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IEVADS 

 

PǛtǭjuma aktualitǕte 

 

DatorspǛǸu industrija ir viena no visstraujǕk augoġajǕm radoġajǕm industrijǕm 

pasaulǛ, vienlaicǭgi jǕatzǭmǛ, ka tǕ ir nepietiekami pǛtǭta uzǺǛmǛjdarbǭbas vadǭbas 

pǛtǭjumos. Industrijas ieǺǛmumu pieauguma rǕdǭtǕjs pǛdǛjos ļetrus gadus ir bijis 

virs 14% (WEPC, 2019). 2019. gadǕ datorspǛǸu industrija pǛc apgrozǭjuma 

apsteidza globǕlo filmu industriju (Global Movie Production & Distribution 

Industry - Market Research Report, 2019). SaskaǺǕ ar klasifikǕciju, datorspǛǸu 

industrija pieder pie radoġajǕm industrijǕm (SIC, 2007). DatorspǛles izgatavoġana 

ir sareģǥǭta, jo vienǕ produktǕ jǕapvieno vairǕkas ar radoġumu cieġi saistǭtas 

komponentes ï dizains, audiovizuǕlais izskats, mȊzika un skaǺu efekti, 

mijiedarbǭba ar un starp spǛlǛtǕjiem. KopumǕ ir jǕizveido unikǕla, iepriekġ 

nepieredzǛta spǛles pieredze. OriǥinǕla produkta izveides procesǕ, spǛǸu 

izstrǕdǕtǕjiem ir jǕpievǛrġ ǭpaġa uzmanǭba radoġumam organizǕcijǕ. DatorspǛǸu 

industrija saskaras ar steidzamu nepiecieġamǭbu pielǕgot savas paġreizǛjǕs idejas 

un radǭt jaunu, oriǥinǕlu saturu. Pateicoties jaunǕm spǛǸu platformǕm, konkurence 

ġajǕ nozarǛ ir strauji saasinǕjusies - datorspǛǸu spǛlǛtǕju skaits pieaudzis no 100 

miljoniem 1995. gadǕ lǭdz 2,6 miljardiem 2018. gadǕ (WEPC, 2019). Jauno spǛǸu 

platformu ï virtuǕlǕs realitǕtes (VR - Virtual Reality) un papildinǕtǕs realitǕtes 

(AR - Augmented Reality) ierǭļu attǭstǭba vǛl vairǕk izaicina datorspǛǸu 

izstrǕdǕtǕjus ï ġǭm platformǕm nepiecieġams pǕrveidot esoġǕs spǛǸu franġǭzes, kǕ 

arǭ izstrǕdǕt jaunas, Ǻemot vǛrǕ virtuǕlǕs un paplaġinǕtǕs realitǕtes tehnoloǥiju 

iespǛjas. DatorspǛles tiek izplatǭtas kǕ digitǕlǕs lejupielǕdes, tǕdejǕdi nav gandrǭz 

nekǕdu loǥistikas ierobeģojumu satura izplatǭġanai visǕ pasaulǛ vienlaicǭgi.  

DatorspǛles popularitǕtes cikls ir Ǹoti ǭss, un datorspǛǸu industrijai ir 

nepǕrtraukti jǕizstrǕdǕ jauni piedǕvǕjumi, jauni produkti un pakalpojumi, kas ir 

veiksmǭgi tirgȊ, lai nodroġinǕtu to izdzǭvoġanu un finansiǕlus panǕkumus (Heskett, 

2012). IndividuǕlais un komandas radoġuma lǭmenis ietekmǛ ġǕdu produktu 

attǭstǭbu.  

PǛtǭjums aptver uzǺǛmumus LatvijǕ, LietuvǕ, IgaunijǕ un SomijǕ. Promocijas 

darba pǛtǭjumam izvǛlǛts Baltijas valstu reǥions un Somija, jo ġǕda veida pǛtǭjumi 

Baltijas valstǭs ir reti sastopami, savukǕrt Somiju var izmantot kǕ  atskaites punktu 

salǭdzinǕjumam, jo datorspǛǸu industriju SomijǕ uzskata par nobrieduġu industriju 

ar iedibinǕtu vǛsturi un tradǭcijǕm.  

Lǭderǭba ir vistieġǕk saistǭta ar cilvǛku resursu jautǕjumiem. Salǭdzinot ar 

tehnoloǥijǕm, kas kǸȊst pieejamǕkas un tǕdǛjǕdi samazinǕs kǕ konkurences 

priekġrocǭbu avots, cilvǛku resurss ir daudz sareģǥǭtǕk atdarinǕms (Macey et al., 

2009). Katras organizǕcijas galvenais resurss ir cilvǛki, un viǺu svarǭgǕkǕs 

dimensijas ir identitǕte, socializǕcija, dzǭves uzskati, spǛjas, unikalitǕte un radoġais 

potenciǕls (Drucker, 2008; Macey et al., 2009). UzǺǛmǛjdarbǭbas vadǭbas 

literatȊrǕ sastopama salǭdzinoġi plaġa lǭderǭbas teoriju daģǕdǭba ar vairǕk vai 

mazǕk kopǭgǕm iezǭmǛm.  

MȊsdienu pǛtniecǭbǕ bieģǕk lietotǕs ir transformatǭvǕs (latviski - pǕrveidojoġǕ) 

un transaktǭvǕs (latviski - darǭjumu) lǭderǭbas teorijas. Transformatǭvo lǭderǭbu 
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raksturo orientǕcija uz pǕrmaiǺǕm, cilvǛkresursu radoġǕ potenciǕla attǭstǭba, 

iekġǛjǕ motivǕcija, personǭgǕ autoritǕte, lǭderu un tǕ sekotǕju savstarpǛjs dialogs, 

ilgtermiǺa radoġums un inovǕcijas, kas kopumǕ veicina organizǕcijas 

konkurǛtspǛju. Transaktǭvo lǭderǭbu raksturo orientǕcija uz stabilitǕti, esoġǕ 

stǕvokǸa (status quo) saglabǕġana, ǕrǛjǕ motivǕcija, padoto uzvedǭbas kontrole, 

pǕrraudzǭba, amata varas izmantoġana un ǭstermiǺa rezultǕts (Bass, 1985; 

Podsakoff, 2010).  

TransformatǭvǕ lǭderǭba atseviġǵos pǛtǭjumos tiek uzskatǭta par vienu no 

svarǭgǕkajiem faktoriem, kas veicina darbinieku radoġumu un spǛju radǭt idejas 

organizǕcijai (Bass, 1985; Yukl et al., 1990; Podsakoff, 2010). Vienlaicǭgi 

jǕatzǭmǛ, ka uzǺǛmǛjdarbǭbas vadǭbas zinǕtniskajos pǛtǭjumos sastopams arǭ 

pretǛjs viedoklis (van Knippenberg, Sitkin, 2013). VairǕki veiktie pǛtǭjumi liecina, 

ka nav pozitǭvu seku vai pat vǛrojama nelabvǛlǭga ietekme, ko transformatǭvǕ 

lǭderǭba atstǕj uz ideju ǥenerǛġanu vai ar to saistǭtǕ radoġajǕ uzvedǭbǕ (Krause 

2004; Basu, Green 2006; Jaussi, Dionne 2003). Sastopami vairǕki pǛtǭjumi, kas 

apstiprina, ka grupas, kurǕs lǭderis praktizǛ transaktǭvu lǭderǭbu, var izstrǕdǕt 

vairǕk oriǥinǕlu ideju, nekǕ grupas, kurǕs lǭderis demonstrǛ transformatǭvai 

lǭderǭbai atbilstoġu uzvedǭbu (Jong, Hartog, 2007). TajǕ paġǕ laikǕ, pǛtnieki ir 

vienisprǕtis, ka lǭderǭbai kopumǕ ir nozǭmǭga loma radoġumu veicinoġa klimata un 

organizǕcijas kultȊras veidoġanǕ.  

SociǕlajǕs zinǕtnǛs sastopamas atġǵirǭgas individuǕlǕ un organizǕcijas 

radoġumu veicinoġa klimata dimensiju teorijas (Sternberg, Lubart, 1999; 

Chisenmihaly, 1996; Tidd, Besant, 2009; Cropley, 2005, Gratton et al., 2007). 

Promocijas darba teorǛtisko pamatu veido T. Emabiles organizǕcijas radoġuma un 

inovǕciju komponentu teorija (Componential theory of creativity and Innovation, 

Amabile, 2011). 

T. Emabile definǛ radoġumu kǕ jaunu un piemǛrotu risinǕjumu radǭġanu 

neatrisinǕtǕm problǛmǕm jebkurǕ cilvǛka darbǭbas jomǕ un aprakstot radoġumu 

koncentrǛ uzmanǭbu uz diviem galvenajiem aspektiem - jaunievedumu un 

lietderǭbu (Amabile, 2011). SavukǕrt radoġumu veicinoġs organizǕcijas klimats ir 

iekġǛjǕs vides dimensiju kopums, kas ietekmǛ individuǕlo uztveri un radoġumu, 

vienlaicǭgi veicinot arǭ organizǕcijas inovatǭvo konkurǛtspǛju (Amabile, 2011; 

Martins, Terblanche, 2003).  

LielǕkǕ daǸa pǛtnieku uzǺǛmǛjdarbǭbas vadǭbas jomǕ ir vienisprǕtis, ka 

organizǕcijas kultȊru veido vǛrtǭbas (Schein, 2010; Heskett, 2012; Cameron & 

Quinn, 2011). Lai varǛtu identificǛt un aprakstǭt organizǕcijas kultȊras daģǕdǕs 

organizǕcijǕs, pǛtnieki grupǛ vǛrtǭbu kopas, klasificǛjot tǕs organizǕcijas tipos, 

tǕdejǕdi veidojot ñtipoloǥiskǕs teorijasò. Katra organizǕcijas kultȊra ir daģǕdu 

tipoloǥisko vǛrtǭbu kombinǕcija. OrganizǕcijas kultȊra ir cieġi saistǭta ar 

organizǕcijas klimatu. ǚ. Ġeins definǛ organizǕcijas klimatu kǕ vidi, kuru raksturo 

tas, ko lǭderi dara noteiktos apstǕkǸos, savukǕrt organizǕcijas kultȊra var attǭstǭties 

tikai no savstarpǛjǕs pieredzes un kopǭgas mǕcǭġanǕs (Schein, 2012). OrganizǕcijas 

klimats, salǭdzinot ar kultȊru, ir mazǕk pǛtǭta tǛma uzǺǛmǛjdarbǭbas vadǭbas 

apakġnozarǛ. OrganizǕcijas kultȊras un organizǕcijas klimata savstarpǛjǕ saistǭba ï 

konverǥence, ir izaicinoġa zinǕtniskǕs pǛtniecǭbas joma (Denison, 1996). 
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OrganizǕcijas kultȊras ietekme uz lǭderǭbas un radoġumu veicinoġu klimata 

savstarpǛjǕm attiecǭbǕm ir diskutabla (Banks, McCauley, Gardner, Guler, 2016; 

Basu, Green, 2006; et al.). Atseviġǵi pǛtǭjumi uzǺǛmǛjdarbǭbas vadǭbas jomǕ 

apliecina transformatǭvǕs lǭderǭbas, organizǕcijas kultȊras mediatora lomas, un 

radoġumu veicinoġa klimata savstarpǛju pozitǭvu korelǕciju un pozitǭvu ietekmi 

(Sarros, Cooper, Santora, 2008).  

Promocijas darba pǛtnieciskajǕ modelǭ iekǸauta organizǕcijas kultȊra, lai pǛtǭtu 

vai tǕ darbojas kǕ lǭderǭbas un radoġumu veicinoġa klimata savstarpǛjo attiecǭbu 

mediators.  

Promocijas darbs ir vǛrtǛjams kǕ pieteikums lǭdzdalǭbai ġajǕ diskusijǕ. PǛtǭjums 

ir multidisciplinǕrs, jo ekonomika, un uzǺǛmǛjdarbǭbas vadǭba robeģojas ar citǕm 

zinǕtnǛm, piemǛram, socioloǥiju, antropoloǥiju, psiholoǥiju un filozofiju, tǕpǛc ir 

jǕpiemǛro integratǭva pieeja.  

 

PǛtǭjuma objekts, priekġmets un hipotǛzes 

 

PǛtǭjuma objekts ir organizǕcijas, kas darbojas datorspǛǸu industrijǕ LatvijǕ, 

LietuvǕ, IgaunijǕ un SomijǕ. 

PǛtǭjuma priekġmets ir transformatǭvǕs lǭderǭbas ietekme uz radoġumu 

veicinoġu organizǕcijas klimatu un kultȊras mediatora lomu to savstarpǛjǕs 

attiecǭbǕs. 

PǛtǭjuma jautǕjums - kǕdiem transformatǭvǕs lǭderǭbas faktoriem un 

organizǕcijas kultȊras mediatora profiliem ir visbȊtiskǕkǕ pozitǭva vai negatǭva 

ietekme uz radoġumu veicinoġu klimatu. 

 

PǛtǭjuma hipotǛzes ir: 

1) pastǕv pǛtnieciski konstatǛjama statistiski nozǭmǭga pozitǭva korelǕcija starp 

transformatǭvo lǭderǭbu un radoġumu veicinoġu klimatu; 

2) pastǕv pǛtnieciski konstatǛjama statistiski nozǭmǭga negatǭva korelǕcija starp 

transaktǭvajǕm lǭderǭbas faktoriem un radoġumu veicinoġa klimata dimensijǕm; 

3) pastǕv pǛtnieciski konstatǛjama un statistiski nozǭmǭga pozitǭva korelǕcija starp 

organizǕcijas kultȊras profilu un radoġumu veicinoġu klimatu; 

4) atseviġǵiem organizǕcijas kultȊras profiliem ir mediatora loma starp 

transformatǭvǕs lǭderǭbas faktoriem un radoġumu veicinoġa klimata 

dimensijǕm. 

PǛtǭjuma mǛrǵis un galvenie uzdevumi 

 

Promocijas darba mǛrǵis ir izpǛtǭt transformatǭvǕs lǭderǭbas ietekmi uz 

organizǕcijas radoġumu veicinoġu klimatu un organizǕcijas kultȊras mediatora 

lomu.  
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Darba uzdevumi: 

1) analizǛt esoġo zinǕtnisko literatȊru un citus teorǛtiskos avotus, kas saistǭti ar 

transformatǭvo lǭderǭbu, radoġumu veicinoġu klimatu un organizǕcijas kultȊru; 

2) izstrǕdǕt teorǛtisko ietvaru faktoru, kas ietekmǛ radoġumu veicinoġu klimatu 

organizǕcijǕ, pǛtǭġanai; 

3) izstrǕdǕt pǛtniecǭbas metodoloǥiju; 

4) analizǛt lǭderǭbu datorspǛǸu industrijǕ; 

5) analizǛt radoġumu veicinoġu klimatu datorspǛǸu industrijǕ; 

6) analizǛt organizǕcijas kultȊru datorspǛǸu industrijǕ; 

7) analizǛt un apkopot pǛtǭjuma rezultǕtus, pamatojoties uz pǛtǭjumu datiem; 

8) definǛt secinǕjumus un izveidot rekomendǕcijas radoġumu veicinoġa klimata 

pilnveidoġanai, izmantojot transformatǭvo lǭderǭbu datorspǛǸu industrijǕ LatvijǕ, 

LietuvǕ, IgaunijǕ un SomijǕ. 

PǛtǭjuma metodes 

 

Promocijas darba izstrǕdǛ izmantotǕs metodes ir: 

1) monogrǕfiskǕ metode; 

2) kvalitatǭvǕs un kvantitatǭvas pǛtnieciskǕs metodes un sekojoġas aptaujlapas: 

a) Daudzfaktoru lǭderǭbas aptaujlapa, - Multifactor Leadership Questionnaire 

(MLQ) Form 6S, (Avolio, Bass, 2004). 

b) pǕrstrǕdǕta organizǕcijas kultȊras profila - Organizational Culture Profile 

Revised (OCPR) versija, (Sarros et al., 2005).  

c) KEYS aptaujlapa - The KEYS to Creativity and Innovation (Amabile, 

Burnside, and Gryskiewciz, 1999). 

3) StatistiskǕs metodes lietojot IBM SPSS: 

a) centrǕlǕs tendences rǕdǭtǕji, 

b) korelǕcija, 

c) lineǕrǕ regresija. 

