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IEVADS

Peétijuma aktualitate

Pagreizéjas ekonomiskas situacijas (parmainu) apstaklos pozitivi vértéjams
un ceribas rosinoss ir fakts, ka Latvijas uznémumu vadibas izglitibas un prakses
akustiskaja telpa arvien lielaku nozimi iegist jédzieni: inovdcija, inovativa uzne-
méjdarbiba, radosums jeb kreativitate, radosa ekonomika. Tas liecina par izprat-
nes un domasanas batiskam parmainam uzpémumos un sabiedriba. Ieprieks
minétais tiek saistits arl ar organizacijas kulttiras un klimata jautajumiem.

Radosas industrijas asociéjas ar minétajiem jédzieniem jau péc definicijas.
Vadibas zinatné eksisté dazadas radoS$o industriju definicijas, kas ir atskirigas,
bet ne pretrunigas. Tas var raksturot ka radoso makslu (individuala rado$uma,
talantu, prasmju) un kultdras industriju (masveida aktivitasu) konceptualu un
praktisku konvergenci interaktiva patérétaja vajadzibu apmierinasanai.

Promocijas darba autora pétniecibas loka ir izpilditajmakslas teatru forma.
Pétnieciba aptver valsts teatrus Latvija, jo tie$i tie aiznem teatra makslas tirgus
ievérojami lielako dalu un nodrosina specifisko pakalpojumu absolati lielakajam
klientu lokam.

Valsts teatru kultara un to klimata rado$ums ir noteicosie faktori, kuri ga-
ranté augstas makslinieciskas kvalitates pakalpojumu un kuru mijiedarbiba ir
nepietiekami pétita Latvija.

Problémas aktualitati nosaka ari valsts teatru specifika: no vienas puses, tas
ir biznesa organizacijas (valsts dibinatas SIA), bet no otras puses — kultaras ies-
tades. VadiSanas konteksta tas ir jautajums, ka lidzsvarot cilvéku radosas, inte-
lektualas, emocionalas darbibas ar klientu pamatvajadzibu un tirgus interesém.

Vadibas zinatné organizacijas kulttira tiek definéta ka pamatpienémumu, vér-
tibu, parliecibu, uzvedibas modelu un artefaktu kopums. Stipra organizacijas kul-
tara tiek saistita ar organizacijas ilgtspéjibu un tas darbibas efektivitati ilgtermina.
Savukart organizacijas ilgtspéja liela méra ir atkariga no organizacijas atvértibas
parmainam - rado$uma un inovacijam. Tiek uzsvérts, ka radosums un inovacijas
ir parmainu rosinatajas, bet organizacijas kultara - to pamatnosacijums.

Jaunakie pétijumi masdienas apliecina, ka organizacijam, kuram ir radosu-
mam un inovacijam atbilstosa kultira un stratégija, ievérojami pieaug vértiba
un ari pelna.

Organizacijas kulttiras pétnieciba ir nozimiga, nepiecieSsama un lietderiga.
Organizacijas kulttiras pétniecibas aktualitati nosaka ari tas, ka kultara var gan
sekmét, gan kavét parmainas. Organizacijas kultras pétnieciba ir aktuals jauta-
jums ilgtermina stratégijas konteksta. Organizacijas kultaras pétijumi Latvija ir
fragmentari. Tie galvenokart attiecinami uz komercbanku sektoru. Sobrid nav
industriju aptvero$u pétjjumu. Promocijas darbs ir pieteikums veidot pétniecis-
ku metastastu par izpilditajmakslas valsts teatru formu Latvija.
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Jau pats jédziens kultiira asociéjas ar radosumu. RadoSums ir cilvéka spéja
generét jaunas idejas, kuram ir praktiskas pielietojamibas potenciala vértiba. So-
ciala vide ietekmé individualo radosumu. Organizacijas klimats ir organizacijas
raksturipasibu, iek$éjas vides faktoru subjektiva uztvere, kas pozitivi vai negativi
ietekmeé individuala rado$uma izpausmes.

Pétniecibas rezultati pasaulé pierada, ka tie$i rado$ums un inovacijas, kas
realizéjas konkrétos produktos vai procesos, ir nozimigakie faktori, kuri no-
drosina organizacijas pastavé$anu un panakumus ilgtermina. Ar to izskaidro-
jama pieaugo$a pétnieciska interese par organizacijas klimata radoSumu un ta
atbilstibu inovacijam. Si pastiprinata interese ipasi vérojama pédéjos divdesmit
gados. Divdesmit pirmais gadsimts tiek raksturots ka inovaciju laikmets.

Organizacijas kultra un klimats faktiski raksturo vienu un to pasu fenome-
nu - organizacijas iek$éjo vidi. Pamatatskiriba ir pétnieciskajas tradicijas un para-
dibu interpretacijas. Tapéc pétnieciba ir nepiecieSama integréta pieeja gan meto-
diskaja (organizacijas kulttiras izpété jaizmanto gan kvantitativas, gan kvalitativas
metodes), gan tematiskaja nozimé. Jaatzimé, ka organizacijas kultaras un klimata
rado$uma mijiedarbiba ir nepietiekami pétits jautajums pasaules vadibas zinatné.

Promocijas darba autors piekrit pasaules vadoso vadibas zinatnes pétnieku
viedoklim, ka organizaciju kultaras un klimata rado$uma izpété janem véra ne
tikai vadibas zinatnes, bet ari citu socialo zinatpu atzinas: sociologijas, antropo-
logijas, psihologijas un filosofijas viedokli.

Organizacijas iekséja vide, t. sk. kulttiras un klimata radosuma mijiedarbiba,
veidojas vadisanas procesa — noteiktu vadibas darbibu rezultata, un tas nodrosi-
na organizacijas izvirzito mérku realizaciju.

Peétijuma objekts, prieksmets un hipotézes

Pétijuma objekts ir valsts teatri Latvija.

Pétjjuma priek$mets ir organizacijas kultaras un klimata rado$uma mijie-
darbiba valsts teatros Latvija.

Pétijuma baze ir valsts teatru aktieru un vadibas subkultaras. Izlases kopa ir
pietiekama, lai nodrosinatu pétijuma ticamibu. Pielaujamas kladas lielums ne-
parsniedz 0,05.

Pétijuma hipotézes ir:

1. Velamas parmainas valsts teatru kultara ir saistamas ar klimata radosu-

mu veicinosiem faktoriem.

2. Vadibas orientacija uz atbalsto$ajam (gimenes, klanu) un rados$ajam
(inovativajam, adhokratiskajam) vértibam vélamaja kultara raksturo-
jas ar lielaku ietekmi uz klimata radoSumu veicinosiem faktoriem valsts
teatros Latvija.

3. Vadibas orientacija uz birokratiskajam (hierarhiskajam) un tirgus verti-
bam vélamaja kultura raksturojas ar mazaku ietekmi uz klimata radosu-
mu veicinosiem faktoriem valsts teatros Latvija.



Peétijuma merkis un galvenie uzdevumi

Promocijas darba meérkis ir izpétit organizacijas kultiras un klimata mijie-
darbibas vadisanu radoSuma veicinasanai valsts teatros Latvija.

Darba uzdevumi:

I.

Analizét teorétiskos avotus un literatiru par organizacijas kultaras un
klimata lomu radosuma veicinasanai.

Izstradat organizacijas kultiiras un klimata pétniecisko metodologiju.
Izpétit organizacijas kultiras un klimata mijiedarbibas vadisanu rado$u-
ma veicinasanai valsts teatros Latvija.

