industries show
controversial results.

The research was conducted in Lapdisthuania, Estonia, and Finlan@he
reason for selecting Baltic countries and Finland is based on the fact that there are
not many creativity related studies deployed in Baltic countries. While the PC
Gaming industry in Baltic countries is relativelywein Finland, it is considered
as a mature industry with established history and traditions; thus, Finland can be
used as a point of reference.

Research deploys a new multilevel research model seeking answers on how a
higher level of climate for creativity can be built through particular leadership
factors Thesefactorsare essential parts of the orgeations' internal environment.
There is no nited opinion on how to support and build high creativity in an
organization (Levitt, 2002). Some companies invest in open offices with relaxing
areas, use bean bags instead of chairs and provide employees with free food, allow
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people to work froma home dfice, apply various team building and creativity
related exercises.

Creativity studies suggest that the appropriate style of leadership might be
related to creativity. However, studies often present the opposite results. This
study will use a multilevetnodel connecting individual leadership attributes to the
level of creativity in an organization. The model is basedTmansformational
leadership theory andomponential theory of creativity and Innovation

Leadership is about peopleabout human capitaCompared to technology,
which shifts to be more available and thereby reduces as an origin of competitive
advantage, human capital is much more challenging to imitate for competitors
(Macey et al., 2009). Human capital is often an area of managemelegaedship
studies. The central resource of each organization is the people, and their most
important dimensions are identity, socialization, the position of life,
empowerment, uniqueness, and creative potential (Drucker, 2008; Macey et al.,
2009). There are a number of leadership theories aodcepts inbusiness
management Some researchers suggest that
assumptions about human natuteo different leadership styles will emerge
often named taskriented leadeship versus peopleriented leadership or also
known as transactional and transfor
Leadership is linked to a leader, followers, and the situation where leadership
occurs. Transformational leadership has been recograzedne of the most
important factors fostering the creativity of employees and their ability to generate
ideas for the organization (Bass, 1985; Podsakoff et al., 1990; Yukl, 2010).
However, transformational leadership theories receive a significant anodun
critique as well (van Knippenberg, Sitkin, 2013). Studies conducted by Krause
(2004), Baswuand Green (2006), Jaussi and Dionne (2088)ue that there is no
positive consequence or even adverse effects of transformational leadership on
organization dcused idea generation or associated creative behaviors. There are a
number of studies that confirm that groups with a leader practicing transactional
behavior can develop more original ideas than teams with a leader showing
transformational behavior (Jongartog, 2007).

Creativity has been an intereist scientific research for decades. Creativity
refers to particular Aabilityodo to gen
put words, concepts, methods, and devices together in novel ways
(Csikszetmihalyi, 1996; Sternberg, 1998, Gardner, 2011). Amabile developed a
componential theory of creativity and defined creativity as the generation of novel
and appropriate solutions to opended problems in any domain of human activity
and focusing on two nia aspects in describing creativity, which is novelty and
usefulness (Amabile, 2011). When developing creative content, like in the PC
gaming industry, the climate for creativity ight have critical importance.
Leadership is strongly linked to organizatbiulture.

Organizational culture often is generalized and defined as the set of values and
beliefs shared among members of an organization, which has a primary impact on
their decisions and behavior or in shdrthow things are done within the
organizaiton (Schein, 2010; Heskett, 2012; Cameron & Quinn, 2&thneider,
Ehrhart, Macey, 2011 McGuire, 2003 Kennedy, 1982). The majority of
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researchers agree that organizational culture is based on values. To be able fc
identify and describe the organizatibnaultures in different organizations,
researchers group sets of values that might characterize different organizations into
organizational culture types t hat form the Aitypol og
organizational culture is a combinationf alifferent typdogical values.
Organizational culture is strongly linked to climate. Schein defines climate as

foll owing: AA climate can be l ocal l
circumstances apply, and what environments afford. Culture can evolve only out
ofthemuta!| experience and shared | earning