PǛtǭjuma ierobeģojumi 

1) pǛtǭjums aptver organizǕcijas iekġǛjǕs vides faktorus ð lǭderǭbu, radoġumu 

veicinoġu klimatu un organizǕcijas kultȊru;  

2) pǛtǭjums aptver izvǛlǛtus datorspǛǸu raģoġanas uzǺǛmumus LatvijǕ, LietuvǕ, 
IgaunijǕ un SomijǕ; 

3) pǛtǭjums vǛrtǛ rezultǕtus kopumǕ;  

4) pǛtniecǭbas metodoloǥija ð atġǵirǭgas pǛtǭjumu metodoloǥijas izmantoġana var 

uzrǕdǭt atġǵirǭgus rezultǕtus;  
5) laika limits ï pǛtǭjuma periods. 
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PǛtǭjuma periods 

 

 PǛtǭjums aptver laika periodu no 2016. lǭdz 2019. gadam. PǛtǭjuma teorǛtiskajǕ 

daǸǕ analizǛti literatȊras avoti, kas aptver laika posmu no divdesmitǕ gadsimta 

sǕkuma lǭdz mȊsdienǕm. 

  

 Promocijas darbǕ aizstǕvamǕs tǛzes 

 

1) radoġumu veicinoġa lǭderǭba ir lǭdzsvarota transformatǭvǕs un transaktǭvǕs 

lǭderǭbas faktoru proporciju situatǭva izvǛle; 

2) bȊtisks radoġumu veicinoġa klimata faktors ir lǭderǭbas orientǕcija uz iekġǛjǕs 

un ǕrǛjǕs motivǕcijas politikas sabalansǛtǭbu, ǭpaġi akcentǛjot iekġǛjo 

motivǕciju; 

3) lǭderǭbas modelis nosaka organizǕcijas kultȊru, funkcionalitǕti un tǕ mediatora 

lomu radoġumu veicinoġa klimata attǭstǭbǕ; 

4) transformatǭvǕs lǭderǭbas modelis ir dominǛjoġs datorspǛǸu radoġajǕ industrijǕ; 

5) transaktǭvǕs lǭderǭbas faktoru ietekme uz radoġumu veicinoġu klimatu ir mazǕk 
izteikta nekǕ transformatǭvǕs lǭderǭbas faktoru ietekme; 

6) organizǕcijǕ ir iespǛjams veidot augstǕku radoġumu veicinoġa klimata lǭmeni, 

akcentǛjot konkrǛtus transformatǭvǕs lǭderǭbas faktorus un noteiktus 

organizǕcijas kultȊras profilus;  

 PǛtǭjuma teorǛtiskǕ un metodoloǥiskǕ bǕze 

 

Promocijas darba teorǛtisko un metodoloǥisko pamatu veido Amerikas 

Savienoto Valstu, Eiropas Savienǭbas un citu valstu izdotǕ literatȊra, zinǕtniskie 

raksti, publikǕcijas, promocijas darbi un resursi internetǕ.  

PǛtǭjuma pamatǕ ir vairǕkfaktoru lǭderǭbas teorija, (Multifactor leadership 

theory, Podsakoff, MacKenzie, Moorman & Fetter, 1990; Bass, Avalio, 2004), 

organizǕcijas radoġuma un inovǕciju komponentu teorija, (Componential theory of 

creativity and Innovation, Amabile, 1983; 1996; 2011), un multidimensiju 

organizǕcijas kultȊras profilu teorija, (Multidimensional organizational culture 

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

Promocijas darba teorǛtisko pamatu veido sekojoġu autoru darbi - 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.Greenwald, G.Hofstede, 

W.Kahn, D.Knipperberg, D.McGregor, R.Moreland, B.Moorman, J.Schaubroeck, 

D.Kahneman. K.Lewin, V.ReǺǥe, L.DubkǛviļs, T.Volkova, A.Vorobjovs, 

O.Naumovs un citi autori. 

 

TeorǛtiskǕ, praktiskǕ un zinǕtniskǕ novitǕte 

1) promocijas darba ietvaros izstrǕdǕtǕ jauna teorǛtiskǕ un pǛtnieciskǕ 

metodoloǥija; 
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2) pǛtǭjuma teorǛtiskǕs un empǭriskǕs metodoloǥijas pielietojamǭba citǕs 

industrijǕs, Ǻemot vǛrǕ atseviġǵu industriju ǭpatnǭbas; 

3) datorspǛǸu industrijǕ radoġumu veicinoġa organizǕcijas klimata pǛtniecǭbǕ 
pirmo reizi izmantota starptautiski aprobǛta KEYS metodoloǥija; 

4) pǛtnieciskǕ modeǸa rezultǕtus iespǛjams rekomendǛt radoġumu veicinoġa 
klimata pilnveidoġanai citǕs organizǕcijǕs, it seviġǵi - radoġajǕs industrijǕs; 

5) izmantotǕ pǛtnieciskǕ metodika sniedz piekǸuvi lǭdzǭgu un arǭ citu nozaru 
statistikas datiem starptautiskajǕ datubǕzǛ un Ǹauj tos savstarpǛji salǭdzinǕt, 

tǕdejǕdi atklǕjot jaunus pǛtǭjumu virzienus.  

 

 PǛtǭjuma aprobǕcija 

ZinǕtniskǕs konferences: 

 

1. The Impact of Transformational Leadership on Climate for Creativity - The 13-

th Annual Scientific Baltic Business Management Conference ASBBMC 2020 

ñBusiness and Finance: Multi-Perspectives of The Digital Age, Riga (February 

19-21/2020). 

2. Contemporary Leadership Theories ï International Baltic Spring Conference of 

Social Care, Daugavpils, (June 15-17, 2019). 

3. Interrelations between leadership and organizational culture in the state 

theatres of Latvia, 14th International Scientific Conference ñHuman Potential 

Development,ò Prague (June 6-8, 2017). 

4. Comparative analysis of Organizational Culture models in management 

science, XVIII International Scientific Conference ñCommunication in Global 

Village: interests and impactsò, Turǭba, Riga, (May 18, 2017). 

5. Evaluation of Intercultural Competency in Organizational Culture: Analysis of 

the Example of Latvia, International Scientific conference ñHuman Potential 

Developmentò Klaipeda University, Klaipeda, Lithuania (May 27-28, 2015). 

 

PublikǕcijas: 

 

1. DubkǛviļs, L., Turlais, V., (2017), Interrelations between leadership and 

organizational culture in the state theatres of Latvia, // Human Resources 

Management & Ergonomics Volume X 1/2017 pp. 6-20. 

2. Turlais, V., DubkǛviļs, L., Comparative analysis of Organizational Culture 

models in management science, // International Scientific Journal Acta 

Prosperatis, 2017 Conference paper. 

3. NamatǛvs, I., Turlais, V., DubkǛviļs, L., Intercultural Competency in 

multicultural organizations, // International Scientific Journal Acta Prosperatis, 

No 7/2016. pp. 119-130. 

4. Turlais, V., Business Scenario Planning for declining industry, // Journal of 

Business Management, No 11/2016. pp. 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 2/2015. pp. 

32-42. 

 

Darba struktȊra un apjoms 

 

Promocijas darbs ir neatkarǭgs pǛtǭjums, kas sastǕv no ievada, trǭs nodaǸǕm, 

noslǛguma, secinǕjumiem un priekġlikumiem, izmantotǕs literatȊras saraksta un 6 

pielikumiem. Darba kopǛjais apjoms ir 150 lapaspuses. Promocijas darbǕ ir 31 

tabula un 26 attǛli. Promocijas darba izstrǕdǛ izmantoti 218 daģǕdi literatȊras 

avoti, kas apkopoti literatȊras sarakstǕ. Promocijas darbam ir ġǕda struktȊra: 

 

Ievads 

1. TransformatǭvǕs lǭderǭbas, radoġumu veicinoġa klimata un organizǕcijas 
kultȊras raksturojums uzǺǛmǛjdarbǭbas vadǭbas teorijǕ. 

1.1. TransformatǭvǕs lǭderǭbas un lǭderǭbas lomu raksturojums uzǺǛmǛjdarbǭbas 

vadǭbas teorijǕ. 

1.2. Radoġumu veicinoġa klimata raksturojums uzǺǛmǛjdarbǭbas vadǭbas teorijǕ. 

1.3. OrganizǕcijas kultȊras raksturojums uzǺǛmǛjdarbǭbas vadǭbas teorijǕ. 

1.4. TransformatǭvǕs lǭderǭbas ietekmes uz radoġumu veicinoġu klimatu teorǛtiskǕ 

ietvara raksturojums 

2. TransformatǭvǕs lǭderǭbas, radoġumu veicinoġa klimata un organizǕcijas 

kultȊras mediatora savstarpǛjo attiecǭbu empǭriskǕ pǛtǭjuma datu analǭze 

2.1. DatorspǛǸu industrijas raksturojums 

2.2. PǛtǭjuma metodoloǥiskais dizains 

2.3. TransformatǭvǕs lǭderǭbas analǭze un tǕs faktoru ietekme uz radoġumu 

veicinoġu klimatu datorspǛǸu industrijǕ 

2.4. Radoġumu veicinoġa klimata analǭze datorspǛǸu industrijǕ 

2.5. OrganizǕcijas kultȊras analǭze datorspǛǸu industrijǕ 

3. Lǭderǭbas - vadǭbas modelis radoġumu veicinoġa klimata pilnveidoġanai 

datorspǛǸu industrijǕ 

 

SecinǕjumi 

 

Priekġlikumi 

 

Izmantoto avotu un literatȊras saraksts 

 

Pielikumi 
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GALVENIE PǚTNIECISKIE ATZINUMI 

 

1. TransformatǭvǕs lǭderǭbas, radoġumu veicinoġa klimata un organizǕcijas 

kultȊras raksturojums uzǺǛmǛjdarbǭbas vadǭbas teorijǕ. 

 

Lǭderǭba un vadǭba ir lomu kopums. Lǭderǭbu var raksturot kǕ sociǕlǕs ietekmes 

procesu, un tas galvenokǕrt ir saistǭts ar to, kǕ lǭderis ietekmǛ sekotǕjus 

(Schaubroeck et al., 2007; Bennis, 2009). AutoritǕtes vara ir neatǺemama lǭderǭbas 

sastǕvdaǸa, tǕ Ǹauj ietekmǛt sekotǕjus un paġu procesu. Lǭderǭba ir grupas 

fenomens. SociǕlajǕ psiholoǥijǕ ir pazǭstama lǭderǭbas atribȊcijas teorija. Teorija 

pauģ atziǺu, ka lǭderǭba ir lǭderu sekotǕju neviendabǭgǕs grupas produkts, un 

harisma nav lǭdera ǭpaġǭbu kopums, bet gan lǭderim piedǛvǛts fenomens konkrǛtǕs, 

ǭpaġǕs situǕcijǕs (ReǺǥe, 2007; DubkǛviļs 2011).  

Lǭderǭba apvieno un vada neviendabǭgu sekotǕju grupu, lai sasniegtu kopǭgu 

mǛrǵi. Lǭderǭbas bȊtǭba ir saistǭta ar organizǕcijas virzǭġanu nǕkotnǛ, dzǭvotspǛjǭgu 

iespǛju atraġanu un ġo iespǛju veiksmǭgu izmantoġanu (Bass, 1998). Lǭderǭba ir 

potenciǕls un spǛja definǛt vǭziju un komunicǛt to ar kolǛǥiem, veidojot 

savstarpǛju uzticǭbu (Bennis, 2009). AtkarǭbǕ no lǭdera pamata pieǺǛmumiem par 

cilvǛka dabu, attǭstǭsies divi daģǕdi lǭderǭbas stili ï bieģi nosaukti par uz 

uzdevumiem orientǛtu lǭderǭbu un uz cilvǛkiem orientǛtu lǭderǭbu, vienlaikus arǭ 

atpazǭstamas kǕ transaktǭvǕ un transformatǭvǕ lǭderǭbas. TransaktǭvǕ un 

transformatǭvǕ lǭderǭba uzǺǛmǛjdarbǭbas vadǭbas jomǕ tiek salǭdzinǕta ar K. Levina 

autoritatǭvu un demokrǕtisku lǭderǭbu.  

AstoǺdesmitajos gados uzmanǭba tika novirzǭta uz jauniem transformatǭvǕs 

lǭderǭbas jǛdzieniem, kas tika nosaukti par harismǕtisko, vizionǕro un 

iedvesmojoġo lǭderǭbu. Ġǭs teorijas raksturo lǭderǭbas stilus, ar kuru palǭdzǭbu lǭderi 

veicina pozitǭvas pǕrmaiǺas sekotǕja uzvedǭbǕ, mainot viǺu pǕrliecǭbu par savu 

darbu, citiem un sevi (Avolio, 1999). TransformatǭvǕs lǭderǭbas teorijas autors 

piedǕvǕ ġǕdu definǭciju: ñtransformatǭvǕ lǭderǭba rodas, ja viena vai vairǕkas 

personas sadarbojas ar citǕm tǕdǕ veidǕ, ka lǭderi un sekotǕji paceǸ viens otru lǭdz 

augstǕkam motivǕcijas un morǕles lǭmenim. ViǺu mǛrǵi, kas varǛtu bȊt sǕkuġies 

kǕ atseviġǵi, bet saistǭti, kǕ tas ir transaktǭvǕs lǭderǭbas gadǭjumǕ, kǸȊst saplȊduġi, 

kad lǭderǭba kǸȊst morǕla, jo tas paaugstina gan lǭdera, gan sekotǕja Ǜtisko lǭmeni, 

un tǕdǛjǕdi tam ir pǕrveidojoġa ietekme uz abiemò (Burns, 1978). TransformatǭvǕs 

lǭderǭbas teorija koncentrǛjas uz individuǕlu pieeju cilvǛkiem (Bass, Avolio, 1999). 

Transformatǭvi lǭderi izvirza izaicinoġus mǛrǵus un kalpo par paraugu vǛlamajai 

rǭcǭbai, iedvesmo sekotǕjus izmantot jaunus paǺǛmienus, iedroġina veicinǕt 

komandas darbu.  

UzǺǛmǛjdarbǭbas vadǭbas pǛtniecǭbǕ sastopama arǭ pamatota transformatǭvǕs 

lǭderǭbas teorijas kritika. VairǕki pǛtǭjumi liecina, ka tieġi transaktǭvǕ lǭderǭba 

nodroġinǕs oriǥinǕlǕkas idejas (Jong, Hartog, 2007). Ir sastopams viedoklis, ka nav 

pozitǭvas ietekmes, un konstatǛ pat negatǭvas sekas, ko transformatǭvǕ lǭderǭba 

varǛtu atstǕt uz ideju ǥenerǛġanu orientǛtu organizǕciju un ar to saistǭtu radoġu 

uzvedǭbu (Krause 2004; Basu, Green 2006; Jaussi, Dionne 2003). Atliek secinǕt, 

ka transformatǭvǕ lǭderǭba nav ideǕla ï tai var bȊt arǭ negatǭva ietekme. Jau 

pieminǛtǕ transformatǭvǕs lǭderǭbas harisma var pǕrvǛrsties par autoritatǭvu 
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lǭderǭbu gadǭjumos, kad lǭderim piemǭt intensǭva, varas motivǛta harisma (Avolio, 

1999).  

OrganizǕcijas iekġǛjǕ vide, tostarp organizǕcijas kultȊra un organizǕcijas 

klimats, veidojas lǭderǭbas rezultǕtǕ. Viens no ievǛrojamǕkajiem lǭderǭbas 

pǛtniekiem ǚ. Ġeins apgalvo, ka organizǕciju lǭderi ir vienlaikus gan organizǕcijas 

kultȊras, gan organizǕcijas klimata arhitekti, gan arǭ produkti (Schein, 2009). 

Lǭderǭba ir Ǹoti lielǕ mǛrǕ saistǭta ar lǭdera personǭbu ï vienu un to paġu lǭderǭbas 

stilu var izpildǭt atġǵirǭgi, jo pastǕv lǭdera personǭbas faktors. Lǭderǭba ietekmǛ ne 

tikai organizǕcijas kultȊru, bet arǭ organizǕcijas klimatu. OrganizǕcijas ir sociǕlas 

sistǛmas, kurǕm ir apakġsistǛmas. Gan organizǕcijas kultȊra, gan tǕs klimats, ir 

tǕdas apakġsistǛmas (Hitchins, 1992).  

OrganizǕcijas klimats apvieno katra individuǕlo uztveri par darba vidi, bet 

psiholoǥiskais klimats ir indivǭda uztvere par viǺa personisko vǛrtǭbu un 

psiholoǥisko vǛlmju piepildǭġanu (Sarros, Cooper, Santora, 2008). TǕdejǕdi, 

organizǕcijas klimats atġǵiras no psiholoǥiskǕ klimata. OrganizǕcijas klimata 

galvenǕ iezǭme ir savstarpǛjǕs attiecǭbas organizǕcijǕ (DubkǛviļs, 2019). 

UzǺǛmǛjdarbǭbas vadǭbas pǛtnieku vidȊ pastǕv daģǕdi viedokǸi par organizǕcijas 

kultȊras un klimata savstarpǛjǕm attiecǭbǕm.  