Apkopot un analizét organizacijas kultiiras un klimata mijiedarbibas va-
diSanas rado$uma veicinasanai valsts teatros Latvija pétiSanas rezultatus.

Petijuma metodes
Promocijas darba izstradé izmantotas metodes ir:

1.

Zinatniskas literatiras analize, ta veikta, lai noskaidrotu teorétiskas nos-
tadnes par organizacijas kultaru un klimata rado$sumu.

Kvantitativas un kvalitativas pétiSanas metodes: anketé$ana un intervésana.
Statistiskas metodes:

1) centralas tendences raditaji;

2) korelacija;

3) dispersijas analize;

4) lineara regresija.

Tegutie dati apstradati un analizéti programmas Excel un SPSS.

Peétijuma ierobeZojumi

1.

Pétijums aptver valsts teatrus Latvija. Netiek pétiti neatkarigie un ama-
tierteatri. Rezultati nav attiecinami uz izpilditajmakslu kopuma.
Subkultaru ierobezojums: promocijas darba pétitas tikai vadibas, reziso-
ru un aktieru subkultaras valsts teatros Latvija. Lidz ar to pétijjuma rezul-
tati pielauj zinamas interpretacijas.

Pétnieciba neaptver visus organizacijas iekséjas vides faktorus valsts teat-
ros Latvija.

Peétijuma periods

Pétijums aptver laika periodu no 2011. lidz 2014. gadam. Pétijuma teorétis-
kaja dala analizéti literataras avoti, kas aptver laika posmu no divdesmita gad-
simta vidus lidz masdienam.

Promocijas darba aizstavamas tézes

1.

Pastav atskiribas starp vadibas un aktieru pasreizéjas un vélamas kultairas
novértéjumu valsts teatros Latvija.



2. Pastav saistiba starp organizacijas kultiru un klimata rado$uma veicino-
$iem faktoriem valsts teatros Latvija.

3. Valsts teatros organizacijas kulttiras un klimata rado$umu veicino$o fak-
toru mijiedarbiba nav tie$i saistama ar dominéjosiem kultiras tipiem (di-
mensijam), bet dazadam to vértibu sistémam.

4. Kopuma organizacijas klimatu veidojosie faktori veicina rado$umu valsts
teatros Latvija.

5. Organizacijas kultira un klimats ir gan vadi$anas rezultats, gan to ietek-
méjosais faktors valsts teatros Latvija.

6. Vadibas atbalsts pozitivi korelé ar klimata rado$umu veicinosiem fakto-
riem valsts teatros Latvija.

Peétijuma teorétiska un metodologiska baze

Promocijas darba teorétiskais un metodologiskais pamats ir veidots, izman-
tojot Amerikas Savienoto Valstu, Eiropas Savienibas un citu valstu izdoto litera-
taru, zinatniskos rakstus, publikacijas un resursus interneta. Promocijas darba
teorétisko pamatojumu veido E. Seina (Schein), G. Hofstedes (Hofstede), R. Ba-
reta (Barret), K. Kamerona (Cameron), R. Kvina (Quinn), E. Valahas (Wallach),
T. Emabiles (Amabile), L. Gratones (Gratton), Dz. Hesketa (Heskett), D. Deni-
sona (Denison), M. Armstronga (Armstrong), M. Askanazi (Ashkanasy), K. Vil-
deroma (Wilderom), F. Pitersona (Peterson), L. Korbeta (Corbett), L. Maklina
(McLean), D. Lairda (Laird), K. Sarosa (Sarros), Dz. Kapera (Cooper), K. Santo-
ras (Santora), R. Kantera (Kanter), Dz. Martinas (Martin) u.c. autoru darbi par
vadi$anu, organizacijas kultaru un klimata mijattiecibu vadiSanu rado$uma vei-
cinasanai.

Promocijas darba izmantoti ari Latvijas pétnieku V. Renges, R. Garle-
jas, I. Foranda, G. Davidsones, G. Bérzina, Krievijas pétnicku O. Steklovas
(Cmexnosa), ]. Morgunova (Mopeyros), V. Makejevas (Maxkeesa) u.c. autoru darbi.

Promocijas darba valsts teatru klimata rado$uma veicinasanas izpété izman-
toti lidz $im Latvija nepublicéti materiali: Starptautiska Radosas lideribas centra
(Center for Creative Leadership) un T. Emabiles izveidota pétnieciska metodika
un pétijumu dati. Izmantoti ari valsts teatru Latvija marketinga pétjjumi.

Promocijas darba izstradé ievéroti nepiecie$amie metodiskie noradijumi un
vadlinijas.

Peétijuma teorétiska nozimiba un zinatniska novitate
1. Izstradata organizacijas kultiras un klimata rado$uma veicinoso faktoru
mijiedarbibas iespé&jama teorétiska koncepcija radoso u.c. industriju or-
ganizaciju empiriskajai pétniecibai.
2. Promocijas darba izpétita organizacijas kulttras un klimata rado$uma
veicino$o faktoru mijiedarbibas vadisana izpilditajmakslas valsts teatru
forma.



3.

Promocijas darba organizacijas klimata rado$uma veicino$o faktoru
pétnieciba izmantota KEYS metodika un tai atbilstosais instruments
(KEYS - Tool for Assesing the Climate for Creativity). legttos rezultatus
iespéjams salidzinat ar starptautiska Kreativas lideribas centra izveidoto
dazadu industriju, organizaciju statistisko datu un standartnovirzu bazes
rezultatiem radosaja ekonomika.

Promocijas darba ietvaros veidotais, izmantotais pétnieciski metodolo-
giskais dizains un izstradatais organizacijas kultaras un klimata rado$u-
ma veicinoso faktoru mijiedarbibas vadi$anas pilnveido$anas modelis var
tikt izmantots pétnieciba dazadas industrijas.

Peétijuma aprobacija
Nozimigakie promocijas darba rezultati ir prezentéti vairakas starptautiskas
zinatniskas konferencés:

1.

Biznesa augstskolas “Turiba” ¢etrpadsmita starptautiska zinatniska kon-
ference “Creating the Future: Communication. Education. Business” -
Riga (Latvija, 2013. g. maijs). Prezentacijas téma: “Assessing the Rela-
tionship between Organizational Culture and Climate for Creativity: an
Example of Theatre Industry in Latvia”.

Banku augstskolas sesta starptautiska zinatniska konference “New Bu-
siness Solutions for Emerging Future” — Riga (Latvija, 2013. g. aprilis).
Prezentacijas téma: “Interrelating Leadership and Climate for Creativity”.
Banku augstskolas sesta starptautiska zinatniska konference “New Bu-
siness Solutions for Emerging Future” — Riga (Latvija, 2013. g. aprilis).
Prezentacijas téma: “Relationship Managament between Organizational
Culture and Climate for Creativity: Assesing Examples of the Theatres in
Latvia”

Mateja Bela Universitates Ekonomikas fakultates devita starptautiska
zinatniska konference “Manazment Ludskeho Potencialu V Podniku” —
Banskej Bystrica, (Slovénija, 2012. g. junijs). Prezentacijas téma: “Rela-
tionship between Organizational Culture and Climate for Innovations”
Biznesa augstskolas “Turiba” trispadsmita starptautiska zinatniska konfe-
rence “Sustainable Business in Changing Economic Conditions”. - Riga
(Latvija, 2012. g. marts). Prezentacijas téma: “The Role of Organizational
Culture for Sustainable Development of Entrepreneurship.