Organizational climate itself has much less attention and research than
organizational culture. There is a convergence between culture and climate;
therefore, it remains a scientific search objet (Denison, 1996)There is a
discussion about whether some particular organization culture profile might foster
a climate for creativity by mediating transformational leadersagbord | mp a c
on the climate for creativity in the organization (AbbByckson, 1983; Alvesson,
2012; Byrne, 2007Ashkanasy, Wilderom, Peterson, 201Banks, McCauley,
Gardner, Guler, 201Basu, Green, 2006, et al.), results are controversial, and
discussion continues. The author of the dissertation is contributing topais
discussion with the studfResearch is multidisciplinaiiyit is crossing the borders
betweeneconomics, business managemeant othersciences, such as sociology,
anthropology, psychology, and philosophy, so the integrative approach must be
applied The selection of bibliography for the research includes books, scientific
journals, publications, dissertations, and coverdmgas ofeconomics, business
management organizational behavior, leadership, culture, creativity, climate,
innovation, and entpreneurshipResearch is based on new, never used in Latvia
before methodology and explains how transformational leadership influences
climate for creativity in the PC gaming industry. Organizational culture is included
as a part of the model to studyitifperforms as a mediator for interrelations. By
finding the most significant correlative links, an organization can apply purposeful
steps to build a climate for creativity in the shortest cycle. Results of this new
research model will have a practicalpipation i an organization can support
potential leaders applying detected leadership attributes, as well as improve and
develop these attributes with existing leaders in the organization. Organizational
culture profile mediating positive links can be @ndrterm objective for the
organization.

Research questions, object, subject, and hypotheses
The researclyuestionis whichfactorsof transformational leadership have the
most significant positive or negative impact on the climate for creativity and which

organizational culture profile has the most significant mediating role.

The researclobject is organizations operating in the R@ming industry in
Latvia, Lithuania, Estonia, and Finland.
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The researckubjectis the impact ofactorsof transformational leadership on
the dimensions of climate for creativity and the mediating role of organizational
culture.

Research hypotheseare:

1) There is a scientifically detectable and statistically significant positive
correlation between transformational leader$hgiorsand climate for creativity.

2) There is a scientifically detectable and statistically significant negative
correlation baireen transactional leaderstigctorsand climate for creativity.

3) The aganization culture profilewill have a scientifically detectable and
statistically significant positive impact on the climate for creativity.

4) Specific organization culture profiles Wihediate leadershifactors impact on

the climate for creativity.

Purpose of the study and tasks

The purpose of thestudy is to research the impact of transformational
leadership on climate for creativity through organizational culture.

The main tasksclude:

1) to analyze the existing scientific literature and other theoretical sources related
to transformational leadership, climate for creativity and organizational culture;

2) to develop a theoretical framework for studying the factors that affect the
climate for creativity in an organization;

3) to develop research methodology;

4) analyze leadership in the PC gaming industry;

5) analyze climate for creativity in the PC gaming industry;

6) analyze organization culture in the PC gaming industry;

7) analyze and sum upé results of the study based on research data;

8) to conclude and develop recommendations for buildingoeganizational
climate for creativity through transformational leadership in the PC gaming
industry in Latvia, Lithuania, Estonia, and Finland.

Research methodology

Following guantitative and qualitative research methods and instruments are
used:

1) monographic method,;

2) questionnaires;
a) Multifactor Leadership Questionnaire (MLQ) Form,§8volio, Bass, 2004).
b) A revised version of the Organizatior@llture Profile (OCPR)by Sarros et
al. (2005).
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¢) The KEYS to Creativity and Innovation instrument (Amabile, Burnside, and
Gryskiewciz, 1999).

3) Statistical analysis using IBM SPSS and Microsoft Excel;
a) internal consistency and other data validity associttsts,
b) measures of central tendency,
c) Spearmands rank correlation anal ysi
d) multiple linear regression analysis,

4) secondary data was used.