OrganizǕcijas klimata jǛdzienam nav vienotas definǭcijas, un lielǕkǕ daǸa 

pǛtnieku uzskata, ka organizǕcijas klimats un organizǕcijas kultȊra nav viens un 

tas pats jǛdziens. VarǛtu apgalvot, ka augstǕkǕ vadǭba ir primǕrais arhitekts, kas 

rada organizǕcijas kultȊru, savukǕrt organizǕcijas klimata radǭġanu spǛcǭgi ietekmǛ 

vidǛjǕ lǭmeǺa vadǭba un neformǕlie lǭderi.  

Atseviġǵi pǛtnieki uzskata, ka organizǕcijas klimats ir organizǕcijas kultȊras 

jautǕjums. Salǭdzinot ar organizǕcijas kultȊru, klimats ir saistǭts ar situǕciju, kas ir 

samǛrǕ ǭslaicǭga un pakǸauta manipulǕcijǕm, ko veic cilvǛki ar ietekmi un varu, kǕ 

arǭ pakǸaujas tieġai kontrolei, un pǕrsvarǕ attiecinǕma tikai uz tiem sociǕlǕs vides 

aspektiem, kurus apzinǕti uztver organizǕcijas locekǸi. OrganizǕcijas klimats ir 

jutǭgǕks pret varu un tas padara organizǕcijas klimatu par situǕciju, nevis 

fundamentǕlu faktoru (Denison, 1996; 2012).  

Radoġumu veicinoġs klimats, kǕ jǛdziens, sakǺojas indivǭda psiholoǥiskajos 

procesos, kas nosaka individuǕlǕs spǛjas un kontekstuǕlǕs ǭpaġǭbas organizǕcijǕ. 

Radoġumu veicinoġs klimats ir kǕ atbalsts, kas iedroġina organizǕcijas darbiniekus 

izpǛtǭt radoġas un novatoriskas pieejas. Parasti tiek uzskatǭts, ka tǕda darba vide, 

kas stimulǛ darbinieku radoġumu, ir labvǛlǭga organizǕcijas jaunajiem produktiem 

(Martins, Terblanche, 2003). UzǺǛmǛjdarbǭbas vadǭbas literatȊrǕ ġǕda vide 

atseviġǵu pǛtnieku darbos tiek dǛvǛta kǕ ñlaba darba videò, angliski ï a great 

place for work (Levering, 1998).  

T. Emabile ierosina vairǕkas radoġuma definǭcijas, piemǛram, ñprodukts vai 

darbǭba, kas ir gan jauna, gan piemǛrota, lietderǭga, pareiza vai vǛrtǭga kǕda 

uzdevuma paveikġanaiò vai ñjaunu un piemǛrotu risinǕjumu radǭġana ikdienas 

problǛmǕm jebkurǕ cilvǛka darbǭbas jomǕ un pievǛrġanǕs diviem galvenajiem 

aspektiem, - jauninǕjumam un lietderǭbaiò (Amabile, 2011). SavukǕrt radoġumu 

veicinoġs organizǕcijas klimats ir iekġǛjǕs vides dimensiju kopums, kas ietekmǛ 

individuǕlo uztveri un radoġumu vienlaicǭgi veicinot arǭ organizǕcijas inovatǭvo 

konkurǛtspǛju (Amabile, 2011; Martins, Terblanche, 2003). Amabiles teorijǕ 
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radoġumu veicinoġs klimats ir daudzdimensionǕls lielums, un ġǭs dimensijas ir 

brǭvǭba, izaicinoġs darbs, vadǭbas atbalsts, darba grupas atbalsts, organizǕcijas 

atbalsts, organizatoriskie ġǵǛrġǸi, resursu pietiekamǭba, darba apjoms, un rezultǕts 

ï radoġums un produktivitǕte.  

Radoġums ir bȊtisks inovǕciju stȊrakmens. Vairums pǛtnieku ir vienisprǕtis, ka 

jebkura inovǕcija sǕkas ar radoġumu - individuǕlǕ vai komandas lǭmenǭ (Amabile, 

1996; Drucker, 2008). PsiholoǥiskǕ uztvere par jebkuru inovǕciju, savukǕrt, 

ietekmǛ motivǕciju radǭt jaunas idejas (Amabile, 1996). Radoġumu stimulǛ tas, ka 

darba ǺǛmǛjiem ikdienǕ ir salǭdzinoġi liela autonomija, kǕ arǭ ǭpaġumtiesǭbas un 

kontrole pǕr savu darbu un idejǕm (Amabile, Conti, Coon, Lazenby, Herron, 

1996).  

OrganizǕcijas kultȊra ietekmǛ organizatorisko klimatu un tai ir mediatora 

ietekmes loma uz klimatu (Basu, Green, 2007). UzǺǛmǛjdarbǭbas vadǭbas 

literatȊrǕ sastopamas daģǕdas organizǕcijas kultȊras definǭcijas. KopumǕ 

organizǕcijas kultȊra tiek vispǕrinǕta un definǛta kǕ tǕdu vǛrtǭbu un uzskatu 

kopums, kas ir kopǭgi organizǕcijas locekǸiem un kam ir bȊtiska ietekme uz viǺu 

lǛmumiem un uzvedǭbu (Heskett, 2012; Cameron & Quinn, 1999; Schneider, 

Ehrhart, Macey, 2011). A.Braġs uzskata, ka organizǕcijas kultȊra ir biznesa 

vadǭġanas vǛrtǭbas, likumi, prakse, rituǕli un normas, jeb vienkǕrġǕk ï tas ir veids, 

ñkǕ tiek darǭtas lietasò organizǕcijǕ (Brache, 2002). ǚ.Ġeins izstrǕdǕja vienu no 

pazǭstamǕkajǕm organizǕcijas kultȊras definǭcijǕm: ñorganizǕcijas locekǸu 

izveidoto un attǭstǭto pamatpieǺǛmumu kopums kas iemǕcǭts un apgȊts risinot 

ǕrǛjǕs adaptǕcijas un iekġǛjǕs integrǕcijas problǛmas, kas nostiprinǕjies un sevi 

apliecinǕjis praksǛ un tǕpǛc tiek uzskatǭts par pareizu, ġie pamatpieǺǛmumi tiek 

nodoti jaunajiem organizǕcijas locekǸiem kǕ pareizas uztveres, domǕġanas, jȊtu 

veids ǕrǛjǕs adaptǕcijas un iekġǛjǕs integrǕcijas problǛmu risinǕġanaiò (Schein, 

2010, pp18, DubkǛviļs, 2019, 19. lpp). Diskutabls ir jautǕjums, vai ir kǕds ǭpaġs 

organizǕcijas kultȊras profils, kas pozitǭvi ietekmǛ radoġumu veicinoġu klimatu 

(Ashkanasy, Wilderom, Peterson, 2010; Banks, McCauley, Gardner, Guler, 2016).  

PǛtǭjumi liecina, ka transformatǭvǕ lǭderǭba ir galvenais faktors, kas veicina 

darbinieku radoġumu un spǛj radǭt inovǕcijas (Bass, 1985; Podsakoff, 2010). Ir 

divi galvenie iekġǛjǕs vides elementi kas ietekmǛ organizǕcijas radoġo potenciǕlu ï 

kultȊra un klimats. IndividuǕlais radoġums ir cieġi saistǭts ar iekġǛjo motivǕciju. 

IekġǛjǕ motivǕcija var tikt atbalstǭta vai slǕpǛta, atkarǭbǕ no radoġǕ procesa 

iznǕkuma. Pateicoties organizatoriskajam atbalstam, individuǕlo radoġumu var 

pǕrvǛrst inovǕcijǕ. SaskaǺǕ ar teorijǕm, kas aprakstǭtas, raksturotas un analizǛtas 

promocijas darbǕ, pastǕv tieġa saistǭba starp lǭderǭbu, radoġumu veicinoġu klimatu 

un kultȊru. PǛtǭjuma teorǛtiskais ietvars ir parǕdǭts attǛlǕ Nr. 1. 

 

 

 

 

 

 

 

 



15 

 

 

 

 
 

AttǛls Nr. 1.   PǛtǭjuma ñTransformatǭvǕs lǭderǭbas ietekme radoġumu 

veicinoġa organizǕcijas klimata pilnveidoġanaiò teorǛtiskais ietvars. 

 

PǛtǭjuma ñTransformatǭvǕs lǭderǭbas ietekme radoġumu veicinoġa organizǕcijas 

klimata pilnveidoġanaiò teorǛtiskais modelis kalpo kǕ pamats pǛtǭjuma 

metodiskajam dizainam ï skat. attǛlu Nr. 2, 16. lpp. 

AttǛlǕ Nr. 1. atspoguǸoti iekġǛjǕs vides faktori; lǭderǭba, organizǕcijas kultȊra 

un klimats un to mijiedarbǭba. OrganizǕcijas kultȊra un klimats ir organizǕcijas 

iekġǛjǕs vides spoguǸattǛli kopumǕ (Collins, 2001). OrganizǕcijas kultȊra un 

organizǕcijas klimats ir savstarpǛji papildinoġi jǛdzieni, organizǕcijas kultȊra un 

klimats ir cieġi saistǭti, tie veido kopǭgu konverǥences lauku, un tie ir jǕpǛta 

paralǛli un vienlaicǭgi. Lǭderǭba veido organizǕcijas kultȊru un laika gaitǕ kǸȊst no 

tǕs atkarǭga. OrganizǕcijas kultȊra un organizǕcijas klimats pǕrklǕjas, pǕrveidojot 

iekġǛjo vidi par dzǭvu ekosistǛmu.  

DatorspǛǸu industrijas vadǭtǕji meklǛ radoġus cilvǛkus, tǕdus kǕ dizainerus, 

mǕksliniekus, skaǺu reģisorus, komponistus, scenǕristus - ġos cilvǛkus jǕiedroġina, 

jǕatbalsta un jǕatbrǭvo viǺu radoġais potenciǕls izmantojot lǭderǭbu, kǕ arǭ 

organizǕcijas iekġǛjo vidi ï kultȊru un klimatu.  

IndividuǕlǕ lǭmenǭ radoġs cilvǛks, atkarǭbǕ no organizǕcijas klimata, var 

realizǛt savu radoġo potenciǕlu pilnǭbǕ vai tikai daǸǛji, jo organizǕcijas iekġǛjǕ vide 

ietekmǛ radoġuma izpausmes. Tiek meklǛta atbilde uz jautǕjumu ï kǕda veida 
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lǭderǭba ir jǕrealizǛ organizǕcijas vadǭtǕjiem, lai uzlabotu radoġumu veicinoġu 

klimatu, un rezultǕtǕ radǭtu jaunu, oriǥinǕlu produktu ï datorspǛli , kas kǸȊst par 

diģpǕrdokli.  

 

 

2. TransformatǭvǕs lǭderǭbas, radoġumu veicinoġa klimata un organizǕcijas 
kultȊras mediatora savstarpǛjo attiecǭbu empǭriskǕ pǛtǭjuma datu analǭze. 

 

 No visǕm promocijas pǛtǭjuma ietvaros iegȊtajǕm anketǕm, 411 tika atzǭtas par 

derǭgǕm. Ġis respondentu skaits ir pietiekams ticamai izlases kopai, tǕdǕ veidǕ 

nodroġinǕta iegȊto datu validitǕte.  

 Galvenais pǛtniecǭbas jautǕjums ir par to, vai transformatǭvǕ lǭderǭba atbalstǭs 

radoġumu veicinoġu klimatu organizǕcijǕ un vai organizǕcijas kultȊras profilam 

bȊs mediatora loma.  

 DetalizǛts pǛtǭjuma metodiskais dizains ir parǕdǭts attǛlǕ Nr. 2. 

 

 
 

AttǛls Nr. 2. DetalizǛts pǛtǭjuma ñTransformatǭvǕs lǭderǭbas ietekme radoġumu 

veicinoġa organizǕcijas klimata pilnveidoġanaiò metodiskais dizains. 

 

Instruments lǭderǭbas pǛtǭġanai ir daudzfaktoru lǭderǭbas aptaujlapa, - 

Multifactor Leadership Questionnaire, (MLQ) Form 6S, (Avolio, Bass, 2004). 

Instruments radoġumu veicinoġa klimata pǛtǭġanai ir KEYS aptaujlapa - The 
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KEYS to Creativity and Innovation (Amabile, Burnside, and Gryskiewciz, 1999). 

Instruments organizǕcijas kultȊras pǛtǭġanai ir pǕrstrǕdǕta organizǕcijas kultȊras 

profila - Organizational Culture Profile (OCPR) versija, (Sarros et al. 2005).  

 

TransformatǭvǕs lǭderǭbas analǭze un tǕs faktoru ietekme uz radoġumu 

veicinoġu klimatu datorspǛǸu industrijǕ. 

 

MLQ anketas rezultǕti atbilstoġi rezultǕtu diapazoniem ir apkopoti tabulǕ 

Nr. 1. 

Tabula Nr. 1 

MLQ aptaujlapas rezultǕti 

 

Faktors Punkti MLQ Punkti VǛrtǛjums 

IdealizǛta ietekme 8.38 8 VidǛjs 

Iedvesmojoġa 

motivǕcija 
8.52 

9 Augsts 

IntelektuǕla stimulǛġana 8.77 9 Augsts 

IndividualizǛta 

uzmanǭba 
8.04 

8 VidǛjs 

Nosacǭtais atalgojums 10.73 11 Augsts 

Vadǭba ar izǺǛmumiem 8.49 8 VidǛjs 

NeiejaukġanǕs 8.16 8 VidǛjs 

 

 

 

Visi rǕdǭtǕji ir intervǕlǕ no 8.04 lǭdz 10.73, kas tiek vǛrtǛti kǕ vidǛji un augsti.  

IdealizǛta ietekme, (8.38, vidǛjs), ï norǕda, vai lǭderǭba saglabǕ padoto uzticǭbu 

un darbojas kǕ paraugs - saglabǕ ticǭbu un cieǺu, izprot sekotǕju cerǭbas un sapǺus, 

velta sevi citiem. Ġis faktors ir cieġi saistǭta ar transformatǭvo lǭderǭbu (Walumbwa 

et al., 2008; Weber, 2009). Ġo lǭderǭbas faktoru var atrast D. Golemana piedǕvǕtajǕ 

pirmatnǛjǕ lǭderǭbas teorijǕ, tǕ uzsver emocionǕlǕs inteliǥences komponenti kǕ arǭ 

saista lǭderu un sekotǕju paġapziǺu.  

Iedvesmojoġa motivǕcija, (8.52, augsts), ï nosaka, cik lielǕ mǛrǕ lǭderǭba spǛj 

pasniegt vǭziju un cenġas likt sekotǕjiem sajust, ka viǺu darbs ir nozǭmǭgs, spǛj 

izmantot atbilstoġus simbolus tǕdǕ veidǕ, ka tas palǭdz komandas locekǸiem 

koncentrǛties uz savu darbu. Ġis faktors ir cieġi saistǭts ar transformatǭvo lǭderǭbu 

(Schaubroeck, 2007; Goleman, 2001). Lǭderǭbas faktors iedvesmojoġa motivǕcija 

bieģi tiek atspoguǸots lǭderǭbas teorijǕs un tiek saistǭts ar harizmǕtisku, vizionǕru, 

iedvesmojoġu faktoru kopumu. Ġis faktors raksturo arǭ atgriezenisko saiti, un to, 

cik svarǭgs ir individuǕlais un komandas paveiktais darbs (Amabile, 2011). 

IntelektuǕla stimulǛġana, (8.77, augsts), ï parǕda pakǕpi, kǕdǕ lǭderǭba 

iedroġina citus bȊt radoġiem, mudina cilvǛkus izvǛrtǛt savas personǭgǕs un 

organizǕcijas vǛrtǭbas un uzskatus, iesaistǭties veco problǛmu risinǕġanǕ izmantojot 

jaunus paǺǛmienus. Ġis faktors, bieģi vien, ir cieġi saistǭts ar radoġumu un 

inovǕcijas veicinoġu klimatu organizǕcijǕ, un tas tiek uzskatǭts par transformatǭvǕs 
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lǭderǭbas faktoru (Podsakoff, 1990). IntelektuǕla stimulǛġana ir jautǕjums par 

sapraġanu. No filozofiskǕs hermenǛtikas teorijas viedokǸa pastǕv divu veidu 

neizpratnes ï pasǭva neizpratne un aktǭva neizpratne. PasǭvǕ neizpratne liek 

atteikties no izaicinǕjuma un atstǕt to neatrisinǕtu, savukǕrt aktǭva neizpratne 

saasina vajadzǭbu atrisinǕt ġo izaicinǕjumu, citiem vǕrdiem sakot, iedarbina 

radoġumu (KȊle, 1989). Lǭderǭbas faktoram intelektuǕla stimulǛġana ir 

visredzamǕkǕ saistǭba ar radoġumu organizǕcijǕ, un ġo pieeju atbalsta daudzi 

teorǛtiskie un praktiskie pǛtǭjumi.  