Banku augstskolas tre$a starptautiska zinatniska konference: “Business
Competitiveness in Local and Foreign Markets: Challenges and Experien-
ces” — Riga (Latvija, 2010. g. aprilis). Prezentacijas téma: “Analysis of the
Effectiveness Organizational Culture for Promoting Competitiveness”
Mykolas Romeris universitates rikota septita starptautiska zinatniska
konference: “Human Potential Development: Search for Opportunities in
the New EU States” - Vilna (Lietuva, 2010. g. junijs). Prezentacijas téma:
“Role of the Organizational Culture in Human Resource Management.”
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8.

Biznesa augstskolas “Turiba” rikota desmita starptautiski zinatniski prak-
tiska konference “Komunikacijas vadiba informacijas sabiedriba” - Riga
(Latvija, 2009. g. maijs). Prezentacijas téma: “Stipras korporativas kulta-

V==

Kopéjais autora publikaciju skaits ir 10, to skaita 3 monografiska tipa publi-
kacijas.

L.

10.

I. Namatévs, L. Dubkévi¢s, A. Barbars, G. Majors (2013). Assessing the
Relationships between Organizational Culture and Climate for Creati-
vity: an Example of Theatre Industry in Latvia. No: Biznesa augstskolas
“Turiba” konferen¢u rakstu krajums “Creating the Future: Communi-
cation. Education. Business” Riga: SIA “Biznesa augstskola Turiba. 28.-
37. 1pp., CD-ROM.

Dubkevics, L., Barbars, A. (2012). Relationship between Organizational
Culture and Climate for Innovations. No: Human Potential Management
in a Company. Banskej Bystrica: Ekonomicka fakulta Univerzity Mateja
Bela. 105.-111. lpp.

Dubkeévics, L., Namatévs, I. The Role of Organizational Culture for Sus-
tainable Development of Entrepreneurship (2012). No: “Sustainable Bu-
siness in Changing Economic Conditions” Biznesa augstskolas “Turiba”
konferen¢u rakstu krajums. Riga: SIA “Biznesa augstskola Turiba’, 37.-
45. lpp., CD-ROM.

Dubkévi¢s, L. (2011). Lideriba vadisana. Riga: “Izdevnieciba RaKa,
120. Ipp.

Dubkeévics, L. (2009). Organizacijas kultara. Riga: “Jumava’, 182. lpp.
Dubkevics, L., Barbars, A. (2011). Role of Organizational Culture and
Leadership in Company’s Efficiency. LAP Lambert Academic Publishing,
60 lpp.

Dubkevics, L., Galdika, I., Barbars, A. (2011). Interrelating Organiza-
tional Culture and Leadership Roles. No: Stanislaw Borkowski, Joanna
Rosak - Szyrocka Human potential management in a company. Manage-
ment styles, Leadership. Dnipropetrovsk, 59.-70. lpp.

Dubkevics, L. (2011). Role of Organizational Culture for Increasing com-
petitiveness. No rakstu krajuma: Vadibzinatne. Ekonomika II. Riga: Ban-
ku augstskola. 46.-65. Ipp.

Dubkevics, L., Barbars, A. (2010). Role of the organizational culture in
human resource management. No: Human Resources Management and
Ergonomics (HRM+E), Vol IV. Zvolen: Technical university, pp. 25-35.
Dubkévics, L. (2009) Emocionali inteligentas korporativas kultaras un
socializacijas mijiedarbiba organizacija. No rakstu krajuma “Komunika-
cijas vadiba informacijas sabiedriba” Riga: “Biznesa augstskola Turiba’,
16.-25. Ipp., CD-ROM.



Darba struktiira un apjoms

Promocijas darbs ir neatkarigs pétijums, kas sastav no ievada, tris nodalam,
nosléguma, secinajumiem un priekslikumiem, izmantotas literatiiras saraksta un
17 pielikumiem. Darba kopéjais apjoms ir 161 lapaspuses. Promocijas darba ir
28 tabulas un 20 attéli. Promocijas darba izstradé izmantoti 211 dazadi literati-
ras avoti, kas apkopoti literatiiras saraksta. Promocijas darbam ir §ada struktara:

Ievads

L.

Organizacijas kulttras un klimata teorétiskais raksturojums vadibas
zinatné

1.1. Organizacijas kultiiras jédziena saturiska un tipologiska analize

1.2. Organizacijas klimata un radosuma jédzienu raksturojums

1.3. Organizacijas klimata un kultiiras konvergences raksturojums

Organizacijas kultiiras un klimata radoSuma empiriska analize valsts

teatros Latvija

2.1. Empiriska pétijuma pamatojums, metodologija un meérijuma instru-
menti

2.2. Izpilditajmakslas industrijas valsts teatru formas Latvija raksturo-
jums

2.3. Vadisanas raksturojums valsts teatros Latvija

2.4. Organizacijas kultiiras pétniecisko rezultatu analize valsts teatros Latvija

2.5. Organizdcijas klimata radosuma rezultatu analize valsts teatros Latvija

2.6. Pasreizéjas organizacijas kultiiras un klimata radosuma mijiedarbi-
bas pétniecisko rezultatu analize valsts teatros Latvija

2.7. Vadisanas un lideribas lomu analize valsts tedtros Latvija.

Vélamas kulttiras un klimata mijiedarbibas vadisanas analize rado$uma

veicinaganai valsts teatros Latvija

3.1. Velamas kultaras un klimata mijiedarbibas radosuma veicinasanai
analize valsts teatros Latvija.

3.2. Velamas kultaras un klimata mijiedarbibas radosuma veicinasanai
parmainu istenosanas iespéjas valsts teatru Latvija augstakas vadibas
novertejuma.

Secinajumi

Priekslikumi

Izmantoto avotu un literataras saraksts
Pielikumi
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GALVENIE PETNIECISKIE ATZINUMI

1. Organizacijas kultiiras un klimata teorétiskais raksturojums
vadibas zinatné

Pirmaja nodala ir analizétas organizacijas kultiiras un klimata teorétiskas
nostadnes vadibas zinatné, ka ari vadiSanas ipatnibas valsts teatros Latvija. Defi-
néti organizacijas kultras klimata rado$uma jédzieni un raksturota organizaci-
jas kultiiras un klimata konvergence.

Organizacijas darbibu ietekmé tas iek$éja un aréja vide. Promocijas daba au-
tors péta organizacijas ieks§éjo vidi.

Dz. Heskets izskir cetrus galvenos iekséjas vides faktorus, kas nosaka organi-
zacijas sniegumu: efektiva organizacijas kulttra (“zinat ka” - “know how”), mér-
kis (“zinat kapéc” -"know why”), stratégija (“zinat ko, kad, kur” - “know what,
when, where”) un izpildijums (“zinat kas” - “know who”). Autors ipasi neizdala
resursus, uzskatot tos par passaprotamu iekséjas vides faktoru (sk. 1.1. attélu).

»zinat kapéec” »zinat ka”

zinat ko, kad, kur” ,zinat kas”

1.1. attéls. Organizacijas kultiiras mérka, stratégijas un izpildijuma sasvstarpéjas
attiecibas

Sastadijis autors, balstoties uz DZ. Hesketa darbiem.

Organizacijas kulttira ir ari visu iekséjas vides faktoru savdabigs spogulattéls.
Kultarai ir iz8kiro$a loma stratégijas istenosana.

Organizacijas iek$éja vide ir vadi$anas rezultats. Ta ir organizacijas darbibas
galveno nosacijumu kopums, kas ietekme tas sniegumu.