Research Limitations

1) theresearclcovers three factors of the internal environment of an organization
i leadershipglimate for creativity and organizational culture;

2) the research comprises particular PC gaming industry companies in Latvia,
Lithuania, Estonia, and Finland only;

3) the research is not evaluating results separately by countries;

4) research methodologythe use of different research methodology might show
different results;

5) time limitation (research period);

Research period

The research period is 2010&019. The survey of employees of organizations
operating in the PC Gaming industry was performed in 289

Theses for defense

1) creativity supportingleadership is a balanced choic€ tbhe proportions of
transformative and transactioneadership factors;

2) acritical factor for a climatefor creativity is the orientation of leadership on
balance betweemntrinsic and extrinsic motivation policies, with particular
emphasis omtrinsic motivation;

3) the leadership model determines titganization culture, itfunctionality and
mediator rolen the development of a climater creativity;

4) transformativeleadershipfactors aredominantin the leadership modéh the
PCgaming industry;

5) the impact of transaicinal leadership factors ondimatefor creativity is less
significant than the impact of transformatieadership factors;

6) it is possible to build a higher level of climate for creativity in the organization
by emphasizing specific transformational leadergagiorsand organizational
culture profiles;
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Theoretical and methodological base

The research is based on Midttorleadershipheory, advanced by Podsakoff,
MacKenzie, Moorman & Fetter, 1990, adapted bys$aAvalio, 2004,
Componential ieory of creativity and innoviain developed by Amabile, (1983;
1996; 2011), and Multidimensionalorganizational culture profile theory,
developed by O'Reilly, Chatman, and Caldwell (1991), and further advanced by
Sarros et al. (2005).

The teoretical framework consists of theories, researches, science
investigatory projects, reports and models about leadership, the cliorate
creativity, organizational culture, by B.Bass, B.Avolio, P.Podsakoff, T.Amabile,
K.Santora, E.Schein, J.Heskett, D.Denison, M.Kets deVries, E.Wallach,
K.Cameron, R.Quinn, M.Alvesson, B.Ashforth, J.Bono, F.Brodbeck, J.Burns,
P.Drucker, C.Geertz, H.Greenld, G.Hofstede, W.Kahn, D.Knipperberg,
D.McGregor, R.Moreland, B.Moorman, J.Schaubroeck, D.Kahneman. K.Lewin,
V. ReAge, L. DubkUvil s, ONaumdgetd.ova, A. Vo

The theoretical and practical significance and scientific novelty

1) a new theagtical and research methodology developed within the framework
of the doctoral thesjs

2) applicability of the theoretical and empirical methodology of the research in
otherindustries, taking into account the industry distinctiveness

3) the internationallyested KEYS methodology has been used for the first time in
the PC game industry for an organization's climate for creativity research

4) the results of the research model can be recommended for the improvement of
anorganizational climate for creativity iother organizations, especially in the
creativeindustries

5) KEYS methodology gives access to statistical data of similar and other
industriesin an international database and allows cil@a®mparisons between
them, thugdiscovering potential areas for foer research

Research approbation
Scientific conferences:

1. The Impact of Transformational Leadership on Climate for Creativitye
13th Annual Scientific Baltic Business Management Conference ASBBMC
2020 ABusi ness -Rarspectites ofidnen Digital AgkluRigh i
(February 1921/2020).

2. Contemporary Leadership Theoriefnternational Baltic Spring Conference of
Social Care, Daugavpils, (June-13, 2019).

3. Interrelations between leadership and organizational culture in the state
theatreso f Latvi a, 14t h I nternational Sc
Devel opment, 68, ®Wt7ague (June 6
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. Comparative analysis of Organizational Culture models in management

science, XVI I I nternational Scienti
Village: interests and i mpactso, Tur
. Evaluation of Intercultural Competency in Organizational Culture: Analysis of
the Example of Latvi a, I nternationa

Devel opment 0 KI adippdadithuabiaa(May282016)y , K]
Publications

.DubkUvils, L., Turlais, V., (2017),
organizational culture in the state theatres of Latvia, // Human Resources
Management & Ergonomics Volume X 1/2043. 620.