IndividualizǛta uzmanǭba, (8.04, vidǛjs), ï norǕda pakǕpi, kǕdǕ lǭderi izrǕda 

interesi par citu cilvǛku labklǕjǭbu, pievǛrġ uzmanǭbu tiem, kuri grupǕ, ġǵiet, ir 

mazǕk iesaistǭti, piemeklǛ veicamos projektus individuǕli, vadoties pǛc katra 

spǛjǕm. Ġis faktors ir cieġi saistǭts ar transformatǭvo lǭderǭbu (Bass, 1990; 

Rakotamena, 2005). Radoġums ir Ǹoti saistǭts ar motivǕciju, un individualizǛta 

atbalsta sniegġana ir ǭpaġi efektǭva motivǕcijai. IndividualizǛta atbalsta sniegġana 

var bȊt nozǭmǭga dinamiskos apstǕkǸos, jo cilvǛki ir pakǸauti smagǕm 

emocionǕlǕm slodzǛm neizbǛgamo turbulenļu dǛǸ (Pacetta, 1994). DatorspǛǸu 

industrija saskaras ar izaicinoġiem, dinamiskiem apstǕkǸiem, jo pastǕv liela 

konkurence un strauji attǭstǕs tehnoloǥijas. 

Nosacǭtais atalgojums, (10.73, augsts), ï parǕda lǭmeni, kǕdǕ lǭderis komunicǛ 

sekotǕjiem, ko tieġi viǺiem vajadzǛtu darǭt, lai viǺi tiktu atalgoti, viǺu sasniegumi 

tiktu novǛrtǛti, uzsvǛrtu, ko no viǺiem sagaida organizǕcijas vadǭba (MLQ 6S, 

2007, aptaujlapas vǛrtǛjuma interpretǕcija). Ġis ir izteikts transaktǭvǕs lǭderǭbas 

faktors (Bass, 1995; Jung, 2002; Avalio 2002). Uzsvars uz apbalvojumiem ir 

saistǭts ar transaktǭva lǭdera uzvedǭbu lielǕkajǕ daǸǕ lǭderǭbas teoriju. Faktora 

nosacǭtais atalgojums vǛrtǛjuma punkti izceǸas citu faktoru vǛrtǛjumu starpǕ. 

AnalizǛjot MLQ jautǕjumus, ir redzams, ka vadǭtǕji skaidro darbiniekiem, kǕ 

rǭkoties, ja viǺi vǛlas saǺemt apbalvojumu par savu darbu, kǕ arǭ pievǛrġ ǭpaġu 

uzmanǭbu tam, ko darbinieki var saǺemt par to, ko viǺi paveic. Tas atbilst 

datorspǛǸu industrijas specifikai, kur bȊtiska atlǭdzǭbas daǸa ir mainǭgǕ alga un 

prǛmijas, kas ir tieġi saistǭtas ar veiksmǭgi veiktajiem projektiem. Tas ka faktoram 

nosacǭtais atalgojums ir tik augsts vidǛjais un interpretǛtais punktu lǭmenis liecina, 

ka lǭderi pievǛrġ lielu uzmanǭbu atalgojumam apmaiǺǕ pret sniegumu. Atalgojums 

ir ǕrǛjǕ motivǕcija, un tǕ ir svarǭga, lai uzǺǛmumǕ nodroġinǕtu radoġumu 

ilgtermiǺǕ (Amabile, 1995).  

Vadǭba ar izǺǛmumiem, (8.49., vidǛjs), ï novǛrtǛ, vai vadǭtǕjs citiem skaidro 

darba prasǭbas, vai ir apmierinǕts ar standarta sniegumu un vadǕs pǛc pǕrliecǭbas, 

ka ñja tas nav salauzts, nelabojiet toò. Ġis faktors ir saistǭts ar transaktǭvo lǭderǭbu 

(Bennis, 2009). Diskusijas vǛrts ir jautǕjums par ġǭ faktora piederǭbu pie lǭderǭbas, 

jo pazǭmes liecina, ka tas varǛtu tikt pieskaitǭts pie vadǭġanas faktoriem. Vadǭba ar 

izǺǛmumiem tiecas saglabǕt pastǕvoġo kǕrtǭbu (status quo) un izvairǭties no 

riskiem, un tǕ ir radoġumu nomǕcoġa uzvedǭba.  

NeiejaukġanǕs, (8.16, vidǛjs), ï novǛrtǛ, vai lǭderis ir prasǭgs, vai arǭ pieturas 

pie pǕrliecǭbas, ka vajag ñǸaut lietǕm ritǛt savu gaituò. AtġǵirǭbǕ no K. Levina, 

mȊsdienǕs tas netiek izdalǭts kǕ atseviġǵs lǭderǭbas stils. Autors uzskata, ka ġis 

faktors varǛtu bȊt saistǭts ar transformatǭvo lǭderǭbu; tomǛr ġai lǭderǭbai trȊkst 

izġǵiroġas transformatǭvǕs lǭderǭbas pazǭmes ï apstrǭdǛt status quo un aktǭvi meklǛt 
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konstruktǭvas pǕrmaiǺas. PatiesǭbǕ, neiejaukġanǕs var uzskatǭt par faktoru, kas 

pieder gan pie transaktǭvǕs gan pie transformatǭvǕs lǭderǭbas. T.Emabile apgalvo, 

ka brǭvǭba ir svarǭgs faktors, kas atbalsta inovǕcijas un radoġumu. NeiejaukġanǕs, 

(laissez-faire), mǛdz asociǛt ar brǭvǭbu. Ġis lǭderǭbas stils pieǸauj daudz brǭvǭbas, 

bet prasa Ǹoti augstu darbinieku motivǕciju, kas datorspǛǸu industrijas gadǭjumǕ 

tiek nodroġinǕta koncentrǛjoties uz atalgojumu. Spilgti izteikts neiejaukġanǕs 

faktors lǭderǭbǕ var radǭt difȊzijas efektu.  

Lǭderǭbu kopumǕ datorspǛǸu industrijǕ LatvijǕ, LietuvǕ, IgaunijǕ un SomijǕ var 

raksturot kǕ jauktu transformatǭvu un transaktǭvu lǭderǭbu. To apliecina augsts 

(visaugstǕkais) vǛrtǛjums transaktǭvajam lǭderǭbas faktoram nosacǭtais atalgojums - 

10.73 punkti. SaskaǺǕ ar datiem, lǭderǭba visvairǕk koncentrǛjas uz trim faktoriem 

ï nosacǭtais atalgojums (10,73), intelektuǕla stimulǛġana (8,77), un iedvesmojoġa 

motivǕcija (8,52).  

Lǭderǭbas pǛtǭjumi apstiprina, ka nav iespǛjams atrast ideǕlu lǭderǭbas stilu. 

IzvǛrtǛjot visus lǭderǭbas faktorus, autors konstatǛ, ka lǭderǭbas modelǭ dominǛ 

transformatǭvǕ lǭderǭba. Lǭderǭbas stils ir daudzu faktoru sajaukums, kur ir vǛrts 

noteikt dominǛjoġos faktorus; tǕdejǕdi lǭderǭba ir situǕcijas atribȊts ï to ietekmǛ 

situǕcija.  

 

Radoġumu veicinoġa klimata analǭze datorspǛǸu industrijǕ. 

 

Radoġumu veicinoġs klimats datorspǛǸu industrijǕ SomijǕ, IgaunijǕ, LatvijǕ un 

LietuvǕ tika mǛrǭts izmantojot KEYS metodoloǥisko instrumentu.  

KǕ pirmǕ tiek apskatǭta dimensija Brǭvǭba ï rǕdǭtǕjs 37, kas ir Ǹoti zems 

atbilstoġi KEYS instrumenta interpretǕcijai.  

Radoġumu stimulǛ tas, ka darba ǺǛmǛjiem ikdienǕ ir salǭdzinoġi liela 

autonomija, kǕ arǭ ǭpaġumtiesǭbas un kontrole pǕr savu darbu un idejǕm (Amabile, 

Conti, Coon, Lazenby, Herron, 1996). ĠǕdu, Ǹoti zemu vǛrtǛjumu, var izskaidrot ar 

koncentrǛġanos uz atalgojumu ï gan lǭderǭbas faktoram, kur faktoram nosacǭtais 

atalgojums ir augstǕkais punktu skaits lǭderǭbas novǛrtǛjumǕ, gan arǭ organizǕcijas 

kultȊras profilam - uzsvars uz atlǭdzǭbu, arǭ ir konstatǛts augstǕkais punktu skaits 

(4,40), salǭdzinot ar visiem citiem organizǕcijas kultȊras profiliem. SpǛcǭga saikne 

starp lǭderǭbas faktoru un organizǕcijas kultȊras profilu apstiprina teorǛtisko 

pieǺǛmumu, ka lǭderǭba veido kultȊru (Denison, 2012; Schein 2010). Visu 

dimensiju vǛrtǛjums atspoguǸots attǛlǕ Nr. 3.  
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AttǛls Nr. 3. KEYS punkti Radoġumu veicinoġa klimata novǛrtǛjumǕ datorspǛǸu 

industrijǕ SomijǕ, IgaunijǕ, LatvijǕ un LietuvǕ 

 

PastǕv negatǭvas korelǕcijas starp lǭderǭbas faktoru nosacǭtais atalgojums un 

radoġumu veicinoġa klimata dimensijǕm brǭvǭba, vadǭbas atbalsts, organizatoriskie 

ġǵǛrġǸi, un darba apjoms. Nav vienota viedokǸa, vai dimensija brǭvǭba ir bȊtiska 

radoġumu veicinoġa dimensija. Brǭvǭba ir bȊtiski svarǭga radoġumam (McLean, 

Laird, 2005). TomǛr, ġǭ dimensija nav izġǵiroġa (Amabile, Conti, Coon, 1996). 

VienmǛr pastǕv brǭvǭbas ǭstenoġanas ierobeģojumi un radoġu ideju ǥenerǛġana nav 

izǺǛmums. Dimensijai brǭvǭba ir izteikta korelǕcija ar lǭderǭbas faktoru 

neiejaukġanǕs (0,887), kas daģreiz tiek saukts par ñbrǭvǭbas lǭderǭbuò kǕ arǭ 

vǛrojama korelǕcija ar organizǕcijas kultȊras profilu stabilitǕte (0,922). 

PieǺǛmumu, ka lǭderǭbas faktoram nosacǭtais atalgojums ir negatǭva ietekme uz 

dimensiju brǭvǭba, apstiprina lineǕrǕs regresijas analǭze - ietekmes ɓ = - 0,258. 

Atbilstoġi lineǕrajai regresijai analǭzei, dimensiju brǭvǭba galvenokǕrt ietekmǛ 

lǭderǭbas faktors individualizǛta uzmanǭba, kur ɓ = 0,302 un vadǭba ar 

izǺǛmumiem, kur ɓ = - 0,192. KonstatǛta bȊtiska negatǭva korelǕcija starp 

transaktǭvu lǭderǭbas faktoru vadǭba ar izǺǛmumiem un radoġumu veicinoġu 

klimatu. To, iespǛjams, izraisǭjis misijas trȊkums vai slikta komunikǕcija. Ġo 

pieǺǛmumu apstiprina fakts, ka nav atklǕtas bȊtiskas korelǕcijas starp 

transformatǭvo lǭderǭbas faktoru idealizǛta ietekme un radoġumu veicinoġu klimatu. 

Tas varǛtu bȊt saistǭts arǭ ar to, ka lǭderǭbǕ trȊkst harizmǕtisku elementu. PastǕv 

uzskats, ka tas varǛtu liecinǕt arǭ par lǭderǭbas nepiepildǭtas iekġǛjǕs motivǕcijas 

vajadzǭbǕm.  

Dimensija Izaicinoġs darbs ï rǕdǭtǕjs 59, kas ir augsts atbilstoġi KEYS 

instrumenta interpretǕcijai.  
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IzaicinǕjums pats par sevi, un izaicinoġs darbs, ir plaġi atzǭts kǕ radoġumu 

veicinoġs faktors. Dimensija izaicinoġs darbs korelǛ ar organizǕcijas kultȊras 

profilu uzsvars uz atlǭdzǭbu (0,634), un lǭderǭbas faktoru nosacǭtais atalgojums 

(0,827). LineǕrǕs regresijas analǭze apstiprina rezultǕtus - lǭderǭbas faktoru 

nosacǭtais atalgojums, kur ɓ = 0.704, un organizǕcijas kultȊras profila uzsvars uz 

atlǭdzǭbu, kur ɓ = 0.368. Ġie rezultǕti ġǵiet ticami, jo visbieģǕk cilvǛki ir gatavi 

uzǺemties veikt izaicinoġu darbu, ja par to tiek piedǕvǕta lielǕka atlǭdzǭba. 

Pamatojoties uz lineǕro regresijas analǭzi, dimensija izaicinoġs darbs lielǕ mǛrǕ ir 

pretnostatǕma dimensijai brǭvǭba. TǕdi lǭderǭbas faktori kǕ individualizǛta 

uzmanǭba un vadǭba ar izǺǛmumiem atstǕj negatǭvu ietekmi uz dimensiju 

izaicinoġs darbs; tajǕ paġǕ laikǕ faktors intelektuǕla stimulǛġana to ietekmǛ 

pozitǭvi, jo ɓ = 0.305. Cieġu saistǭbu starp lǭderǭbas faktoru intelektuǕla 

stimulǛġana un dimensiju izaicinoġs darbs apstiprina arǭ vairǕkas teorijas 

(Podsakoff, MacKenzie, 1996; Yukl, 2010). Izaicinoġs darbs bieģi tiek saistǭts ar 

fokusǛġanos uz konkurǛtspǛju un veiktspǛju. LineǕrǕ regresijas analǭze apstiprina 

lǭdzǭgu ietekmi ï organizǕcijas kultȊras profila orientǕcija uz sniegumu ɓ = 0,372. 

VislielǕko ietekmi uz radoġumu veicinoġu klimatu atstǕj tieġi organizǕcijas 

kultȊras profils uzsvars uz atlǭdzǭbu. Vienlaicǭgi atklǕtas bȊtiskas korelǕcijas ar 

profilu orientǕcija uz sniegumu, kas apliecina ġo profilu saistǭbu savǕ starpǕ.  

Dimensijai Vadǭbas atbalsts ï rǕdǭtǕjs 44, kas ir zems atbilstoġi KEYS 

instrumenta interpretǕcijai.  

Vadǭbas atbalsts korelǛ ar lǭderǭbas faktoriem individualizǛta uzmanǭba (0.890), 

un iedvesmojoġa motivǕcija (0.866), un ġie rezultǕti gȊst apstiprinǕjumu arǭ 

lǭderǭbas teorijǕ. IndividualizǛta uzmanǭba, kǕ transformatǭva lǭdera uzvedǭba, 

parasti tiek uzskatǭta par atbalstoġu (Bass, 1995). Ġo pieǺǛmumu apstiprina 

korelǕcija ar organizǕcijas kultȊras profilu atbalsts (0.895). LineǕrǕs regresijas 

analǭze apstiprina saistǭbu ar iepriekġ minǛto lǭderǭbas faktoru individualizǛta 

uzmanǭba, kur ɓ = 0.115 un organizǕcijas kultȊras profilu atbalsts, kur ɓ = 0.117. 

Svarǭgi atzǭmǛt, ka ir saites ar organizǕcijas kultȊras profilu uzsvars uz atlǭdzǭbu, 

kur ɓ = 0.159. Ġis novǛrojums apstiprina izteiktu koncentrǛġanos uz atalgojumu kǕ 

galveno lǭdervadǭbas instrumentu attiecǭgajǕs organizǕcijǕs. Profils uzsvars uz 

atlǭdzǭbu tiek atzǭts par dimensijas vadǭbas atbalsts ietekmǛjoġu faktoru, kas liek 

domǕt, ka atlǭdzǭba tiek izmantota kǕ spǛcǭgs vadǭbas atribȊts un liecina par 

transaktǭvǕs lǭderǭbas klǕtbȊtni pǛtǭtajǕs organizǕcijǕs.  

Dimensija Darba grupas atbalsts ï rǕdǭtǕjs 55, kas ir vidǛjs atbilstoġi KEYS 

instrumenta interpretǕcijai.  

Darba grupas atbalsts korelǛ ar lǭderǭbas faktoriem nosacǭtais atalgojums 

(0.634), un intelektuǕla stimulǛġana (0.445). Ġos pieǺǛmumus pamato lineǕrǕ 

regresijas analǭze ï nosacǭtais atalgojums ɓ = 0,246, un intelektuǕla stimulǛġana, 

kur ɓ = 0,135. TǕ nav ierasta situǕcija, kad koncentrǛġanǕs uz atalgojumu saskan ar 

darba grupas atbalstu, jo koncentrǛġanǕs uz atalgojumu var izraisǭt nevajadzǭgu 

konkurenci starp grupas dalǭbniekiem, tomǛr situǕcija attiecǭgajǕ industrijǕ kaut 

kǕdǕ ziǺǕ ir unikǕla ï atlǭdzǭba galvenokǕrt ir prǛmijas, ko maksǕ tikai tad, ja tirgȊ 

tiek izlaista veiksmǭga spǛle, un pǕrdoġanas rezultǕti ir labi. SpǛles panǕkumi ir 

Ǹoti lielǕ mǛrǕ atkarǭgi no komandas sadarbǭbas. ĠǕdǕ modelǭ komandas centieni 

un atbilstoġs atbalsts komandǕ ir bȊtiski, lai saǺemtu gaidǭto atalgojumu.  
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Dimensija OrganizǕcijas atbalsts ï rǕdǭtǕjs 43, kas ir zems atbilstoġi KEYS 

instrumenta interpretǕcijai.  