K. Kamerons atzimé, ka viens no faktoriem, kas raksturo efektivu organiza-
ciju, ir tas iekseéjas vides sakartotiba.

Promocijas darba pétita organizacijas kultaras un klimata rado$uma mijie-
darbiba.

No vienas puses, tas ir pétniecibas ierobezojums, jo netiek pétiti visi iekse-
jas vides faktori, bet, no otras puses, pasaules pétniecibas prakse vadibas zinatné
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tie$i organizacijas kulttiru saista ar klimata radoSuma limeni. Organizacijas kul-
tara un klimata rado$uma limenis ir saistiti ar cilvékresursu attistibu, t. sk. indi-
viduala radosuma veicinasanu.

Izvértéjot dazadus viedoklus, promocijas darba autors secina, ka kopuma
organizacijas kultara tiek definéta ka kopigu veértibu, parliecibu, piepémumu,
uzvedibas modelu, ari domasanas veida kopums, kas raksturo organizaciju un
tas biedrus. Sadu viedokli pauz organizacijas kultiiras vadosie pétnieki vadibas
zinatne.

Promocijas darba teorétisko pamatu veido K. Kamerona, R. Kvina, un E. Va-
lahas organizacijas kultiiras teorijas.

K. Kamerona un R. Kvina konkuréjoso vértibu teorija (Competing Values
Framework) balstita organizaciju efektivitates pétnieciba. Ta veidota, integréjot
dazadu organizacijas kultaras pétnieku atzinas.

Teorija izdala ¢etrus dominéjoSos kulttiras tipus (vértibu sistémas):

1) hierarhisko (birokratisko);

2) tirgus;

3) klanu (gimenes);

4) adhokratisko (radoso).

Tipologijas pamata ir divas organizacijas kultaras efektivitates dimensijas:

1) elastigums un diskrétums // stabilitate un kontrole;

2) argjais fokuss un diferenciacija // ieksgjais fokuss un integracija. (skat.

1.2. attélu).
Elastigums un diskrétums
A
Klanu kultira Adhokratiska
kultara
Iekséjais fokuss - Aréjais fokuss
un integracija un diferenciacija
Hierarhiska Tirgus kultara
kultara
\/

Stabilitate un kontrole

1.2. attels. K. Kamerona un R. Kvina konkuréjo$o veértibu kultiiras tipologijas teorija

Sastadijis autors, pamatojoties uz K. Kamerona un R. Kvina darbiem.

12



Hierarhiskas jeb birokratiskas kulttras galvenas vértibas ir formalizéta,
strukturizéta vide, varas hierarhija, orientacija uz rezultatu, stabilitate, konku-
rence. Klanu jeb atbalsto$as kultiiras galvenas vértibas ir pozitivs mikroklimats,
komandas apzina, augsta pa$motivacija, tradiciju respekts, personibas ciena.
Adhokratiskas jeb inovativas kultaras galvenas vértibas ir rado$a vide, radosa
briviba, orientacija uz parmainam, orientacija uz risku, augsta iek$éja motiva-
cija. Tirgus kultras vértibu sistéma orientéta uz izteiktu konkurenci aréja tirga.

K. Kamerona un R. Kvina tipologiska teorija ir pamata OCAI pétnieciskajam
instrumentam, kuru autors izmantojis promocijas darba. Vadibas zinatnes pét-
nieciba pasaulé tiesi adhokratiskas un klanu kultiras vértibas pozitivi korelé ar
organizacijas klimata rado$umu.

E. Valahas teorija butiski neatskiras no K. Kamerona un R. Kvina tipologijas.
Lidzigi P. Drakeram, K. Kameronam, R. Kvinam u.c. § autore uzskata, ka izprast
kultdru nozimé izprast at$kiribu starp vélamo un esoso situaciju organizacija.
OCAI pétnieciskais instruments péti abus $os limenus.

E. Valahas teorija kulttru raksturojums ir lidzigs K. Kamerona un R. Kvina
teorija paustajam. Vina sava kultaras analizé uzsver funkcionalitates ietekmi uz
kultaru, iesaka pétnieciba apkopot informaciju par divam, trim darbibas jomam
organizacija (subkultiiram - L. D.). Sim nolitkam var izmantot OCI aptaujas an-
ketu. Sis instruments ari izmantots promocijas darba, pétot vadibas un aktieru
subkultras.

Atskiriba no K. Kamerona un R. Kvina, E. Valaha atseviski neizdala kultaras
tirgus dimensiju. Orientaciju uz tirgu $I autore sasaista ar inovativo kultaras di-
mensiju.

Tipologiskas teorijas ir teorétiskie koncepti (domasanas procesa kategorijas),
kas balstiti pétnieciba.

Tipologisko teoriju vértibu nosaka tas, ka tas lauj orientéties situacijas, kad
jasaskaras ar sarezgito organizacijas realitati. Vienlaikus tipologisko teoriju
probléma ir §is realitites vienkar§osana. Sada veida teorijas limité pétnieciskas
perspektivas, orientéjoties tikai uz atseviskam dimensijam un vienlaicigi igno-
réjot subkultaras. Tomér organizacijas kultras pétnieciskaja praksé uz tipolo-
giskajam teorijam balstitie pétnieciskie instrumenti tiek plasi lietoti pétnieciba.
Promocijas darba autors pamatojas uz R. Kvina un K. Kamerona organizacijas
kultaras definiciju, kura butiba neatskiras no citam vadibas zinatnes teorija sa-
stopamajam definicijam, ir lidziga pazistamakajam E. Seina organizacijas kult-
ras raksturojumam un faktiski neatskiras no E. Valahas viedokla. Tie$i R. Kvina,
K. Kamerona un E. Valahas organizacijas kulttiras teorijas ir pamata promocijas
darba empiriskajai pétniecibai. Minétajas teorijas vértibu sistémas ir saistitas ar
organizacijas klimatu un raksturo kultaras rado$os tipus/dimensijas.

Pétijumi apliecina, ka ir iespéjams sabalansét organizacijas biznesa raditaju
paaugstinaganu un rado$uma veicinasanu. Lai to panaktu, ir nepiecieSams iz-
prast radosuma veicino$os un traucéjosos faktorus.
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Pétnieciskaja literatiira radoSums un inovacija biezak tiek saistiti ar organi-
zacijas klimatu. Organizacijas klimata definicijas amplitida ir pietiekami plasa,
tomér klimata pétnieki vairak fokuséjas uz cilvéku individualo iekséjas vides, tai
skaita organizacijas kultiras uztveri. Individuala uztvere ir realitate, kas ietekmé
organizacijas iekséjas vides faktorus. Klimats ir jutigaks attiecibas ar varu - vieg-
lak manipuléjams un ietekméjams.

KEYS metodika, kura izmantota promocijas darba empiriskaja pétnieciba,
organizacijas klimats tiek definéts ka cilvéku darba vides faktoru uztvere, kas ie-
tekmé vinu individualo darbibu, tai skaita rado$o darbibu. Savukart rado$ums
tiek raksturots ka cilvéka spéja producét jaunas idejas, kuram ir lieto$anas vér-
tiba. KEYS metodika sniegta organizacijas klimata definicija ir ari promocijas
darba pamata. Klimata subjektivitate liela méra izskaidro to, kapéc pétnieciskaja
literatiira tie$i organizacijas klimats, bet ne kultara tiek vairak saistita ar radosu-
mu, inovacijam.