.Turl ai s, V., DubkUvi | s, L., Compar a
models in management science, Ihternational Scientific Journal Acta
Prosperatis, 2017 Conference paper. \
.Namat Uvs, ., Turl ai s, V., Dubnk Uvi
multicultural organizations, // International Scientific Journal Acta Prosperatis,
No 7/2016 pp. 119130.

. Turlais, V., Business Scenario Planning for declining industry, // Journal of
Business Management, No 11/20p6. 14-24.

. Dubkevics, L., Barhrs, A., Pavlovska, V., Turlais, V. Evaluation of
Intercultural Competency in Organizational Culture: Analysis of the Example
of Latvia, // Human Resources Management & Ergonomics, No 2/2015. pp.
32-42.
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Structure of the dissertation

The structure of the dissertation consisfsan introduction three sections,
conclusionsrecommendationsa list of references, and annexdhe ®ntent of
the thesigs described irl48pages. It contain®6 figures and22 tables. The list of
references include®l 2titles. The dissertation includesx appendixes.

The dssertatiorhas the following structure:

Introduction

1. Theoretical characteristics of transformational leadership and climate for

creativity inbusinessnanagement

1.1. Theoretical characteristics of transformational leadership theory and

leadership roles ifbusiness management

1.2. Theoretical characteristic of climate for creativitybnisiness management

1.3. Theoretical characteristic of organizational culturebinsiness management

1.4. Characteristics of a theoretical framework of transformational leadership

factors impact the climate for creativity.

2. Empiric analysis of data to find interrelations between tanshtional

leadershigactorsand climate for creativity.

2.1. Description of the PC gaming industry.

2.2. Methodological design of the research.

2.3. Analyze how transformational leadershfpctors impact the climate for

creativity in the PC gaming industry.

2.4. Analyzeclimate for creativity in the PC gaming industry.

2.5. Analyze organizational culture profiles in the PC gaming industry.

3. Leadershipi management model for building an organizational climate for
creativity in the PC gaming industry

Conclusions.
Recommendations.
Bibliography.

Appendixes.
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MAIN FINDINGS IN THE SCOPE OF THE STUDY

1. Theoretical description of leadership, climate for creativity and
organizational culture in business management.

Leadership and management are a set of authority rodeslership can be
characterized as a process of social influence, and it is nassihciated with how
the leader affects the followers (Schaubroeck et al., 2007; Bennis, 2009). The
notion of power is also related to leadership because power is an liggagraf
influencing the people and the process itself. Leadership commits influencing a
group of people; thus, leadership appears in groups. Leadership engages groups o
people to accomplish a common goal. Leadership shapes and proposes its visions
to those who need to implement them, and appraises whether these have beer
rewarding, along with determining what the next steps should be. Leadership is
associated with driving an organization into the future, finding viable opportunities
that are coming, anduccessfully exploiting those opportunities (Bass, 1998).
Leadership is selfecognition. It is the capacity and ability to define the vision and
communicate it with the colleagues, building a mutual trust (Bennis, 2009).
According to DubkUvihlkes, )| eddpeddi baasic
human nature, two different leadership styles will evalveften named task
oriented leadership versus peopléented leadership or also known as
transactional and transformatiohale ad e r s hi p ( Drbedtrendactionals ,

T transformational leadership can be compared to autocratic and democratic, as
well as taskfocused and retmnships focused leadershif.ransactional and
transformational leadership can be associated with the manager and leader
accordingly. In the 1980s, attention was shifted to new concepts of
transformational leadership, named as charismatic, visionary, and inspirational
leadership. Thes theories attribute to leadership styles through which leaders
promote positive change in the follo
about their work, others, and themselves (Avolio, 1999).