OrganizǕcijas atbalsts korelǛ ar lǭderǭbas faktoriem iedvesmojoġa motivǕcija 

(0.796), un idealizǛta ietekme, kǕ arǭ ar organizǕcijas kultȊras profiliem atbalsts 

(0.895), un orientǕcija uz sniegumu (0.851). LineǕrǕs regresijas analǭze apstiprina 

saistǭbu ar organizǕcijas kultȊras profiliem orientǕcija uz sniegumu, kur ɓ = 0.317 

un konkurǛtspǛja, kur ɓ = 0.190. OrganizǕcijas atbalsts ir saistǭts ar fokusǛġanos uz 

apbalvojumu gan lǭderǭbǕ gan kultȊrǕ ï lǭderǭbas faktors nosacǭtais atalgojums ɓ = 

0.205, un profils uzsvars uz atlǭdzǭbu, kur ɓ = 0.227.  

Dimensija Organizatoriskie ġǵǛrġǸi ï rǕdǭtǕjs 47, kas ir vidǛjs atbilstoġi KEYS 

instrumenta interpretǕcijai.  

Organizatoriskie ġǵǛrġǸi korelǛ ar lǭderǭbas faktoru Vadǭba ar izǺǛmumiem 

(0.910), un to varǛtu izskaidrot ar resursu pieġǵirġanu tur, kur tie dotajǕ brǭdǭ 

visvairǕk nepiecieġami. Ġǭ dimensija korelǛ arǭ ar organizǕcijas kultȊras profilu 

stabilitǕte (0.949). LineǕrǕs regresijas analǭze apstiprina ï saistǭba starp stabilitǕte 

un organizatoriskie ġǵǛrġǸi ir ɓ = 0.220.  

Dimensija Resursu pietiekamǭba ï rǕdǭtǕjs 51, kas ir vidǛjs atbilstoġi KEYS 

instrumenta interpretǕcijai.  

Resursu pietiekamǭba korelǛ ar lǭderǭbas faktoriem nosacǭtais atalgojums 

(0.555), un intelektuǕla stimulǛġana (0.272). TǕpat vǛrojama saikne ar 

organizǕcijas kultȊras profilu uzsvars uz atlǭdzǭbu (0.444). LineǕrǕs regresijas 

analǭze apstiprina saikni ar profilu uzsvars uz atlǭdzǭbu, kur ɓ = 0.177 un profilu 

orientǕcija uz sniegumu, kur ɓ = 0. 160. Tas ir izskaidrojams ar to, ka attiecǭgajai 

industrijai ir pietiekami resursi ï pastǕv iespǛja pieġǵirt nepiecieġamos resursus 

apmaiǺǕ pret augstas veiktspǛjas orientǕciju. Saistǭba ar faktoru nosacǭtais 

atalgojums tiek apstiprinǕta ar ɓ = 0. 176. Dimensijas resursu pietiekamǭba analǭze 

apstiprina, ka attiecǭgajǕ industrijǕ liela uzmanǭba tiek pievǛrsta atalgojumam.  

Dimensija Darba apjoms ï rǕdǭtǕjs 52, kas ir vidǛjs atbilstoġi KEYS 

instrumenta interpretǕcijai.  

Dimensija darba apjoms korelǛ ar lǭderǭbas faktoriem intelektuǕla stimulǛġana 

(0.676), un individualizǛta uzmanǭba (0.637). Tas atbilst industrijas specifikai ï 

bieģi vien darbinieki tiek novǛrtǛti individuǕli, tǕdǕ veidǕ atrodot vispiemǛrotǕkos 

darbiniekus daģǕdu uzdevumu izpildei. Dimensija darba apjoms negatǭvi korelǛ ar 

organizǕcijas kultȊras profilu orientǕcija uz sniegumu (-0.621). LineǕrǕs regresijas 

analǭze norǕda uz sekojoġǕm likumsakarǭbǕm: lǭderǭbas faktori intelektuǕla 

stimulǛġana, kur ɓ = 0.167, individualizǛta uzmanǭba, kur ɓ = 0.129, un nosacǭtais 

atalgojums, kur ɓ = 0.125. KonstatǛta saistǭba ar sekojoġiem organizǕcijas kultȊras 

profiliem: uzsvars uz atlǭdzǭbu, kur ɓ = 0.288 un stabilitǕte, kur ɓ = 0.224, kǕ arǭ 

negatǭva ietekme ar profilu orientǕcija uz sniegumu, kur ɓ = - 0.203.  

Dimensija Radoġums ï rǕdǭtǕjs 59, kas ir augsts atbilstoġi KEYS instrumenta 

interpretǕcijai.  

Radoġuma dimensija korelǛ ar lǭderǭbas faktoriem nosacǭtais atalgojums 

(0.802) un iedvesmojoġa motivǕcija (0.599), kǕ arǭ ar organizǕcijas kultȊras 

profiliem inovǕcija (0.594) un uzsvars uz atlǭdzǭbu (0.593). LineǕrǕs regresijas 

analǭze uzrǕda sekojoġus rezultǕtus ï ietekme ar lǭderǭbas faktoriem nosacǭtais 

atalgojums, kur ɓ = 0.342, intelektuǕla stimulǛġana, kur ɓ = 0.170, un negatǭva 
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ietekme ar faktoru vadǭba ar izǺǛmumiem, kur ɓ = - 0.191. Saistǭba ar 

organizǕcijas kultȊras profiliem ir ġǕda - uzsvars uz atlǭdzǭbu, kur ɓ = 0.356, un 

konkurǛtspǛja, kur ɓ = 0.212. PastǕv arǭ negatǭva ietekme ar profilu atbalsts, kur ɓ 

= - 0.119.  

Dimensija ProduktivitǕte ï rǕdǭtǕjs 53, kas ir vidǛjs atbilstoġi KEYS 

instrumenta interpretǕcijai.  

ProduktivitǕtes dimensijai konstatǛtas sekojoġas korelǕcijas: lǭderǭbas faktori 

intelektuǕla stimulǛġana (0.310) un iedvesmojoġa motivǕcija (0.210). KorelǕcijas 

starp produktivitǕtes dimensiju un organizǕcijas kultȊras profiliem ir ġǕdas: 

konkurǛtspǛja (0.257), uzsvars uz atlǭdzǭbu (0.622). LineǕrǕs regresijas analǭze 

piedǕvǕ ġǕdas sakarǭbas: lǭderǭbas faktori nosacǭtais atalgojums, kur ɓ = 0.116 un 

intelektuǕla stimulǛġana, kur ɓ = 0.114, kǕ arǭ organizǕcijas kultȊras profili uzsvars 

uz atlǭdzǭbu, kur ɓ = 0.283 un stabilitǕte, kur ɓ = 0.130. 

KopumǕ radoġumu veicinoġa klimata lǭmenis atzǭstams par augstu. Atseviġǵas 

dimensijas uzrǕda zemu punktu skaitu, tomǛr vairums dimensiju ir virs vidǛja 

lǭmeǺa, kǕ arǭ radoġuma dimensija novǛrtǛta kǕ augsta un robeģojas ar Ǹoti augstu. 

KonstatǛts, ka vienlǭdz svarǭga ir gan iekġǛjǕ, gan ǕrǛja motivǕcija.  

OrganizǕcijas kultȊras analǭze datorspǛǸu industrijǕ.  

 

OrganizǕcijas kultȊra datorspǛǸu industrijǕ LatvijǕ, LietuvǕ, IgaunijǕ un SomijǕ 

tika mǛrǭta, izmantojot OCPR (Organizational Culture Profile Revised, Sarros et 

al, 2005) instrumentu. Visos septiǺos organizǕcijas kultȊras profilos ir iegȊti 

sekojoġi rezultǕti ï no 3,45 punkti lǭdz 4,40 punkti no iespǛjamajiem 5 punktiem. 

Lai noteiktu intervǕlu starp pozitǭvo un negatǭvo organizǕcijas kultȊras profilu 

novǛrtǛjumu no respondentu puses, tika izmantots vidǛjais punktu skaits 3,6, 

tǕdejǕdi rezultǕti virs 3,6 norǕda uz pozitǭvu novǛrtǛjumu, un punktu skaits, kas ir 

zemǕks par 3,6, liecina par negatǭvu novǛrtǛjumu attiecǭbǕ uz konkrǛto profilu. 

Pamatojoties uz ġo sadali, var secinǕt, ka pieci organizǕcijas kultȊras profili  

datorspǛǸu industrijǕ, tiek novǛrtǛti pozitǭvi, un divus no tiem respondenti novǛrtǛ 

negatǭvi. VidǛjie lielumi, kas iegȊti no aptaujas atspoguǸoti attǛlǕ Nr. 3.  
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AttǛls Nr. 4. OrganizǕcijas kultȊras profilu vidǛjie lielumi. 

 OrganizǕcijas kultȊrǕ dominǛ trǭs profili. Tie ir profili, kas saǺǛmuġi 

visaugstǕko novǛrtǛjumu - Uzsvars uz atlǭdzǭbu, novǛrtǛts ar 4,40, KonkurǛtspǛja, 

novǛrtǛts ar 4,35, OrientǕcija uz sniegumu, novǛrtǛts ar 4,09. KonstatǛts vǛl viens 

profils, kas ir novǛrtǛts augstǕk par 4 ï tas ir InovǕcijas, novǛrtǛts ar 4,03 

punktiem. Profils StabilitǕte saǺǛmis zemǕko vǛrtǛjumu - 3,45, tajǕ paġǕ laikǕ 

SociǕlǕ Atbildǭba novǛrtǛts ar 3,52 un Atbalsts ar 3,69. VairǕkiem organizǕcijas 

kultȊras profiliem ir konstatǛta mediatora loma. 

 

Galvenie pǛtnieciskie atzinumi. 

 

 PǛtǭjums aptver abas subkultȊras ï darbiniekus un vadǭbu. Gan transaktǭvajai, 

gan transformatǭvajai lǭderǭbai ir bȊtiskas saiknes ar radoġumu veicinoġu klimatu. 

VisbȊtiskǕkǕs korelǕcijas ir saistǭtas ar transformatǭvǕs lǭderǭbas faktoriem, tomǛr 
ir pǕrstǕvǛti arǭ transaktǭvǕs lǭderǭbas faktori. PastǕv bȊtiska, tieġa korelǕcija starp 

transformatǭvǕs lǭderǭbas un transaktǭvǕs lǭderǭbas faktoriem un radoġumu 

veicinoġu klimatu, kǕ arǭ konstatǛti organizǕcijas kultȊras profili, kuriem ir 

mediatora loma. GalvenǕs atziǺas apkopotas attǛlǕ Nr. 4. 
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AttǛls Nr. 5. NozǭmǭgǕkǕs lǭderǭbas, organizǕcijas kultȊras mediatora lomas un 

radoġumu veicinoġa klimata korelǕcijas. 

 

 TransformatǭvǕs lǭderǭbas faktors intelektuǕlǕ stimulǕcija tieġi ietekmǛ 

dimensiju radoġums, kur ɓ = 0,270, un ir konstatǛts, ka ġis faktors ietekmǛ 

radoġumu pozitǭvi un visbȊtiskǕk starp visiem citiem transformatǭvǕs lǭderǭbas 

faktoriem. Ġis secinǕjums atbilst vairǕkiem teorǛtiskajiem un praktiskajiem 

pǛtǭjumiem, un atbalsta viedokli, ka intelektuǕlǕ stimulǕcija ir viens no 

bȊtiskǕkajiem lǭderǭbas aspektiem, kas palǭdz veidot radoġumu un inovǕcijas 

veicinoġu klimatu (Bass, Avalio, Jung 1999). VǛl viens secinǕjums par 

transformatǭvǕs lǭderǭbas faktoru intelektuǕlǕ stimulǕcija ir tǕds, ka ġim faktoram ir 

pozitǭva un bȊtiska ietekme uz organizǕcijas kultȊras profilu konkurǛtspǛja, kur ɓ 

= 0,129.  

 SaskaǺǕ ar pǛtǭjumu, lǭderǭbas faktors intelektuǕlǕ stimulǕcija atbalsta uz 

konkurǛtspǛju orientǛtas organizǕcijas kultȊras profilu. OrganizǕcijas kultȊra kas 

orientǛta uz konkurǛtspǛju atbilst spǛcǭgajai konkurences sǕncensǭbai datorspǛǸu 

industrijǕ. TurklǕt, organizǕcijas kultȊras profilam konkurǛtspǛja ir pozitǭva un 

nozǭmǭga ietekme uz dimensiju radoġums, kur ɓ = 0,212. KonstatǛta transaktǭvǕs 

lǭderǭbas faktora negatǭva ietekme ï faktors vadǭba ar izǺǛmumiem bȊtiski un 

negatǭvi ietekmǛ dimensiju radoġums, kur ɓ = - 0,191. TajǕ paġǕ laikǕ faktoram 

vadǭba ar izǺǛmumiem ir pozitǭva un bȊtiska ietekme uz organizǕcijas kultȊras 

profilu atbalsts, kur ɓ = 0,298. TransformatǭvǕs lǭderǭbas faktoram iedvesmojoġa 

motivǕcija arǭ ir pozitǭva un bȊtiska korelǕcija ar to paġu organizǕcijas kultȊras 

profilu ï atbalsts, kur ɓ = 0,328. OrganizǕcijas kultȊras profilam atbalsts ir 
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pozitǭva un bȊtiska ietekme uz dimensiju radoġums, kur ɓ = 0,219. OrganizǕcijas 

atbalsts ir plaġi atzǭta kǕ dimensija, kas veicina radoġumu un inovǕciju. Kad 

organizǕcija atbalsta individuǕlu radoġumu, tas pǕrvǛrġas inovǕcijǕ, kas savukǕrt 

atkal atbalsta individuǕlo radoġumu. ĠajǕ pǛtǭjumǕ iegȊtie rezultǕti ir saskaǺǕ ar 

teorǛtiskajiem un praktiskiem pǛtǭjumiem.  

 TransaktǭvǕs lǭderǭbas faktoram noteikta atlǭdzǭba ir pozitǭva un ievǛrojama 

korelǕcija ar dimensiju radoġums, kur ɓ = 0,342 un dimensiju produktivitǕte, kur ɓ 

= 0,116. Lǭderǭbas faktoram noteikta atlǭdzǭba ir korelǕcija ar diviem organizǕcijas 

kultȊras profiliem - uzsvars uz atalgojumu, kur ɓ = 0,116, un ievǛrojama negatǭva 

ietekme uz profilu stabilitǕte, kur ɓ = - 0,394. Tas, ka transaktǭvǕs lǭderǭbas 

faktoram ir ievǛrojama un pozitǭva ietekme uz radoġumu veicinoġu klimatu ir 

pretrunǕ vairumam pǛtǭjumu, tomǛr, zinǕms skaits pǛtnieku nonǕkuġi pie lǭdzǭga 

secinǕjuma ï transaktǭvǕ lǭderǭba spǛj veidot pozitǭvi ietekmi uz radoġumu 

(Knippenberg, Sitkin, 2013; Krause 2004; Basu, Green, 2006). Atbilstoġa 

atalgojuma sistǛma ir bȊtiska, lai uzǺǛmumǕ nodroġinǕtu ilgtspǛjǭgu radoġumu 

veicinoġu klimatu (Amabile, 1996).  

 OrganizǕcijas kultȊras profili ar mediatora lomu atspoguǸoti attǛlǕ Nr.5. 

Atbilstoġi pǛtǭjumam, visi organizǕcijas kultȊras profili atstǕj ietekmi uz radoġumu 

veicinoġu klimatu. PastǕv divi organizǕcijas kultȊras profili, kuriem ir visbȊtiskǕkǕ 

mediatora loma ï atbalsts un uzsvars uz atalgojumu. Profils atbalsts ir mediators 

transformatǭvǕs lǭderǭbas faktoram iedvesmojoġa motivǕcija un transaktǭvǕs 

lǭderǭbas faktoram vadǭba ar izǺǛmumiem. Otrs, ne mazǕk svarǭgs novǛrojums ir 

par organizǕcijas kultȊras profilu uzsvars uz atalgojumu, kas ir mediators 

transaktǭvǕs lǭderǭbas faktoram noteikta atlǭdzǭba. Profils uzsvars uz atalgojumu ar 

mediatora efektu ietekmǛ dimensijas radoġums un produktivitǕte.  