Vadibas zinatnes literatira

1) individualais radosums netiek noskirts no organizacijas klimata radosu-
ma limena un to ietekméjosiem faktoriem;

2) rado$ums un inovacijas ir viens otru papildinosi, savstarpéji saistiti un
vienlaicigi atskirigi jédzieni.

T. Emabiles un citu autoru izstradataja organizacijas klimata radosuma lime-
na konceptualaja modeli ir izdalitas desmit dimensijas/skalas: briviba, izaicino$s
darbs, vadibas atbalsts, darba grupas atbalsts, organizacijas atbalsts, organizato-
riskie $kérsli, resursu pietiekamiba, darba apjoms. Faktoru gala rezultats ir orga-
nizacijas rado$ums un produktivitate, kuri veido devito un desmito dimensiju.

Jautajuma par organizacijas klimata un kultdras savstarpéjam attiecibam
eksisté tris galvenas konceptualas pieejas, kuras liela méra nosaka pasu autoru
pétnieciskas intereses:

1) organizacijas kultira un klimats ir butiski atskirigi koncepti;

2) organizacijas kultiira un klimats ir komplimentari koncepti;

3) organizacijas kultara, klimats un parmainas (tatad ari radosums, inovaci-
ju procesi — L. D.) ir savstarpéji ciesi saistiti — veido savdabigu trisvieni-
bu, un tie pétami paraléli un vienlaicigi.

Promocijas darba autors balstas uz treSo konceptualo pieeju. Autors izsaka pie-
némumu, ka visi tris viedokli faktiski atzist kultaras ietekmi uz klimatu un ta ra-
dosumu. Sads piengmums logiski izriet no minétajiem teorétiskajiem konceptiem.

Kultaras koncepts ir plasaks un dzilaks par klimatu, tomér tie ir savstarpéji
ciesi saistiti, tos raksturo gan konvergence, gan komplementarisms. RadoSuma
pétnieciba organizacija ir pamatota diadiska pieeja: kultira un klimats japéta
paraléli un vienlaicigi.

Vadisana ir vadibas darbibu komplekss organizacijas mérku sasnieg$anai ar
augstako efektivitati. P. Drakers u.c. pétnieki uzskata, ka masdienas organizacija
galvenas ir nevis vadi$anas, bet lideribas lomas — prasmes pamanit un izmantot
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katra cilvéka Ipasas spéjas, zinasanas, ari rado$o potencialu. Vadi$anas un lide-
ribas lomas ir komplimentaras — tas viena otru papildina. M. Armstrongs at-
$kiribu starp lideribu un vadi$anu definé $adi: vadiSana ir saistita ar ripém par
meérku sasniegSanu, efektivi iegistot, sadalot, izmantojot un kontroléjot visus
nepiecieSamos cilvéku, finan$u, informacijas, iekartu, telpu u.c. resursus, bet
lideriba ir saistita ar koncentré$anos uz vissvarigako resursu - cilvékiem, mo-
tivéjot vinus, defingjot un nosakot, komunicéjot viziju, iemantojot uzticibu un
veicinot vinu iesaisti§anos organizacijas mérku realizacija.

K. Kamerona un R. Kvina lideribas un vadiSanu lomu teorija ir ciesi sais-
tita ar vinu organizacijas kultaras konkuréjoso vértibu tipologisko teoriju
(sk. 1.3. attélu).

Elastigums
A
Klanu kultara Adhokratiska kultara
Lideribas lomas: Lideribas lomas:
o Fasilitators  Inovators
o Mentors o Vizijas veidotajs
Iekséja orientacija
(orientacija uz < »  Aréja orientacija
integraciju)
Hierarhiska kulttra Tirgus kulttra
Vadisanas lomas: Vadi$anas lomas:
o Monitors o Direktors-izaicinatajs
 Koordinators « RaZotdjs
\/

Stabilitate un kontrole

1.3. attéls. Lideribas un vadi$anas lomas organizacijas kultiiras tipos

Sastadijis autors, balstoties uz K. Kamerona un R. Kvina darbiem.

Katru organizacijas kulttiras tipu raksturo noteiktas dominéjo$as lomas.

Pétijumi rada, ka efektivu vadibu raksturo lomu lidzsvars abas konkurgjo-
$o vértibu iekseéjas/aréjas un kontroles/elastiguma dimensijas. Ja vadiba izteikti
dominé viena organizacijas kultiiras vértibu sistéma, tad tas var kavét mérku sa-
snieg$anu citas jomas.

R. Kvins $o nelidzsvarotibu apzimé ar terminu negativa zona. DziSanas pakal
vienam vértibu kopumam, nepievér$ot uzmanibu citam vértibam (lomam), rada
apstaklus ta sauktajai suboptimizacijai, kas var izraisit organizacijas krahu.

Inovatora, vizijas veido$anas, cilvékresursu potenciala attistibas un koman-
das veidosanas lomas ir elastigakas un nozimigakas dominéjosi radosas orga-
nizacijas kultaras. Tas ir transformativas lideribas lomas. Savukart domingjosi
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hierarhiskas jeb birokratiskas kultaras izteiktakas ir vadisanas mazak elastigas
tehniska eksperta un kontroles, koordinatora, razotdja un direktora lomas. Tas
ir transakcionalas lomas. Pirmas divas ir vérstas uz iek$€jiem procesiem un
kontroli, bet tre$a un ceturta - uz racionaliem mérkiem, tirgu. Vadiba, kura de-
monstré meistaribu pretéjos kvadrantos, ir vértéjama ka efektiva.

Ipasi transformativa lideriba tiek tiesi saistita ar rado§umu un inovaciju vei-
cinasanu organizacijas. Sads transformativas lideribas modelis ir izmantots or-
ganizacijas kultGras un organizacijas klimata atbilstibas inovacijam musdienu
pétniecibas praksé. Pétnieciba ipasi tiek uzsvérta vizijas veido$anas loma rado-
$uma un inovaciju veido$ana. Vizijas tiek definétas ka cilvéku parliecibu ko-
pums par konkrétu ricibu, savstarpéjo mijiedarbibu, kas nepieciesama idealizéta
nakotnes stavokla sasnieg$anai.

Organizacijas kultaras, klimata parmainu jautajumi ir tiesi saistami vispirms
jau ar lideribas lomam augstakaja vadibas limeni. Promocijas darba tas ir akcen-
tétas.

Vadibas zinatné jautajuma par lideru lomu organizacijas kulttras, ari klima-
ta definésana eksisté divas pieejas. Funkcionalisma pieejas atbalstitaji uzskata, ka
lideri ir organizacijas kultiras arhitekti (Dz. Kolinss, E. Seins u.c.).

Antropologiskas pieejas parstavji apsauba $ada viedokla ticamibu, noradot,
ka lideri pasi ir organizacijas kulttras dala. Vairums pétnieku parstav pirmo pie-
eju. Promocijas darba pamata ir funkcionalisma pieeja, tomér vienlaikus netiek
nenoliegta ari organizacijas kulttiras ietekme uz lideribu.

Galvenas vadi$anas Ipatnibas valsts teatros Latvija izriet no izpilditajmakslas
industrijas specifikas:

1) nodros$inat kvalitativa makslinieciska produkta radisanu (lideribas lomu

uzdevums);

2) nodrosinat klasiskas vadiSanas pamatfunkcijas - razo$anu, producésanu,
izplatisanu, patéré$anu (vadisanas lomu uzdevumi);

3) radosajas industrijas darba attiecibu forma vairak raksturigas partne-
rattiecibas, mazak izteikta ir hierarhiska jeb vaditaja—padota attiecibu
forma;

4) vadiSana prevalé decentralizacija; galvenas vadibas kontroles iespéjas ir
ierobezojumi laika, kas sevi ietver konkrétu rezultatu sasaisti ar noteik-
tiem terminiem.