Transformational leadership theory was first suggestgdBbrns, and he
defines transformational |l eadership a
or more persons engage with others in such a way that leaders and followers raise
one another to higher levels of motivation and morality. Their purposesh whic
might have started as separate but related, as in the case of transactional
leadership, become fused when transforming leadership ultimately becomes moral
in that it raises the level of human conduct and ethical aspiration of both leader and
led,andthe it has a transforming effect ol
leadership theory was further developed by Bass and Avolio, who argue that
transformational leadership focuses on developing followers to perform leadership
roles (Bass, Avolio, 1999)Transformational leaders articulate ambitious goals,
and serve as role models for desired behaviors, inspire followers to follow on new
ways to perform and encourage teamwork. At the same time, transformational
leaders treat people as individuals who rhaymotivated by different factors and
tailor their leadership to best influence each to achieve collective goals (Podsakoff,

MacKenzie, Moorman, Fetter, 1990). Likewise, other theory, transformational
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leadership receives a significant amount of critiquavab. A number of studies
suggest that followers groups with a leader demonstrating a transactional
leadership style will develop more original ideas than groups with a leader
practicing transformational behavior; at the same time, others confirm thvg@osi
effect of transformational leadership on the same dimensions (Jong, Hartog, 2007).
Studies conducted by Krause (2004), Basu and Green (2006), Jaussi and Dionne
(2003) argue that there is no positive consequence or even adverse effects of
transformatnal leadership on organization focused idea generation or associated
creative behaviors. Transformationi@adership is not ideal it might have a
negative impact as well. Already mentionedharismatic leadership might turn

into autocratic leadership ioases of intense, power motivated charisma of the
leader (Avolio, 1999).

The internal environment of the organization, including culture and climate,
forms as a result of leadership. One of the most prominent leadership researchers
E.Schein, claims thdeaders of the organizations are both cultural and climate
architects and their products at the same time (Schein, 2009). Leadership is very
much about personality even the same leadership style can be performed
differently because of the personalitytbé leader.

Leadership influences not only culture but climate as well. Organizations are
social systems having sidystems. Both organizational culture and its climate are
such subsystems (Hitchins, 1992). There is no uniform definition of climate for
creativity, and most of the academic researchers are on the same opinion that the
organizational climate and organizational culture are not the same concepts. In
fact, top management is the primary architect creating organizational culture,
while the creatin of climate is strongly influenced by midedkvel management
and nonformal leaders. The organizational climate combines the working
environments of each individual perception, but the psychological climate is an
individual's perception of in his orgaaiton of personal values and psychological
desires (Sarros, Cooper, Santora, 2008). The organization's climate differs from its
psychological climate. Its main characteristic is the relationship between the
people of the organization (DubkUvil s

Denison argues that climate is within the scope of the culture. Compared with
culture, Denison considers climate as a situational attribute, which is relatively
temporary, and subject to manipulation by people with influence and power, as
well as subject talirect control, and predominantly limited to those aspects of the
social environment that are consciously perceived by organizational members. He
argues that culture evolves and is sufficiently complex as not to be manipulated
eadly, while climate is tempral (Denison, 19962012).

Climate for creativity as a concept
processes that determine individual capabilities and contextual attributes within the
organization. Martins and Terblanche identify the climfate creativity as the
degree of support and encouragement an organization provides its employees to
explore creative and innovative approaches. A work environment that stimulates
employee creativity is generally believed to be beneficial for an orgamzatiew
product performance (Martins, Terblanche 2003). Amabile proposes several
creativity definitonsi such as Aproduct or respon
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appropriat e, useful, correct, or valuwu
novel and apmpriate solutions to opeended problems in any domain of human
activity and focusing on two main aspects in describing creativity, which is
novelty and useful nesso (Amabil e, 20
ficreativityo i s raesdoda sétof prodesses mamedacyeative i
thinking, a cluster of the personal characteristics of people named the creative
personality, and to the results named creative product (Cropley, Z0xERYivity

is often named as an essential building bloakifmovation. Amabile, Drucker,

and other researchers agree that any innovation begins with creatityan
individual or team level (Amabile, 1996; Drucker, 2008). According to Amabile,
creativity is the germ of any innovation. Psychological perceptbnany
innovation, in turn, affects motivation to generate new ideas (Amabile, 1996).
Creativity is stimulated when employees have comparatively high autonomy in the
day to day conduct of the work and a sense of ownership and control over their
work and heir ideas (Amabile, Conti, Coon, Lazenby, Herron, 1996).