 

 

 

 
 

AttǛls Nr. 6. OrganizǕcijas kultȊras profili ar mediatora lomu 
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  OrganizǕcijas lǭderǭba un vadǭba rada tǕs sociǕlo kontekstu - klimatu, un 

organizǕcijas darbinieki tajǕ ir visvairǕk iesaistǭti (DubkǛviļs, 2019); tǕdǛjǕdi 

darbinieki ir klimata pǛtǭjumu galvenais pǛtniecǭbas objekts (Denison, 1996). Ġǭ 

pǛtǭjuma ietvaros iespǛjams izvǛrtǛt atseviġǵi vadǭbas subkultȊras viedokli par 

radoġumu veicinoġu klimatu. Vadǭbas skatǭjums uz radoġumu veicinoġu klimatu 

atġǵiras no darbinieku subkultȊras. DetalizǛts ieskats tiek sniegts tabulǕ Nr. 2. 

 

Tabula Nr. 2. 

Salǭdzinoġais radoġumu veicinoġa klimata novǛrtǛjums datorspǛǸu industrijǕ Ǻemot 

vǛrǕ visus aptaujǕtos, vadǭbas subkultȊru, KEYS datu bǕzi un uzǺǛmǛjdarbǭbas 

vadǭbas literatȊru. 

 
 

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

 

 TabulǕ apkopotie dati paver iespǛju veikt uzlabojumus ï tǕdas dimensijas kǕ 

brǭvǭba, vadǭbas atbalsts un organizǕcijas atbalsts ir novǛrtǛti zemǕk, kǕ KEYS 

datubǕzes vǛrtǛjumi lǭdzǭgǕs industrijǕs. Ǭpaġu uzmanǭbu bȊtu vǛrts pievǛrst 

dimensijai organizǕcijas atbalsts - saskaǺǕ ar teoriju, tǕ ir bȊtiska radoġumu un 

inovǕcijas veicinoġa klimata dimensija. ǹemot vǛrǕ visas klimata komponentes, 
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Brǭvǭba
Ƿoti zemsZems VidǛjsNozǭmǭgs/mazǕk nozǭmǭgs

Izaicinoġs darbs Augsts VidǛjsVidǛjs Nozǭmǭgs 

Vadǭbas atbalstsZems VidǛjsVidǛjs Nozǭmǭgs 

Darba grupas atbalsts VidǛjsVidǛjsVidǛjs Nozǭmǭgs 

OrganizǕcijas atbalstsZems Zems VidǛjs Nozǭmǭgs 

Organizatoriskie ġǵǛrġǸiVidǛjsZems Augsts Nozǭmǭgs 

Resursu pietiekamǭbaVidǛjsAugsts VidǛjsNozǭmǭgs/mazǕk nozǭmǭgs

Darba apjoms VidǛjsVidǛjsVidǛjsMazǕk nozǭmǭgs

Radoġums Augsts Augsts VidǛjs

ProduktivitǕteVidǛjsAugsts VidǛjs
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radoġumu veicinoġa klimata vǛrtǛjums atklǕj trȊkumus. Vadǭbas praksi var 

uzlabot, jo ǭpaġi pievǛrġot uzmanǭbu dimensijǕm, kas prasa darbinieku iekġǛjo 

motivǕciju. Lǭderǭbas novǛrtǛjums atklǕj jaukta tipa lǭderǭbu, kur bȊtiska loma ir 

gan transformatǭvai, gan transaktǭvajai lǭderǭbai, tǕdejǕdi abi lǭderǭbas stili ir 

nosaucami par komplementǕriem. Abas subkultȊras ir vienisprǕtis par 

organizǕcijas kultȊras mediatora lomu, kǕ arǭ par dimensijǕm radoġums un 

produktivitǕte.  

 Pateicoties pǛtǭjumam, var konstatǛt, ka daģǕdiem lǭderǭbas faktoriem ir 

atġǵirǭga, gan pozitǭva, gan negatǭva ietekme uz radoġumu veicinoġu klimatu 

organizǕcijǕ, tǕdejǕdi organizǕcija var veikt mǛrǵtiecǭgus pasǕkumus klimata 

uzlaboġanai. KopumǕ, pieci lǭderǭbas faktori un trǭs organizǕcijas kultȊras profili 

atstǕj bȊtisku ietekmi uz radoġumu veicinoġu klimatu organizǕcijǕ. PǛtǭjuma autors 

rekomendǛ vairǕk praktizǛt divus lǭderǭbas faktorus ï un abi ir transformatǭvǕs 

lǭderǭbas faktori - intelektuǕlǕ stimulǕcija un iedvesmojoġa motivǕcija. PǛtǭjums 

apstiprina, ka ġiem diviem faktoriem ir pozitǭva ietekme uz radoġumu veicinoġu 

klimatu. Ieteicams mazǕk praktizǛt divus lǭderǭbas faktorus ï neiejaukġanǕs, un 

transaktǭvo lǭderǭbas faktoru ï vadǭba ar izǺǛmumiem.  

 PǛtǭjums apstiprina, ka ġiem diviem faktoriem ir negatǭva ietekme uz radoġumu 

veicinoġu klimatu. Ieteicams turpinǕt praktizǛt transaktǭvǕs lǭderǭbas faktoru 

noteikta atlǭdzǭba, jo pǛtǭjums apstiprina pozitǭvu ietekmi uz radoġumu veicinoġu 

klimatu. Noteikta atlǭdzǭba ir spǛcǭgi izteikts faktors; tǕdǛjǕdi nav ieteicams to 

praktizǛt vǛl vairǕk; svarǭgi ir saglabǕt lǭdzsvaru starp daģǕdiem lǭderǭbas 

faktoriem.  

 KonstatǛti trǭs organizǕcijas kultȊras profili, kas bȊtiski ietekmǛ radoġumu 

veicinoġu klimatu ï konkurǛtspǛja, atbalsts un uzsvars uz atalgojumu. Ieteicams 

nostiprinǕt vǛrtǭbas un rǭcǭbu, kas atbilst organizǕcijas kultȊras profilam atbalsts, jo 

ġis profils ir zemǕ lǭmenǭ un bȊtiski ietekmǛ radoġumu veicinoġu klimatu.  

 Promocijas darba rezultǕtus izvǛrtǛja arǭ organizǕciju vadǭba, pǛtniecǭba tika 

novǛrtǛta pozitǭvi, rezultǕti tika atzǭti par noderǭgiem un pielietojamiem, kǕ arǭ tika 

izteikta vǛlme turpinǕt padziǸinǕtu pǛtǭjumu atseviġǵǕs organizǕcijǕs. 

 2019. gada vasaras sǕkumǕ pǛtǭjuma rezultǕti tika prezentǛti uzǺǛmumu 

vadǭbai. Seġi uzǺǛmumi tika apmeklǛti klǕtienǛ, tiekoties birojǕ, septiǺiem 

uzǺǛmumiem pǛtǭjuma rezultǕti tika parǕdǭti un izskaidroti attǕlinǕti, izmantojot 

programmu Skype.  

 Balstoties uz saǺemto atgriezenisko saiti no pǛtǭjuma dalǭbniekiem, 

atseviġǵiem uzǺǛmumiem tika veikta papildus, padziǸinǕta datu analǭze, kǕ arǭ tika 

piedǕvǕti jauni pǛtǭjumi un jauni pǛtnieciskie instrumenti atseviġǵǕs organizǕcijǕs. 

Vadǭbas atgriezeniskǕ saite un vǛlmes perspektǭvai pǛtniecǭbai  atspoguǸota tabulǕ 

Nr. 3.  
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Tabula Nr. 3 

Vadǭbas atgriezeniskǕ saite un vǛlmes perspektǭvai pǛtniecǭbai  

 

TǛmas PǛtniecisko rezultǕtu 

vǛrtǛjums vadǭbas 

subkultȊrǕ 

Vadǭbas ieteikumi 

pǛtniecǭbas perspektǭvǕ 

Lǭderǭba - PraktiskǕs lietderǭbas 

vǛrtǛjums pozitǭvs 

- PadziǸinǕta, 

paplaġinǕta lǭderǭbas 

analǭze  

- MotivǕcijas izpǛte 

izmantojot aptaujlapu 

metodiku 

Radoġumu veicinoġs 

klimats 

- - PraktiskǕs lietderǭbas 

vǛrtǛjums pozitǭvs, 

lǭdzǭgi pǛtǭjumi lǭdz 

ġim nav bijuġi 

- - Klimata analǭze 

atseviġǵǕs organizǕcijǕs 

izmantojot KEYS 

metodiku 

OrganizǕcijas kultȊra - PraktiskǕs lietderǭbas 

vǛrtǛjums pozitǭvs, 

lǭdzǭgi pǛtǭjumi lǭdz 

ġim nav bijuġi 

- OrganizǕcijas kultȊras 

padziǸinǕta analǭze 

izmantojot paplaġinǕtu 

OCP metodiku vai 

izmantojot OCAI 

metodiku 

 SecinǕjumi tika atzǭti par pieǺemamiem, atbilstoġi saǺemtajǕm atsauksmǛm, tie 

atspoguǸo situǕciju industrijǕ. Priekġlikumi novǛrtǛti kǕ potenciǕli pielietojami 

radoġumu veicinoġa klimata pilnveidoġanai pǛtǭtajǕs organizǕcijǕs.  

 Esoġais transformatǭvǕs lǭderǭbas modelis ġobrǭd nodroġina kopumǕ augstu 

radoġumu, un attiecǭbu lǭmenǭ, modelis transformatǭvǕ lǭderǭba ï organizǕcijas 

radoġumu veicinoġs klimats, ir vǛrtǛjams kǕ efektǭvs. Lǭderǭba vǛrtǛjama kǕ 

efektǭva organizǕcijas kultȊras funkcionalitǕtes un mediatora lomas pozitǭvǕ 

ietekmǛ uz radoġumu veicinoġa klimata veidoġanu.  
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SecinǕjumi un priekġlikumi 

 

SecinǕjumi 

 

1) CilvǛku resursu pǕrvaldǭba mȊsdienǕs kǸȊst par vienu no viskritiskǕkajiem 

izaicinǕjumiem organizǕcijǕs. Tieġi darbinieki ar augstu radoġo potenciǕlu 

nosaka organizǕcijas konkurǛtspǛju tirgȊ. 

2) IndividuǕlais radoġums ir saistǭts ar organizǕcijas orientǕciju uz inovǕcijǕm ko 

ietekmǛ praktizǛtais lǭderǭbas modelis konkrǛtǕ organizǕcijǕ un situǕcijǕ.  

3) ZinǕtniskǕs literatȊras teorǛtiskǕ analǭze uzǺǛmǛjdarbǭbas vadǭbas jomǕ liecina, 

ka transformatǭvǕ lǭderǭba pozitǭvi ietekmǛ radoġumu veicinoġu klimatu, 

atseviġǵi pǛtǭjumi apliecina pretǛjo ï transaktǭvǕ lǭderǭba salǭdzinoġi vairǕk 

pozitǭvi ietekmǛ radoġumu veicinoġu klimatu. 

4) Transformatǭvo lǭderǭbu raksturo orientǕcija uz pǕrmaiǺǕm, cilvǛkresursu 
radoġǕ potenciǕla attǭstǭba, iekġǛjǕ motivǕcija, personǭgǕ autoritǕte, lǭderu un tǕ 

sekotǕju savstarpǛjs dialogs, ilgtermiǺa radoġums un inovǕcijas, kas kopumǕ 

veicina organizǕcijas konkurǛtspǛju.  

5) BȊtiska transformatǭvǕs lǭderǭbas pazǭme, kas ietekmǛ individuǕlo radoġumu un 

organizǕcijas klimata potenciǕlo radoġumu ir iekġǛjǕ motivǕcija. Vienlaicǭgi 

jǕuzsver, ka iekġǛjǕ motivǕcija ir cieġi saistǭta ar ǕrǛjo motivǕciju. PǛtǭjums 

apstiprina viedokli, ka iekġǛjǕ un ǕrǛjǕ motivǕcijas ir savstarpǛji saistǭtas un 

ietekmǛ viena otru, un ilgtspǛjǭgs radoġums ir jǕatbalsta ar pietiekamiem 

resursiem, tostarp atalgojumu. 

6) OrganizǕcijas iekġǛjǕ vide - kultȊra un klimats, ir bȊtiski svarǭgi faktori kas 

nodroġina organizǕcijas radoġo kapacitǕti. 

7) OrganizǕcijas klimats ir daudzdimensionǕlu faktoru kopums. GalvenǕs 

radoġumu veicinoġǕs klimata dimensijas ir: brǭvǭba, izaicinoġs darbs, vadǭbas 

atbalsts, darba grupas atbalsts, organizǕcijas atbalsts, organizatoriskie ġǵǛrġǸi, 

resursu pietiekamǭba, darba apjoms, un rezultǕti ï radoġums un produktivitǕte.  

8) UzǺǛmǛjdarbǭbas vadǭbas literatȊrǕ sastopamas daģǕdas organizǕcijas kultȊras 

teorijas un definǭcijas, tomǛr kopumǕ pǛtniecǭbǕ dominǛ viedoklis, ka 

organizǕcijas kultȊra ir valdoġo vǛrtǭbu kopums. 

9) OrganizǕcijas kultȊra un klimats ir komplimentǕri jǛdzieni ar kopǭgu 

konverǥences lauku. Tas nosaka pǛtniecǭbas galveno virzienu ï organizǕcijas 

kultȊra un klimats jǕpǛta vienlaicǭgi un paralǛli. 

10)  Noteikts organizǕcijas kultȊras profils ir pozitǭvs mediators transformatǭvǕs 

lǭderǭbas ietekmǛ uz radoġumu veicinoġu klimatu. 

11)  Radoġumu veicinoġa klimata novǛrtǛjums datorspǛǸu industrijǕ LatvijǕ, 

LietuvǕ, IgaunijǕ un SomijǕ kopumǕ ir augsts, vienlaicǭgi pǛtniecǭbǕ 

konstatǛtas radoġuma vecinoġa klimata dimensionǕlǕs atġǵirǭbas. Augsti 

novǛrtǛtas dimensijas Izaicinoġs darbs un Radoġums, vidǛji novǛrtǛtas 

dimensijas Darba grupas atbalsts, Organizatoriskie ġǵǛrġǸi, Resursu 

pietiekamǭba un Darba apjoms, zemu novǛrtǛtas dimensijas OrganizǕcijas 
atbalsts un Vadǭbas atbalsts, un Ǹoti zemu novǛrtǛta dimensija Brǭvǭba.   

12) Lǭderǭbu datorspǛǸu industrijǕ nevar uzskatǭt par tǭru transformatǭvu lǭderǭbu ï 

lielǕkǕ daǸa konstatǛto ietekmǛjoġo faktoru ir saistǭti ar transformatǭvo lǭderǭbu, 
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tomǛr atklǕts arǭ faktors ar bȊtisku ietekmi, kas pieder pie transaktǭvǕs 

lǭderǭbas. Lǭderǭba ir lǭdzsvarota starp transformatǭvo un transaktǭvo lǭderǭbu, 

tǕdǛjǕdi organizǕciju vadǭtǕji realizǛ daģǕdas lǭderǭbas lomas atkarǭbǕ no 

situǕcijas. Ġo pieǺǛmumu apstiprina vadǭbas teorija ï lǭderǭba ir situǕcijas 

atribȊts. IdeǕla lǭderǭba nepastǕv ï lǭderiem jǕpielǕgo sava lǭderǭba atbilstoġi 

situǕcijai. Tas ir jautǕjums par konkrǛtǕs lǭderǭbas faktoru proporciju realizǛtajǕ 

lǭderǭbas stilǕ. Ġo pieǺǛmumu pilnǭbǕ apstiprina mȊsdienu lǭderǭbas teorijas 

uzǺǛmǛjdarbǭbas vadǭbas jomǕ. 

13) Statistiski nozǭmǭgas korelǕcijas starp lǭderǭbas faktoriem un radoġumu 

veicinoġu klimatu tika noteiktas ar lineǕrǕs regresijas analǭzes palǭdzǭbu. 

VisspǛcǭgǕkǕ ietekme konstatǛta starp transaktǭvo lǭderǭbas faktoru Noteikta 

atlǭdzǭba un radoġumu veicinoġu klimatu. Ġis secinǕjums ir zinǕmǕ mǛrǕ 

pretrunǕ ar lielǕkajǕ daǸǕ teoriju atrodamo viedokǸu. Otra spǛcǭgǕkǕ ietekme 

konstatǛta starp transformatǭvǕs lǭderǭbas faktoru IntelektuǕla stimulǕcija un 

radoġumu veicinoġu klimatu. Ġis secinǕjums gȊst atbalstu lielǕkajǕ daǸǕ teoriju. 