Valsts teatros eksistéjosa makslinieciska dala ir to specifiska iezime. Tiesi
ta ir atbildiga par maksliniecisko jaunradi. Saja struktirvieniba ietilpst reZisori
un aktieri. Atseviskos valsts teatros direktors — valdes loceklis vienlaicigi pilda
makslinieciskas dalas vaditaja pienakumus.

Sada situacija nozimigakais augstakas vadibas uzdevums ir lidzsvarot cilvéku
rado$as, intelektualas, emocionalas darbibas ar tirgus interesém.

Promocijas darba izmantotie pétnieciskie instrumenti - OCAI un KEYS ap-
taujas anketas — lauj noteikt vadisanas un lideribas iezimes valsts teatros.
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2. Organizacijas kultiiras un klimata radoSuma empiriska
analize valsts teatros Latvija

Promocijas darba pétijuma baze ir valsts teatri Latvija. Tika pétitas aktieru
un vadibas subkultiiras. Generalas kopas (N) lielums ir 198 respondenti. Repre-
zentativais izlases (1) lielums attiecigi ir 130.

Lai pielaujamas kliidas lielums neparsniegtu 0,05, izlases lielumam vajadzé-
ja bat 130 respondentiem. Reali tika aptaujati 132 respondenti. Izlases apjoms
ir pietiekams, lai nodrosinatu pétjjuma ticamibu. Tas ir atbilstoss ari KEYS
metodikas rezultatu datu bazei un pétnieciba visparpienemtajam izlases kopas
skaitliskajam vértibam salidzinajuma ar generalkopam.

Pétnieciba tika izmantoti pieci pétiSanas instrumenti:

1. Promocijas darba organizacijas kultiiras pétnieciba izmantota K. Kame-

rona un R. Kvina izstradata speciala aptaujas anketa “Organizacijas kul-
taras noveértésanas instruments” (Organizational Culture Assesment Ins-
trument - OCAI).
Aptaujas anketa lauj novértét eso$o un vélamo organizacijas kulttras
tipologisko modeli atskirigu subkultdru skatijuma. Instruments lauj di-
agnosticét domingjoso kultiiras vértibu orientaciju, tipu, stiprumu un
kongruenci.

2. Organizacijas kultiiras pétnieciba izmantota ari aptaujas anketa “Organi-
zacijas kultaras indekss (The Organizational Culture Index — OCI), kuras
pamata ir lidzigs OCALI teorétiskais koncepts. OCI promocijas darba iz-
mantots retestacijas mérkim, lai parbauditu OCAI datu ticamibu.

3. Organizacijas klimata radoSuma pétnieciba promocijas darba tiek lietots
“Klimata rado$uma novérté$anas instruments” (KEYS - Tool for Assesing
the Climate for Creativity).

Ar $o instrumentu ir testétas 186 uznémumu grupas, kas aptver dazadas
radosas industrijas. Pétniecibas rezultata ir izveidota vid&jo statistisko
raditaju datu baze ar iespéjamajam standartnovirzém visas KEYS dimen-
sijas. Tas Jauj veikt pétniecisko datu salidzinasanu.

Ar KEYS iegutie rezultati ir tie$i saistiti ar Radosas lideribas centra vidéjo
statistisko datu un standartnovirzu bazi, kas ir ieklauta aprékinu formula.
Lidzigas datu bazes Eiropa un Baltija nav. Datu bazé nav ari informacijas
konkréti par izpilditajmakslas industrijas teatru formu. Nemot véra ieprieks
minéto, ka ari kulttiru atskiribas, ar KEYS iegtitie pétnieciskie rezultati pie-
lauj interpretacijas iespéjas atseviskas organizacijas klimata dimensijas.

4. Promocijas darba tika izmantotas arl aptaujas anketa. Tas mérkauditori-
ja ir rezisoru-ekspertu grupa. Tas sastava ir devini rezisori no Latvijas
valsts teatriem (vidéjais un augstakais vadibas limenis).
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Probléma, hipotéze 1., 2. un 3. |

Y

Organizacijas kultiira (OK) 1—' OCI pétniecibas metodika |
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1 I n rezultatu analize
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T
I
I OKL faktoru grupu analize,
L4 izmantojot KEYS metodiku un Pirsona
c oo e . korelacijas koeficentu
Organizacijas klimata

(OKL) veidojosie faktori <

OK ietekmes analize, izmantojot
linearas regresijas metodi (p standartizétas
koeficenta veértiba), dispersijas analize
(ANOVA) n* izteiksme.

S -

|
: Levensa viendabiguma un
N nozimiguma kritérijs, Pirsona

) izaciias klimat korelacijas koeficents; OK un
rgamzacua_s . imata klimata radoSuma limena un
rezultati produktivitates mijiedarbibas

! | analize

> Produktivitate
v

<

RadoSums [«

Organizacijas kultaras velamais modelis klimata radoSuma limena un
produktivitates paaugstinasanai

2.1. attéls. Organizacijas kultaras un klimata radoSuma mijiedarbibas pétnieciski
metodologiskais dizains

Sastadijis autors.
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5. Lai novértétu empiriskas pétniecibas rezultatus un noskaidrotu iespéja-
mas teatru kultaras un klimata vélamas parmainas, tika intervéti cetru
valsts teatru Latvija direktori. Viena no gadijumiem interviju, ieprieks
saskanojot ar direktori, sniedza sabiedrisko attiecibu dalas vaditaja.

Valsts teatru kultaras un klimata mijiedarbibas vadi$anas pétniecibai tika
izstradats organizacijas kultaras un klimata mijiedarbibas pétnieciski metodolo-
giskais dizains (sk. 2.1. attélu).

Pétniecibas metodologija balstita teorija.

Valsts teatru organizacijas kultiiras analizé ka datu ieguves metode tika iz-
mantota anketé$ana - tika aizpilditas OCAI un OCI aptaujas anketas. Veikta
datu analize atspogulo ka vadibas un aktieru subkultaru viedoklus atseviski, ta
arl abu $o subkultiiru kopéjo nostaju. Organizacijas kultaras paslaik eso$a un
vélama tipologija abas subkultiiras kopuma atspogulota 2.2. attéla.

Klana kultara

= Vadiba
Adhokratiska kultiira e Aktieri
Visi

Hierarhiska kultiira

Tirgus kultira

2.2. atteéls. Latvijas teatru organizacijas kultaras procentualas frekvences pasreizéjas
tipologijas aktieru, vadibas subkultiiras un kopuma péc OCAI

Sastadijis autors.

Analize tika veikta, izmantojot MS Office 2010 Excel programmnodrosi-
najumu, frekvencu sadalijumu procentualas frekvences izteiksmé. 2.2. attéla
redzams, ka pasreiz kopuma dominé hierarhiskas kultiiras tips, procentuala
frekvence — 29%. Par 1% zemaks raditajs ir atbilstosi klanu kulttirai, procentu-
ala frekvence — 28%. Attiecigi abu kultiru aprékinatas medianas ir hierarhiskajai
kultarai 27,5, klanu kultarai 26,5. Tas liecina, ka kultarai pasreiz kopuma rak-
sturigs iekséjs fokuss un integracija, status quo saglabasana.