Organizational culture influences organizational climate (Quinn, 1988;
Wallach 1983), and culture might mediate leadership influence on climate (Basu,
Green, 2007); both approaches are not contradictory. A perspective of a system
theory of organizationaludture arises from sociology. In diverse social systems,
different management theories or methods of organizational culture can abide.
Business ranagemenscholars argue that culture can be defined as either a whole
encompassing a gr o atpiliysprogramr (Bankg, &2007)oa, n d
according to Hofstede and Hofstede (2005), and Kets de Vries (2001), the core of
a culture is based on values. Organizational culture often is generalized and
defined as the set of values and beliefs shared among neeoflser organization,
which has a significant impact on their decisions and behavior or in-ghertvay
in which things are done within the organization (Hésk2012; Cameron &
Quinn, 1999Kennedy, 1982McGuire, 2003;Schneider, EhrhartVacey, 201}

Schein developed one of the most prominent defirstafrorganizational culture:

fla pattern of shared basic assumptio
problems of external adaptation and internal integration, that has worked well
enough to beonsidered valid and, therefore, to be taught to new members as the
correct way to perceive, t hink, and
2010). Discussion raised by Abbey, Dickson, 1983; Alves20t42; Byrne, 2007;
Ashkanasy, Wilderom, Petensp2010;Banks,McCauley, Gardner, Guler, 2016;
Basu, Green, 2006, et al., questions, whether some particular organization culture
profile might foster a climate for creativity by mediating transformational
leadershigfactor®d i mpact o n tativiy indhle brgaaization dndthe c r
results are controversial; thus the discussion continues.

A number of studies show the significance of transformational leadership as a
key factor that supports a higHewvel of creativity and innovation in an
organizaion and which is connected to the organizational culture (Sarros, Cooper,
Santora, 2008). Transformational leadership has been recognized as one of the
most important factors fostering the creativity of employees and their ability to
generate ideas for ¢horganization (Bass, 1985; Podsakoff et al., 1990; Yukl,
2010). The majority of studies suggest that peampiented, transformational
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leadership is supporting a climate for creativity. At the same time, there are two
levels of creativity that can be detedi persoml creativity (individual) and group
(or team) creativity. Amabile considers that one of the most important factors that
influence the creative work environment is organizational characteristics,
including organizational culture and climate (Amabile, Coftgon, Lazenby,
Herron, 1996). Leaders are creating and shaping the internal environment of the
organization. There are two main elements of the internal envirorimariture,
and climate, influencing organizational creativity. Creativity is strongly tintee
intrinsic motivation. Intrinsic motivation might be supported or reduced according
to the outcome of the creative process. Thanks to organizational support,
individual creativity can be converted into innovation.

According to theories described, cheaterized, and analyzed in the thesis, there
are direct links between leadership,tatg, climate, and creativityLhe theoretical
background of the smarch is presented in figure Nio

Organization’s internal environment

Climate for
creativity

@’ Climate

~ Al
6 ~— -

e - -

\0&\{\ 3 C - Creativity
P - Productivity

FigureNo.L The t heoretical backigpagaofnd o f
Transformational leadershiponbuildhg an or gani zati onal

A theoretical model is a background for the methodological design of the
reseachi see kgure No. 2, page 50’he author of the study puts in the forefront
two main concepts about culture and climate: organizational culture and climate
are complementary concepts, and organizational culture and climate are strongly
connected and should be studied in parallel and simultaneously. The internal
environment of the odnization is a complex system, where culture and climate
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are essential elements. Leadership builds the culture and become dependent on i
during the time. Culture and climate overlap, transferring the whole internal
environment into a living ecosystem. ldesis of the PC Gaming industry are
looking for creative individuals, like designers, artists, voice recorders, composers,
screenwriters, to be attracted to organization, to be engaged by leadership, culture,
and climate. Individually creative persons migktform differently depending on

the internal environmernit especially climate. The question iswhat type of
leadership leaders must practice fostering the team creativity in the way, that
organization can produce a new, successful original prodiwctestsellerPC

game.
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2. Empiric analysis of data to find interrelations between transformational
leadershipfactors and climate for creativity.