IntelektuǕla stimulǕcija atzǭts par vienu no svarǭgǕkajiem faktoriem, kas 

atbalsta radoġumu un veicina inovǕciju organizǕcijǕs. KonstatǛta arǭ negatǭva 

ietekme ï starp transaktǭvo lǭderǭbas faktoru Vadǭba ar izǺǛmumiem un 

radoġumu veicinoġu klimatu. 

14) Statistiski nozǭmǭgas korelǕcijas starp organizǕcijas kultȊras profiliem un 
radoġumu veicinoġu klimatu tika noteiktas ar lineǕrǕs regresijas analǭzes 

palǭdzǭbu. VisspǛcǭgǕkǕ ietekme konstatǛta starp organizǕcijas kultȊras profilu 

Uzsvars uz atalgojumu un radoġumu veicinoġu klimatu. Ġis secinǕjums ir 

saskaǺǕ ar iepriekġ pǛtǭjuma ietvaros konstatǛtajǕm sakarǭbǕm. Otra statistiski 

nozǭmǭga korelǕcija ir starp organizǕcijas kultȊras profilu VeiktspǛjas 

orientǕcija un radoġumu veicinoġu klimatu. Ġis secinǕjums ir saskaǺǕ ar 

vairumu vadǭbzinǕtnes teoriju.  

15) KonstatǛts organizǕcijas kultȊras profils, kurġ daǸǛji absorbǛ lǭderǭbas faktora 
negatǭvo ietekmi uz radoġumu veicinoġu klimatu ï profils Atbalsts spǛj mazinǕt 

faktora Vadǭba ar izǺǛmumiem negatǭvo ietekmi uz radoġumu veicinoġu 

klimatu.  

16) PastǕv statistiski nozǭmǭga korelǕcija starp lǭderǭbas faktoriem, organizǕcijas 

kultȊras profiliem un radoġumu veicinoġu klimatu. Pateicoties ġim atklǕjumam, 

ir pamats apgalvot, ka datorspǛǸu industrijǕ, SomijǕ, IgaunijǕ, LatvijǕ un 

LietuvǕ, radoġumu veicinoġs klimats tiek veicinǕts gan ar transformatǭvǕs 

lǭderǭbas, gan ar transaktǭvǕs lǭderǭbas faktoru un atbilstoġu organizǕcijas 

kultȊras profilu palǭdzǭbu.  

17) IespǛjams, ka, koncentrǛjoties uz atalgojumu apmaiǺǕ pret izpildǭjumu, 

datorspǛǸu industrija ir spǛjusi piesaistǭt pietiekamu skaitu motivǛtu un radoġu 

personu, kas rezultǕtǕ nodroġina pietiekami augstu radoġuma lǭmeni. 

18) HipotǛze Nr. 1 ir apstiprinǕta ï transformatǭvǕs lǭderǭbas faktoriem ir pozitǭva 

ietekme uz radoġumu veicinoġu klimatu ï visbȊtiskǕk ietekmǛ faktors 

IntelektuǕla stimulǕcija. 

19) HipotǛze Nr. 2 ir apstiprinǕta ï bȊtiskǕkǕ ietekme konstatǛta lǭderǭbas 

faktoriem IntelektuǕla stimulǕcija un Iedvesmojoġa motivǕcija, un ġiem 
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faktoriem ir atġǵirǭga ietekme uz radoġumu veicinoġa klimata dimensijǕm 

Brǭvǭba, OrganizǕcijas atbalsts, Vadǭbas atbalsts un Darba apjoms.  

20) HipotǛze Nr. 3 ir daǸǛji apstiprinǕta ï vienam no transaktǭvǕs lǭderǭbas 

faktoriem ir negatǭva ietekme uz radoġumu veicinoġu klimatu, tas ir Vadǭba ar 

izǺǛmumiem, savukǕrt otrs transaktǭvǕs lǭderǭbas faktors ï Noteikts atalgojums 

ï rada pozitǭvu ietekmi. 

21) HipotǛze Nr. 4 ir apstiprinǕta ï organizǕcijas kultȊras profilam ir pozitǭva 

ietekme uz radoġumu veicinoġu klimatu. 

22) HipotǛze Nr. 5 ir apstiprinǕta ï organizǕcijas kultȊras profiliem Atbalsts un 

Uzsvars uz atalgojumu konstatǛta mediatora loma, kas pozitǭvi ietekmǛ 

transformatǭvǕs lǭderǭbas faktoru ietekmi uz radoġumu veicinoġu klimatu.  

23) PǛtǭjuma mǛrǵis ï pilnveidot radoġumu veicinoġu klimatu datorspǛǸu industrijǕ 

ar transformatǭvǕs lǭderǭbas palǭdzǭbu ir sasniegts.  

 

Priekġlikumi 

 

1) Atbilstoġi pǛtǭjuma rezultǕtiem, vadǭbas atbalsts un organizatoriskais atbalsts 
industrijǕ tiek novǛrtǛti kǕ vǕji, tajǕ paġǕ laikǕ lǭderǭba pielieto faktoru Noteikta 

atlǭdzǭba, un rezultǕtǕ, ġim faktoram ir ievǛrojama ietekme uz radoġumu 

veicinoġu klimatu. Ieteicams pievǛrst lielǕku uzmanǭbu darbinieku iekġǛjai 

motivǕcijai, jo iekġǛjǕ motivǕcija ir vissvarǭgǕkais faktors, kas veicina 

individuǕlo radoġumu. VadǭbzinǕtnes literatȊrǕ bieģi sastopams viedoklis, ka 

noteikts atlǭdzǭbas lielums veicinǕs radoġumu, tomǛr pǛc zinǕmas robeģas 

sasniegġanas iekġǛjǕ motivǕcija var pakǕpeniski samazinǕties. Lai izstrǕdǕtu 

lǭdzsvarotǕku organizǕcijas motivǕcijas politiku, autors iesaka izmantot 

IekġǛjǕs un ǕrǛjǕs motivǕcijas aptaujlapu metodiku, - Intrinic and Extrinsic 

Motivational Orientations (Amabile, Hill, Hennessey, Tighe, 1999). 

2) Ieteicams uzsvǛrt lǭderǭbas lomu un samazinǕt vadǭġanas lomu ietekmi uz 

radoġumu veicinoġu klimatu, atbilstoġi samazinot faktora Vadǭba ar 

izǺǛmumiem izmantoġanu, jo ġis faktors ir vǛrsts uz pastǕvoġǕs kǕrtǭbas 

saglabǕġanu; promocijas darba pǛtǭjuma ietvaros tas ir atpazǭts un apstiprinǕts 

kǕ radoġumu ierobeģojoġs faktors. 

3) ǹemot vǛrǕ strauji mainǭgo un konkurǛtspǛjǭgo attiecǭgǕs industrijas vidi, ir 
ieteicams sinhronizǛt organizǕcijas kultȊru un klimatu. OrganizǕcijas kultȊras 

vǛrtǭbas ir dinamiskas un mainǕs, tǕdǛjǕdi tǕs var konkurǛt ar radoġumu 

veicinoġa klimata dimensijǕm. Ieteicams pǕrskatǭt vǭziju, misiju un 

organizǕcijas vǛrtǭbas, definǛt un skaidri komunicǛt tǕs organizǕcijǕ, regulǕri 

sniegt atbilstoġu atgriezenisko saiti. To ir iespǛjams panǕkt, izmantojot aptaujas 

anketas un grupas vingrinǕjumu metodoloǥiju. Ieteikumu apstiprina pǛtǭjuma 

rezultǕti arǭ lǭderǭbas faktora IdealizǛta ietekme kontekstǕ ï ġim faktoram nav 

bȊtiskas ietekmes uz organizǕcijas kultȊras profiliem, nedz arǭ uz radoġumu 

veicinoġa klimata dimensijǕm. 

4) VǛlams samazinǕt lǭderǭbas faktora NeiejaukġanǕs negatǭvo ietekmi un 

ieteicams samazinǕt ar ġo faktoru saistǭto uzvedǭbu. Ġis lǭderǭbas faktors var 

radǭt nevajadzǭgu konkurenci grupas iekġienǛ un negatǭvi ietekmǛt radoġumu 
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veicinoġu klimatu. Darbiniekiem ir nepiecieġama aktǭva lǭdzdalǭba, 

iesaistǭġanǕs, vadǭbas atbalsts un regulǕri jǕsaǺem atbilstoġa atgriezeniskǕ saite. 

5) Darbinieku iesaistǭġanǕs darbǕ, iekġǛjǕs motivǕcijas, individuǕlǕ radoġuma, kǕ 

arǭ radoġumu veicinoġu klimata uzlaboġanai kopumǕ, ir ieteicams ǭpaġu 

uzmanǭbu pievǛrst darbǕ pieǺemġanas procesam - novǛrtǛt, cik lielǕ mǛrǕ 

kandidǕtu personiskǕs vǛrtǭbas atbilst organizǕcijas kultȊras vǛrtǭbǕm. 

6) OrganizǕcijas kultȊras mediatora lomas akcentǛġanǕ attiecǭbǕ uz radoġumu 

veicinoġu klimatu, ieteicams optimizǛt vǛlamo organizǕcijas kultȊras modeli. 

Autors iesaka izmantot K.Kamerona un R.Kvina (2011), izstrǕdǕto 

organizǕcijas kultȊras novǛrtǛġanas instrumentu (OCAI, 2011). OCAI tiek 

atzǭts par plaġi izmantotu pǛtniecǭbas instrumentu, kas palǭdz izprast 

organizǕcijas kultȊras atġǵirǭbas starp faktiskajǕm un vǛlamajǕm vǛrtǭbǕm, un 

novǛrtǛt, vai organizǕcijas kultȊras modelis atbalsta radoġumu un inovǕcijas. 

7) IndividuǕlǕ radoġuma veicinǕġanǕ un organizǕcijas kultȊras profilu SociǕlǕ 

atbildǭba un InovǕcijas pozitǭvas ietekmes palielinǕġanai uz radoġumu 

veicinoġu klimatu, ir ieteicams attǭstǭt darbinieku spǛjas, prasmes, nostiprinǕt 

tradǭcijas, kǕ arǭ veicinǕt analǭtiskǕs kompetences ï spǛju analizǛt projektu 

rezultǕtus, izskaidrot un izprast panǕkumu un neveiksmju patiesos iemeslus. To 

iespǛjams panǕkt ar strukturǛtǕm, efektǭvǕm darba grupu sanǕksmǛm, komandu 

veidoġanas aktivitǕtǛm. Darba grupas atbalsts ir svarǭga dimensija individuǕlǕ 

radoġuma un radoġumu veicinoġa klimata attǭstǭbai. 

8) Ieteicams pievǛrst lielǕku uzmanǭbu tǕdǕm radoġumu veicinoġa klimata 

dimensijǕm kǕ Brǭvǭba, kurai pǛtǭjumǕ konstatǛts Ǹoti zems novǛrtǛjums, 

Izaicinoġs darbs un Darba grupas atbalsts. VǛlams organizǛt regulǕrus radoġus 

seminǕrus un darbnǭcas, individuǕlas un komandu sacensǭbas ar radoġu ievirzi.  

9) Ieteicams vairǕk praktizǛt transformatǭvǕs lǭderǭbas faktorus ï IntelektuǕlǕ 

stimulǕcija un Iedvesmojoġa motivǕcija. PǛtǭjums pierǕda ġo faktoru pozitǭvo 

ietekmi uz radoġumu veicinoġu klimatu. 

10)  Promocijas darba pǛtǭjumǕ ir konstatǛts, ka datorspǛǸu industrijǕ liela loma ir 

ǕrǛjai motivǕcijai. Autors ierosina LǭdzsvarotǕs vadǭbas kartes - Balanced 

Score Card modeli, kǕ pǕrvaldǭbas instrumentu, lai lǭdzsvarotu resursu sadali 

un uzlabotu radoġumu veicinoġu klimatu. Ġis modelis Ǹauj lǭdzsvarot 

organizǕcijas finansiǕlos un nefinansiǕlos aspektus, tostarp uzvedǭbas 

dimensijas. Modelis ietver ļetras perspektǭvas, kur viena no tǕm ir mǕcǭġanǕs 

un izaugsmes organizatoriskǕ kapacitǕte. Ġǭs perspektǭvas pamatǕ ir cilvǛku 

kapitǕla un kultȊras pǕrvaldǭba ï saskaǺǕ ar pǛtǭjuma rezultǕtiem tǕ ir 

potenciǕla joma uzlabojumiem.  

11)  Lǭdzǭgu, turpmǕku un padziǸinǕtǕku pǛtǭjumu veikġanai IT saistǭtajǕs vai 

radoġajǕs industrijǕs, ieteicams izmantot promocijas darbǕ izstrǕdǕto teorǛtisko 

ietvaru un pǛtniecǭbas metodoloǥiju. Nepiecieġamǭbas gadǭjumǕ ieteicams 

novǛrtǛt nacionǕlo kultȊru atġǵirǭbas.  
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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 fastest-growing industries in the World. According to 

industry classification, the PC gaming 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 product ï original idea, interaction with a gamer, audiovisual 

appearance, and design have to originate towards unique gameplay experience. To 

be able to build such an original product, game developers must pay special 

attention to creativity within the organization. PC gaming 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 approximately 

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 further ï these platforms require a redesign of existing game franchises and 

developing new 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 worldwide in the shortest time frame.  

Discussing these challenges with actual owners and top managers of game 

development companies, the need for building a climate for creativity has been 

confirmed, but leadership factors and organizational culture profile and their 

impact on creativity has been widely discussed and challenged. Organizations, 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 team creativity 

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 Latvia, Lithuania, Estonia, and Finland. The 

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 relatively new, in 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. These factors are essential parts of the organizations' internal environment. 

There is no united 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 from a home office, 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 multilevel model connecting individual leadership attributes to the 

level of creativity in an organization. The model is based on Transformational 

leadership theory and Componential theory of creativity and Innovation.  

Leadership is about people - about human capital. Compared 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 management and leadership 

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 and concepts in business 

management. Some researchers suggest that depending on the leaderôs underlying 

assumptions about human nature; two different leadership styles will emerge ï 

often named task-oriented leadership versus people-oriented leadership or also 

known as transactional and transformational leadership (DubkǛviļs, 2017). 

Leadership is linked to a leader, followers, and the situation where leadership 

occurs. Transformational leadership has been recognized as one 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 amount of 

critique as well (van Knippenberg, Sitkin, 2013). 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 transformational leadership on 

organization focused 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 (Jong, Hartog, 2007). 

Creativity has been an interest in scientific research for decades. Creativity 

refers to particular ñabilityò to generate and extend ideas, suggest a hypothesis, to 

put words, concepts, methods, and devices together in novel ways 

(Csikszentmihalyi, 1996; Sternberg, 1998, Gardner, 2011). Amabile developed a 

componential theory of creativity and defined creativity as the generation of novel 

and appropriate solutions to open-ended problems in any domain of human activity 

and focusing on two main 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 might have critical importance. 

Leadership is strongly linked to organizational culture.  

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 short ï how things are done within the 

organization (Schein, 2010; Heskett, 2012; Cameron & Quinn, 2011; Schneider, 

Ehrhart, Macey, 2011; McGuire, 2003; Kennedy, 1982). The majority of 



39 

 

researchers agree that organizational culture is based on values. To be able to 

identify and describe the organizational cultures in different organizations, 

researchers group sets of values that might characterize different organizations into 

organizational culture types ï that form the ñtypological theories.ò Each 

organizational culture is a combination of different typological values. 

Organizational culture is strongly linked to climate. Schein defines climate as 

following: ñA climate can be locally created by what leaders do, what 

circumstances apply, and what environments afford. Culture can evolve only out 

of the mutual experience and shared learningò (Schein, 2012, pp 226).  

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 research object (Denison, 1996). There is a 

discussion about whether some particular organization culture profile might foster 

a climate for creativity by mediating transformational leadership factorsô impact 

on the climate for creativity in the organization (Abbey, Dickson, 1983; Alvesson, 

2012; Byrne, 2007; Ashkanasy, Wilderom, Peterson, 2010; Banks, McCauley, 

Gardner, Guler, 2016; Basu, Green, 2006, et al.), results are controversial, and 

discussion continues. The author of the dissertation is contributing to this open 

discussion with the study. Research is multidisciplinary ï it is crossing the borders 

between economics, business management, and other sciences, 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 covering areas of economics, business 

management, organizational behavior, leadership, culture, creativity, climate, 

innovation, and entrepreneurship. Research 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 study if it performs 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 practical application ï 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 a long-term objective for the 

organization.  

 

 

Research questions, object, subject, and hypotheses 

 

The research question is which factors of 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 research object is organizations operating in the PC gaming industry in 

Latvia, Lithuania, Estonia, and Finland. 
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The research subject is the impact of factors of transformational leadership on 

the dimensions of climate for creativity and the mediating role of organizational 

culture. 

 

Research hypotheses are: 

1) There is a scientifically detectable and statistically significant positive 

correlation between transformational leadership factors and climate for creativity. 