Valsts teatru darbiba vismaz pasreiz vairak orientéta uz pasreizéjo klientu
(skatitaju) “noturésanu” ar atbilstosu repertuaru, cenu politiku u.tml.

Statistiski nozimigas Me izteiksmé ir atskiribas starp klanu kulttiras un paré-
jo kultaru tipiem. Tomér kopuma jaatzist, ka aptaujas rezultati subkultaras ap-
liecina organizacijas kultiras tipologiju kopuma OCAI versija.
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Hierarhiska un ipasi klanu kultara ir teorétiski ieintereséta organizacijas klima-
ta rado$uma veicinasana, tomér autors uzskata, ka tam abam nav raksturiga pietie-
kami spilgti akcentéta inovativa ievirze, kas vérsta tirgus paplasinasanas virziena.

Pagreizéjo organizacijas kulttiras tipologiju apstiprina ari OCI aptaujas anke-
tas rezultati (sk. 2.3. attélu).

38%

36% 37%
36% 35%
34%
34% 339%
= Inovativa

o/
32% = Atbalstosa
30%- Birokratiska
28%-
26%-

Visi Aktieri Vaditaji
2.3. attéls. Pasreizéjas organizacijas kultaras dimensijas Latvijas teatros aktieru,
vadibas subkultiras un kopuma OCI metodika procentualas frekvences izteiksmé

Sastadijis autors.

OCI aptaujas anketa tika izmantota ka retestacijas instruments. Rezultati
tika analizéti MS Office 2010 Excel programma.

2.3. attéla redzamie iegutie rezultati péc OCI apliecina OCALI versijas rezul-
tatus. Pétijuma datu validitati apliecina ari dispersijas analize

Izprast kultiiru nozimé izprast atskiribu starp paslaik eso$o un vélamo situa-
ciju organizacija.

Valsts teatru kultiiras vélama tipologija atspogulota 2.4. attéla.

Klana kultara

m—Vadiba
Aktieri
Visi

Adhokratiska kultira

Hierarhiska kultara

Tirgus kultira

2.4. attéls. Latvijas teatru organizacijas kultiiras procentualas frekvences velamas
tipologijas aktieru, vadibas subkultiru un kopuma péc OCAI

Sastadijis autors.

20



2.4. attéla redzams, ka procentualas frekvences izteiksmé kopuma vélamas
kultaras domingjosie tipi ir: 1) klanu kultaras tips (35%); 2) adhokratiskas kul-
taras tips (26%); 3) tirgus un hierarhiskais kultaras tips (20%).

Abas subkulttiras un kopuma dominé klanu un adhokratiskas kultaras vér-
tibas, kuras vadibas zinatnes teorija un pétnieciba tiek pozitivi asociétas ar kli-
mata rado$umu. Klanu un adhokratisko kulttiras vértibu pieaugumu pamata ir
hierarhisko vértibu ipatsvara samazinasanas kopuma un aktieru subkultira. Va-
dibas vértéjuma tas ir neliels — procentualas frekvences izteiksmé samazinajums
ir par vienu procentu.

Autors uzskata, ka formalizétas, stingri strukturétas, stabilas iekséjas vides
vismaz subjektivi vélamaja limeni provocé klanu jeb gimenes kultiras vértibas:
cilvékresursu (t.s. individuala rado$uma) attistibas, komandas u.c. vértibas. Sada
vide provocé ari adhokratiskas vértibas, t.s. rados$as individualas izpausmes vélmi.

Organizacijas kulttras pasreizéjas un vélamas tipologijas atskiribas atspogu-
lotas 2.1. tabula.

2.1. tabula

Organizacijas kultiiras Vilkoksona rangu kritérijs OCAI metodika (promocijas

darba autora saisinats variants)

gz :5 |2 6 «
52 S5 | SR E®| 5 | & 53
=8 == ) 1) s 2]
o & CF | = = =
Klana (kopuma) pasreiz- | 26,25 | 30,00 | -2,032 | 0,042 Ja, statistiski nozimiga
vélams starpiba
Klana (aktieru pasreiz- | 23,75 | 30,00 | -2,207 | 0,027 | Ja, statistiski nozimiga
subkultara) vélams starpiba
Klana (vadibas pasreiz- | 30,00 | 32,50 |-0,406 | 0,406 |Ng, statistiski nenozimiga
subkultara) vélams starpiba
Adhokratiska (kopuma) | pasreiz- | 20,00 | 25,00 |-2,060 | 0,039 Ja, statistiski nozimiga
vélams starpiba
Adhokratiska (aktieru | pasreiz- | 20,00 | 25,00 | -1,890 | 0,059 |NGg, statistiski nenozimiga
subkultara) vélams starpiba
Adhokratiska (vadibas | pasreiz- | 20,00 | 23,75 | -1,625 | 0,104 |NGg, statistiski nenozimiga
subkultara) vélams starpiba
Tirgus, (kopuma) pasreiz- | 20,00 | 20,00 | -0,447 | 0,655 |NGg, statistiski nenozimiga
vélams starpiba
Tirgus, (aktieru pasreiz- | 22,50 | 22,50 | -0,447 | 0,655 |NG@, statistiski nenozimiga
subkultiira) vélams starpiba
Tirgus, (vadibas pasreiz- | 16,25 | 15,00 | -0,276 | 0,783 |NGg, statistiski nenozimiga
subkultara) vélams starpiba
Hierarhiska (kopuma) | pasreiz- | 27,50 | 20,00 | -2,070 | 0,038 | Ja, statistiski nozimiga
vélams starpiba
Hierarhiska (aktieru | pasreiz- | 26,25 | 20,00 | -2,020 | 0,043 | Ja, statistiski nozimiga
subkultira) vélams starpiba
Hierarhiska (vadibas pasreiz- | 20,00 | 16,25 | -2,041 | 0,041 Ja, statistiski nozimiga
subkultara) vélams starpiba

Sastadijis autors.
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Vilkoksona rangu kritérijs parada klanu, adhokratiskas, hierarhiskas kulti-
ras tipa statistiski nozimigas starpibas (liels efekts). Statistiski nozimigas starpi-
bas konstatéjamas ar aktieru klanu, hierarhiskas un vadibas hierarhiskas sub-
kultaras tipa. Statistiski vismazak nozimiga starpiba (mazs efekts) konstatéjama
starp pasreizéjam un vélamajam tirgus kultras vértibam abas subkulttiras un
kopuma.

Pasreizéjas un vélamas organizacijas kulttras atskiribas kopuma veértéjamas
ka statistiski nozimigas. Lidz ar to eso$o organizacijas kultaru nevar klasificét ka
integrétu, stipru un efektivu. To raksturo zinamas entropijas pazimes.

Latvijas teatru klimata radoSumu ietekméjosie faktoru grupas analizes rezul-
tati atspoguloti 2.2. tabula.

2.2. tabula

KEYS faktoru grupu analizes rezultati aktieru, vadibas subkultiiras un kopuma
Latvijas valsts teatros

T skaitlis T skaitlis T skaitlis
Nr. p.k. Faktoru grupa aktieri vaditaji visi
1 Briviba 23 40 26
2 [zaicino$s darbs 54 58 55
3 Vadibas atbalsts 51 59 52
4 Darba grupas atbalsts 61 66 62
5 Organizacijas atbalsts 54 56 54
6 Organizatorisko $kérslu neesamiba 54 55 53
7 Resursu pietiekamiba 55 62 56
8 Izpildamo darba apjoms 74 73 74
9 Radosums 69 67 68
10 Produktivitate 49 59 51

Sastadijis autors.