There are approximately 30@@ople employed bthe respective industryin
total, 418 filled in surveyjuestionnaires by employees of organizations operating
in the PC Gaming Industry in Latvia, Lithuania, Estonia, and Finland were
collected. From collected surveys, 411 were accepted as valid for the research
this number is valid for representative dfuThe main question of the research is
if transformational leadership will support a higher level of creativity in the
organization and if a particular organizational culture profile will mediate the
interrelations between. The detailed methodologicaigite of the reearch is
presented in Figure N2.

Leadership Organizational culture Climate for creativity Result

Idealized influence ]7‘ Competitiveness Freedom

Inspirational
maotivation

p
Social responsibility ]>< Challenging Work

\
LT Managerial

:[ Supportiveness ]il‘]nmuragcmcm )
——

Intellectual

stimulation ] Ty
Work Group CREATIVITY
~
Individual Innovation Supports
consideration e

Organizational

e

Emphasis on Encouragement ] -
Contingent reward p ) PRODUCTIVITY
Rewards .
- Lack of Organizational
Impediments
Management-by- Performance
exception orientation o
) — Sufficient Resources
Laissez-faire -
leadership Stability Realistic Workload
Pressure
Figure No.2Det ai | ed met hodol ogi cal design

Transformational leadership on building a climate for creativity

The leadership instrument is MLQhe Organizationalculture instrument is
OCPR and Climate for Creativity instrument is KEYS.

Results of the MLQ questionnaire, according to score rargessummarized
in table No. 1.
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Table No. 1.
Results of The MLQ questionnaire according to score ranges

Score accordin
Factor Score to MLQ 9 Range
Idealized influence | 8.38 8 Moderate
Inspirational
motivation 8.52 9 High
Intellectual
stimulation 8.17 9 High
Individualized 8.04
consideration ' 8 Moderate
Contingent reward | 10.73 11 High
Management by 8.49
exception ' 8 Moderate
Laissez Faire 8.16 8 Moderate

All scores are in the range between 8.04 and 10.73, which are evaluated as
moderate and high levels.

Detailed insight grouped from the highest scored factors to lowest is presented
further.

Contingent reward(10.73, High) i shows the degree to which a leader tells
others what exactly they should do in order to be rewarded, recognize their
accomplishments, emphasize what leaders expect from them (MLQ Form 6S
scoring interpretation, 2007). According to thedhetical findings discovered in
the last fifty years by Burns, Bass, Avol{d,985),Podsakoff,(1990),Jung, Yukl,
(2010), this is a strong transactional leadership factor. Emphasis on awards is
connected to transactional leadership behavior in the ityajof leadership
theories. Contingent reward scores are highlighting significantly, among other
factors. Analyzing the questions of MLQ, it is observable that leaders tell
employees what to do if they want to be rewarded for their work, as well as call
attention to what employees can get for what they accomplish. It is in line with
specifics of the PC Gaming industry, where a significant part of the remuneration
is variable salary and bonuses, which are directly linkatlésuccess oprojects
made. Being such a high mean and interpreted score for leadefstiipr
Contingent reward puts a high focus on reward in exchange for performance.
Rewards are an extrinsic motivator, and according to Amabile (1996), extrinsic
motivation, includhg remuneration, is important for sustainable creativity in the
organization.

Intellectual stimulation (8.77, High),7 shows the degree to which leader
encourages others to be creative, create an environment that is tolerant of
seemingly extreme positions, nurture people to confront their own values and
beliefs of those of the organization, engage in logkat old problems in new
ways. According to Podsakoff, Lowe, et g2010),this factor is often strongly

linked to climate for innovation and creativity in the organization, and it is
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considered as transformational leadership factor. Intellectual stionuia one of

the leadershifiactorsdirectly associated with individual creativity and innovation
and creating a supportive climate for creativity. Intellectual stimulation has been
deeply studied by Podsakoff, who suggests that this leadefasttipr triggers
creative thinking. According to Kile
of philosophy science. From the hermeneutics theory point of view, there are two
types of incomprehensidnpassive incomprehension and active incomprehension.
Passse incomprehension leads to giving up and leaving the challenge unsolved,
and active incomprehension is igniting the need to solve the challeimgether
words, ignite the creativity. LeadersHgctor Intellectual stimulation has the most
apparent linlge to creativity in the organization, and that approach is supported
by a large number of theoretical studies and confirmed by practical research.