2) There is a scientifically detectable and statistically significant negative 

correlation between transactional leadership factors and climate for creativity. 

3) The organization culture profile will have a scientifically detectable and 

statistically significant positive impact on the climate for creativity. 

4) Specific organization culture profiles will mediate leadership factors' impact on 

the climate for creativity. 

Purpose of the study and tasks 

 

The purpose of the study is to research the impact of transformational 

leadership on climate for creativity through organizational culture. 

 

The main tasks include: 

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 up the results of the study based on research data; 

8) to conclude and develop recommendations for building an organizational 

climate for creativity through transformational leadership in the PC gaming 

industry in Latvia, Lithuania, Estonia, and Finland. 

Research methodology  

 

Following quantitative and qualitative research methods and instruments are 

used:  

1) monographic method; 

2) questionnaires;  

a) Multifactor Leadership Questionnaire (MLQ) Form 6S, (Avolio, Bass, 2004). 

b) A revised version of the Organizational Culture Profile (OCPR), by Sarros et 

al. (2005).  
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c) 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 associated tests, 

b) measures of central tendency, 

c) Spearmanôs rank correlation analysis, 

d) multiple linear regression analysis, 

4) secondary data was used. 

Research Limitations 

1) the research covers three factors of the internal environment of an organization 

ï leadership, climate 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 methodology ï the use of different research methodology might show 

different results; 

5) time limitation (research period); 

Research period 

The research period is 2016 ï 2019. The survey of employees of organizations 

operating in the PC Gaming industry was performed in 2018 - 2019. 

Theses for defense 

1) creativity supporting leadership is a balanced choice of the proportions of 

transformative and transactional leadership factors; 

2) a critical factor for a climate for creativity is the orientation of leadership on 

balance between intrinsic and extrinsic motivation policies, with particular 

emphasis on intrinsic motivation; 

3) the leadership model determines the organization culture, its functionality and 

mediator role in the development of a climate for  creativity;  

4) transformative leadership factors are dominant in the leadership model in the 

PC gaming industry; 

5) the impact of transactional leadership factors on a climate for creativity is less 

significant than the impact of transformative leadership factors; 

6) it is possible to build a higher level of climate for creativity in the organization 

by emphasizing specific transformational leadership factors and organizational 

culture profiles; 
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Theoretical and methodological base  

 

The research is based on Multifactor leadership theory, advanced by Podsakoff, 

MacKenzie, Moorman & Fetter, 1990, adapted by Bass, Avalio, 2004, 

Componential theory of creativity and innovation developed by Amabile, (1983; 

1996; 2011), and Multidimensional organizational culture profile theory, 

developed by O'Reilly, Chatman, and Caldwell (1991), and further advanced by 

Sarros et al. (2005).  

The theoretical framework consists of theories, researches, science 

investigatory projects, reports and models about leadership, the climate for 

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.Greenwald, G.Hofstede, W.Kahn, D.Knipperberg, 

D.McGregor, R.Moreland, B.Moorman, J.Schaubroeck, D.Kahneman. K.Lewin, 

V.ReǺǥe, L.DubkǛviļs, T.Volkova, A.Vorobjovs, O.Naumovs, et al.  

 

The theoretical and practical significance and scientific novelty  

1) a new theoretical and research methodology developed within the framework 

of the doctoral thesis; 

2) applicability of the theoretical and empirical methodology of the research in 

other industries, taking into account the industry distinctiveness;  

3) the internationally tested 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 

an organizational climate for creativity in other organizations, especially in the 

creative industries; 

5) KEYS methodology gives access to statistical data of similar and other 

industries in an international database and allows cross-comparisons between 

them, thus discovering potential areas for further research. 

Research approbation 

 

Scientific conferences: 

 

1. The Impact of Transformational Leadership on Climate for Creativity - The 

13th Annual Scientific Baltic Business Management Conference ASBBMC 

2020 ñBusiness and Finance: Multi-Perspectives of The Digital Age, Riga 

(February 19-21/2020). 

2. Contemporary Leadership Theories ï International Baltic Spring Conference of 

Social Care, Daugavpils, (June 15-17, 2019). 

3. Interrelations between leadership and organizational culture in the state 

theatres of Latvia, 14th International Scientific Conference ñHuman Potential 

Development,ò Prague (June 6-8, 2017). 
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4. Comparative analysis of Organizational Culture models in management 

science, XVIII International Scientific Conference ñCommunication in Global 

Village: interests and impactsò, Turǭba, Riga, (May 18, 2017). 

5. Evaluation of Intercultural Competency in Organizational Culture: Analysis of 

the Example of Latvia, International Scientific conference ñHuman Potential 

Developmentò Klaipeda University, Klaipeda, Lithuania (May 27-28, 2015). 

 

 Publications: 

 

1. DubkǛviļs, L., Turlais, V., (2017), Interrelations between leadership and 

organizational culture in the state theatres of Latvia, // Human Resources 

Management & Ergonomics Volume X 1/2017 pp. 6-20. 

2. Turlais, V., DubkǛviļs, L., Comparative analysis of Organizational Culture 

models in management science, // International Scientific Journal Acta 

Prosperatis, 2017 Conference paper. 

3. NamatǛvs, I., Turlais, V., DubkǛviļs, L., Intercultural Competency in 

multicultural organizations, // International Scientific Journal Acta Prosperatis, 

No 7/2016. pp. 119-130. 

4. Turlais, V., Business Scenario Planning for declining industry, // Journal of 

Business Management, No 11/2016. pp. 14-24. 

5. Dubkevics, L., Barbars, 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 consists of an introduction, three sections, 

conclusions, recommendations, a list of references, and annexes. The content of 

the thesis is described in 148 pages. It contains 26 figures and 22 tables. The list of 

references includes 212 titles. The dissertation includes six appendixes.  

The dissertation has the following structure: 

 

Introduction 

1. Theoretical characteristics of transformational leadership and climate for 

creativity in business management. 

1.1. Theoretical characteristics of transformational leadership theory and 

leadership roles in business management.  

1.2. Theoretical characteristic of climate for creativity in business management. 

1.3. Theoretical characteristic of organizational culture in business 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 transformational 

leadership factors and climate for creativity. 

2.1. Description of the PC gaming industry. 

2.2. Methodological design of the research. 

2.3. Analyze how transformational leadership factors impact the climate for 

creativity in the PC gaming industry. 

2.4. Analyze climate for creativity in the PC gaming industry. 

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

3. Leadership ï 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 roles. Leadership can be 

characterized as a process of social influence, and it is mostly associated 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 integral part of 

influencing the people and the process itself. Leadership commits influencing a 

group of people; thus, leadership appears in groups. Leadership engages groups of 

people to accomplish a common goal. Leadership shapes and proposes its visions 

to those who need to implement them, and appraises whether these have been 

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, and successfully exploiting those opportunities (Bass, 1998). 

Leadership is self-recognition. It is the capacity and ability to define the vision and 

communicate it with the colleagues, building a mutual trust (Bennis, 2009). 

According to DubkǛviļs, depending on the leaderôs basic assumptions about the 

human nature, two different leadership styles will evolve ï often named task-

oriented leadership versus people-oriented leadership or also known as 

transactional and transformational leadership (DubkǛviļs, 2019). The transactional 

ï transformational leadership can be compared to autocratic and democratic, as 

well as task-focused and relationships focused leadership. Transactional 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. These theories attribute to leadership styles through which leaders 

promote positive change in the followerôs behaviors by changing their beliefs 

about their work, others, and themselves (Avolio, 1999).  

Transformational leadership theory was first suggested by Burns, and he 

defines transformational leadership as follows: ñsuch leadership occurs when one 

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 purposes, which 

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, and thus it has a transforming effect on bothò (Burns, 1978). Transformational 

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 may be motivated 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 critique as well. 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 the positive 

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 

transformational leadership on organization focused idea generation or associated 

creative behaviors. Transformational leadership is not ideal ï it might have a 

negative impact as well. Already mentioned, charismatic leadership might turn 

into autocratic leadership in cases 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 that leaders of the organizations are both cultural and climate 

architects and their products at the same time (Schein, 2009). Leadership is very 

much about personality ï even the same leadership style can be performed 

differently because of the personality of the leader.  

Leadership influences not only culture but climate as well. Organizations are 

social systems having sub-systems. 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 creation of climate is strongly influenced by middle-level management 

and non-formal leaders. The organizational climate combines the working 

environments of each individual perception, but the psychological climate is an 

individual's perception of in his organization 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 (DubkǛviļs, 2019).  

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 to direct 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 

easily, while climate is temporal (Denison, 1996; 2012).  

Climate for creativity as a concept has its roots in an individualôs psychological 

processes that determine individual capabilities and contextual attributes within the 

organization. Martins and Terblanche identify the climate for 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 organization's new 

product performance (Martins, Terblanche 2003). Amabile proposes several 

creativity definitions ï such as ñproduct or response that is both novel and 
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appropriate, useful, correct, or valuable to the task at handò or ñthe generation of 

novel and appropriate solutions to open-ended problems in any domain of human 

activity and focusing on two main aspects in describing creativity, which is 

novelty and usefulnessò (Amabile, 2011). In relevant discussions, the term 

ñcreativityò is used in three ways: it refers to a set of processes named creative 

thinking, a cluster of the personal characteristics of people named the creative 

personality, and to the results named creative product (Cropley, 2011). Creativity 

is often named as an essential building block for innovation. Amabile, Drucker, 

and other researchers agree that any innovation begins with creativity - on an 

individual or team level (Amabile, 1996; Drucker, 2008). According to Amabile, 

creativity is the germ of any innovation. Psychological perception of any 

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 their 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 organizational culture arises from sociology. In diverse social systems, 

different management theories or methods of organizational culture can abide. 

Business management scholars argue that culture can be defined as either a whole 

encompassing a groupôs survival and compatibility program (Banks, 2007), or, 

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 members of an organization, 

which has a significant impact on their decisions and behavior or in short - the way 

in which things are done within the organization (Heskett, 2012; Cameron & 

Quinn, 1999; Kennedy, 1982; McGuire, 2003; Schneider, Ehrhart, Macey, 2011). 

Schein developed one of the most prominent definitions of organizational culture: 

ña pattern of shared basic assumptions that the group learned as it solved its 

problems of external adaptation and internal integration, that has worked well 

enough to be considered valid and, therefore, to be taught to new members as the 

correct way to perceive, think, and feel in relation to those problemsò (Schein, 

2010). Discussion raised by Abbey, Dickson, 1983; Alvesson, 2012; Byrne, 2007; 

Ashkanasy, Wilderom, Peterson, 2010; 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 

leadership factorsô impact on the climate for creativity in the organization and the 

results are controversial; thus the discussion continues.  

A number of studies show the significance of transformational leadership as a 

key factor that supports a higher-level of creativity and innovation in an 

organization 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 the organization (Bass, 1985; Podsakoff et al., 1990; Yukl, 

2010). The majority of studies suggest that people-oriented, 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 detected ï personal 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, Conti, Coon, Lazenby, 

Herron, 1996). Leaders are creating and shaping the internal environment of the 

organization. There are two main elements of the internal environment ï culture, 

and climate, influencing organizational creativity. Creativity is strongly linked to 

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, characterized, and analyzed in the thesis, there 

are direct links between leadership, culture, climate, and creativity. The theoretical 

background of the research is presented in figure No. 1. 

 

 

 
 

Figure No. 1.  The theoretical background of the research ñThe impact of 

Transformational leadership on building an organizational climate for creativity.ò 

 

 A theoretical model is a background for the methodological design of the 

research ï see Figure No. 2, page 50. The 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 organization is a complex system, where culture and climate 
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are essential elements. Leadership builds the culture and become dependent on it 

during the time. Culture and climate overlap, transferring the whole internal 

environment into a living ecosystem. Leaders 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 might perform differently depending on 

the internal environment ï especially climate. The question is ï what type of 

leadership leaders must practice fostering the team creativity in the way, that 

organization can produce a new, successful original product ï a bestseller PC 

game. 
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2. Empiric analysis of data to find interrelations between transformational 

leadership factors and climate for creativity. 

 There are approximately 3000 people employed by the respective industry. In 

total, 418 filled in survey questionnaires 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, and 

this number is valid for representative study. The 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 methodological design of the research is 

presented in Figure No.2.  

 

 

 
 

Figure No. 2. Detailed methodological design of the research ñThe impact of 

Transformational leadership on building a climate for creativity.ò 

 

  

 The leadership instrument is MLQ; the Organizational culture instrument is 

OCPR, and Climate for Creativity instrument is KEYS. 

 Results of the MLQ questionnaire, according to score ranges, are summarized 

in table No. 1. 
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Table No. 1. 

Results of The MLQ questionnaire according to score ranges 

 

Factor Score 
Score according 

to MLQ 
Range 

Idealized influence 8.38 8 Moderate 

Inspirational 

motivation 
8.52 

9 High 

Intellectual 

stimulation 
8.77 

9 High 

Individualized 

consideration 
8.04 

8 Moderate 

Contingent reward 10.73 11 High 

Management by 

exception 
8.49 

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), ï 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 the theoretical findings discovered in 

the last fifty years by Burns, Bass, Avolio, (1985), Podsakoff, (1990), Jung, Yukl, 

(2010), this is a strong transactional leadership factor. Emphasis on awards is 

connected to transactional leadership behavior in the majority of 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 linked to the success of projects 

made. Being such a high mean and interpreted score for leadership, factor 

Contingent reward puts a high focus on reward in exchange for performance. 

Rewards are an extrinsic motivator, and according to Amabile (1996), extrinsic 

motivation, including remuneration, is important for sustainable creativity in the 

organization.  

 Intellectual stimulation, (8.77, High), ï 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 looking at old problems in new 

ways. According to Podsakoff, Lowe, et al., (2010), 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 stimulation is one of 

the leadership factors directly 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 leadership factor triggers 

creative thinking. According to KȊle (1989), intellectual stimulation is in the area 

of philosophy science. From the hermeneutics theory point of view, there are two 

types of incomprehension ï passive incomprehension and active incomprehension. 

Passive incomprehension leads to giving up and leaving the challenge unsolved, 

and active incomprehension is igniting the need to solve the challenge ï in other 

words, ignite the creativity. Leadership factor Intellectual stimulation has the most 

apparent linkage 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), ï measures the degree to which a leader 

provides a vision and tries to make others feel their work is significant, uses 

appropriate images and symbols to help others focus on their work. According to 

Goleman, Schaubroeck, (2007), this factor is strongly linked to transformational 

leadership. Leadership factor Inspirational 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 exception, (8.49, Moderate), ï assesses whether a leader tells 

others the job requirements, are content with the standard performance and are a 

believer in ñif it ainôt broke, do not fix it.ò According to Kumle, Kelly, Bennis, 

(2009), Perloff, (2010), this factor is linked to transactional leadership. It is 

arguably a leadership factor; according to theory, this even can be considered as 

rather as management than leadership factor. Management by exception, suggests 

keeping the status quo and avoiding the risks, which, according to Amabile, is 

creativity suppressing behavior. This assumption has to be challenged in the scope 

of this study.  

 Idealized influence, (8.38, Moderate), ï indicates whether a leader holds 

subordinatesô trust and acts as their role model - maintain their faith and respect, 

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 leadership factor can be found in the primal 

leadership theory proposed by Goleman, (2001), who emphasizes emotional 

intelligence competencies and self-awareness of leaders and followers.  

 Laissez-Faire, (8.16, Moderate), ï measures whether a leader requires little of 

others, let others do their own thing, and are content to let things ride. The author 

considers this as linked to transformational leadership; however, this leadership is 

missing a crucial transformational leadership attribute ï challenging the status quo 

and actively seeking constructive change. Amabile suggests that freedom is an 

important attribute for supporting innovation and creativity. Laissez-Faire is 

strongly associated with freedom. This leadership style allows much freedom but 

requires a very high motivation of employees, which in the case of the PC Gaming 

industry, is managed by focusing on rewards.  
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 Individualized consideration, (8.04, Moderate), ï indicates the degree to which 

leaders show interest in othersô well being, pay attention to those who seem less 

involved in the group, assign projects 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. Providing individualized 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 transformational ï transactional leadership 

because of high transactional leadership factor ï Contingent reward scored 10.73. 

According to data, leadership focuses the most on three factors ï Contingent 

reward (10.73), Intellectual stimulation (8.77), and Inspirational Motivation (8.52). 

Leadership research confirms that it is impossible to find an ideal leadership style. 

Leadership style is a mixture of many factors where dominant factors can be 

identified; therefore, leadership is a situational attribute ï it is affected by the 

situation. 

 Climate for creativity in the PC Gaming industry in Latvia, Lithuania, Estonia, 

and Finland was measured by using the KEYS instrument. 

 

 
 

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

Estonia, and Finland. 

 

 Dimension Freedom ï scored 37, which is very low according to KEYS 

scoring interpretation.  