Inspirational motivation(8.52, High),i measures the degree to which a leader
provides a vision and tgeto make others feel their work is significant, uses
appropriate images and symbols to help others focus on their work. According to
Goleman, Schaubroeck2007),this factor is strongly linked to transformational
leadership. Leadershifactor Inspiratioral motivation is often associated with
charismatic, visionary, inspirational leadership theories. Amabile highlights the
importance of communicating with the team the significance of the job they are
doing.

Management by exceptio(8.49, Moderate);, asesses whether a leader tells
others the job requirements, are content with the standard performance and are &
believer in Aif it aindt broke, do n
(2009), Perloff, (2010), this factor is linked to transactionéeadership. It is
arguably a leadershifactor, according to theory, this even can be considered as
rather as management than leadershgbor. Management by exception, suggests
keeping the status quo and avoiding the risks, which, according to Amiabile,
creativity suppressing behavior. This assumption has to be challenged in the scope
of this study.

Idealized influence (8.38, Moderate),i indicates whether a leader holds
subordinatesd trust -aaimaindheit faith andespecth ei r
appeal to their hopes and dreams, show dedication to them. According to Kroek,
Walumbwa et al.,(2008), Weber, (2009), this factor is strongly linked to
transformational leadership. This leadersFagtor can be found in the primal
leadership thery proposed by Goleman2001), who emphasizes emotional
intelligence competencies and salfareness of leaders and followers.

LaissezFaire, (8.16, Moderate), measures whether a leader requires little of
others, let others do their own thing, and ewatent to let things ride. The author
considers this as linked to transformational leadership; however, this leadership is
missing a crucial transformational leadership attriiutballenging the status quo
and actively seeking constructihange. Amaite suggests thatrédedom is an
important attribute for supporting innovation and creativity. Lai$smre is
strongly associated with freedom. This leadership style allows much freedom but
requires a very high motivation of employees, which in the cded®C Gaming
industry, is managed by focusing on rewards.
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Individualized consideratiqr(8.04, Moderate)i indicates the degree to which
|l eaders show interest in otherso6 well
involved in the group, assignrgjects individually. According to Bass, Pacetta,
(1994), this factor is strongly linked to transformational leadership. Creativity is
strongly dependent on motivation, and providing individualized support is
especially effective for motivation. Providinodividualized support may be
particularly important in dynamic conditions because people are under heavy
emotional demands due to the inevitable turbulences that make their roles
inherently more stressful (Pacetta, 1994). The PC Gaming industry is facing
particularly dynamic conditions due to high competition and rapid advancement of
the technologies.

Leadership in the PC Gaming industry in Latvia, Lithuania, Estonia, and
Finland can be characterized as mixed transformatiot@nsactional leadership
because of high transactional leadership fatt@ontingent reward scored 10.73.
According to data, dadership focuses the most on thfaetorsi Contingent
reward (10.73), Intellectual stimulation (8.7@hd Inspirational Motivation (8.52).
Leadership research confirms that it is impossible to fin@ti@al leadership style.
Leadership style is a mixte of manyfactors where dominantfactors can be
identified; therefore, leadership is a situational attribiute is affected by the
situation.

Climate for creativity in the PC Gaming industry in Latvia, Lithuania, Estonia,
and Finland was measured byngsthe KEYS instrument.

Figure No. 3KEYS Scoring in The PC Gaming industry in Latvia, Lithuania,
Estonia, and Finland.

Dimension Freedomi scored 37, which is very low according to KEYS
scoring interpretation.
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