2.2. tabula atspogulo analizes rezultatu skaidrojumu piecos limenos: loti
augsts — punktu skaits no 61 un vairak, augsts - punktu skaits no 56 lidz 60,
vidéjs - punktu skaits no 46 lidz 55, zems - punktu skaits no 41 lidz 45, loti
zems — punktu skaits no 40 un mazak T skaitla izteiksmé.

Korelacijas koeficients starp dazadam KEYS faktoru grupam un rezultatiem
atspogulots 2.3. tabula.

2.3. tabula atspogulo KEYS faktoru grupu savstarpéjo korelaciju. Atspogulo-
ta cieSuma pakape ir ar augstu ticamibu.
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Latvijas teatru klimata radoSumu ietekméjoso faktoru grupas salidzinajumu
kopuma ar rezultatiem KEYS datu bazé, ekspertu viedokli un vado$o pétnieku
viedokliem pasaulé atspogulo 2.4. tabula.

2.4. tabula

Klimata rado$umu faktoru grupu salidzinosa analize valsts teatros Latvija, KEYS
datu baze, ekspertu vértéjuma un vadibas zinatnes pétnieciskaja literataira

Teorétiskie avoti un
pétniecibas viedokli
Valsts teatri Ekspertu par radoSumu
Nr. Latvija viedoklis un produktivitati
pk. Faktoru grupa T skaitla (sk. 3. pieli- KEYS ietekmeéjosajiem
izteiksmeé kumu) faktoriem (McLean,
Laird, 2005; Amabile,
Conti, Coon, 1996).
nozimigs
2 |Izaicino$s darbs Augsts Videjs Vidéjs | Nozimigs
3 | Vadibas atbalsts Vidéjs Vidéjs Vidéjs | Nozimigs
Darba grupas . - -
4 atbalsts Loti augsts Augsts Vidéjs | Nozimigs
Organizacijas - - 5556 -
5 atbalsts Videjs Videjs Videéjs | Nozimigs
Organizatorisko - o .
6 $kérdlu neesamiba Videjs Videjs Augsts | Nozimigs
7 |Resursu Augsts Videjs Vidgjs | oAmigs/mazik
pietiekamiba nozimigs
8 Izplldamo darba Loti augsts Vidéjs Vidéjs | Mazak nozimigs
apjoms
9 |Rado$ums Loti augsts Augsts Videéjs
10 | Produktivitate Vidéjs Vidgjs Videéjs

Sastadijis autors.

2.4. tabula redzams, ka valsts teatros loti augsti raditaji ir darba grupas - ko-
mandas, trupas atbalsta un izpildama darba apjoma dimensijas. Augsts raditajs
ir resursu pietiekamibas dimensija, tomér $is raditajs javérté salidzinosi nosaciti.
Lidzigi javerté ari izaicino$a darba faktoru grupa. Loti zems raditajs ir brivibas
jeb autonomijas dimensija. Teatru direktori intervijas to skaidroja ar divu fak-
toru ietekmi: ar teatru aktieru mazajam izvéles iespéjam rezijas skolas un reper-
tuara zina. Faktiski aktieriem repertuara teatros nav lomu izvéles iespéjas un
aktieru izvéle ir rezisora zina. Salidzinajuma ar KEYS datu bazi vérojama lielaka
vértéjumu izkliede. To vismaz daléji var izskaidrot ar KEYS datu bazes uzpému-
mu lielaku viendabigumu - datu bazeé teatri nav ipasi pétiti.

2.4. tabula atspogulots ari ekspertu grupas viedoklis un galveno teorétisko
avotu salidzino$s vértéjums par klimata rado$umu ietekméjo$ajam faktoru
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grupam (ekspertu viedokla gadijjuma - ari rezultatiem). Kopuma dominé vie-
doklu sakritiba. Vadibas zinatnes teorija lielakas atskiribas vérojamas izpildamo
darbu apjoma, brivibas un resursu pietieckamibas faktoru grupas vértéjumos.
Atseviskas pozicijas atSkiras pétnieku viedokli, ari brivibas un resursu pietieka-
mibas noveértéjumos. 2.4. tabula nozimigs nozimé augsts, bet mazak nozimigs -
vidgjs.

KEYS aptaujas rezultatu analize lauj secinat:

1) klimata rado$umu ietekméjosas grupas veicina loti augstu rado$uma li-
meni un vidéju produktivitati teatros;

2) kopuma eksisté vidéji pozitiva un pozitivi zema korelacija starp visam
klimata radosumu ietekméjo$am faktoru grupam (iznémums ir organi-
zatorisko $kérslu neesamiba, kurai parsvara ir zema negativa korelacija);

3) pastav loti cie$a korelacija starp radosumu un produktivitati;

4) organizacijas kultarai ir stipra pozitiva korelacija ar vadibas atbalstu un
produktivitati, vidéji pozitiva korelacija ar darba grupas atbalstu, resursu
pietiekamibu un radosumu, bet parsvara zema negativa korelacija ar or-
ganizatorisko $kérslu neesamibu.

Pétnieciba pasaulé liecina, ka rado$u uzvedibu motivacija iz§kiro$a nozime
ir tris dimensijam: izaicinajumiem, darba grupas atbalstam un organizatorisko
$kérslu neesamibai. Savukart mazaka nozime ir brivibas, resursu un realas no-
slodzes dimensijam. Valsts teatru pétniecibas rezultati kopuma apstiprina Sos
secinajumus. Iznémums ir izpildamo darbu apjoms un resursu pietiekamiba.

Valsts teatru pasreizéjas kultaras konkuréjo$o vértibu tipu (dimensiju) ie-
tekme uz klimata rado$umu noteico$ajam faktoru grupam un rezultatiem tika
analizéti OCI un OCAI versijas. Matematiska modela izveidé izmantota linea-
ras regresijas metode. Valsts teatru vértibu tipu, dimensiju novértésanai uz at-
karigajiem mainigajiem tika lietota P standartizéta koeficienta vértiba. Lielaka-
jai B vértibai ir prevaléjosa ietekme uz atkarigo mainigo. Saja modeli paréjam
dimensijam ir mazaka, nebutiska ietekme. Atseviskos gadijumos var runat, ka
ietekme nepastav. Tika analizéta valsts teatru kulttiras un klimata radoSuma
mijiedarbiba aktieru un vadibas kopveértdjuma. Sads integréts promocijas darba
problémas skatijums atbilst izvirzitd meérka Istenosanai. Ari organizacijas kul-
tiras un klimata rado$uma pétnieciskie rezultati apliecina aktieru un vadibas
atsevisko novértéjuma lidzibu starp pasreizéjo un vélamo valsts teatru kultiru.
Viedoklu atskiribas kopuma nav statistiski nozimigas.

Pagreizéjas valsts teatru kultiras un klimata rado$uma mijiedabibas
B vértiba OCI versija atspogulotas 2.5. tabula.
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2.5. tabula

Pasreizéjas kultiaras un klimata radosuma mijiedarbibas p vértibas aktieru un
vadibas kopvértéjuma (OCI metodikas versija)

Okr ganizaciyas k}llt_u ras Organizacijas klimata radosuma ietekméjosie -

onkuréjoso vértibu faktori e { vertiba

I . .. aktori un rezultati

sistémas (dimensijas)

Atbalstosas kultaras 1. Izaicino$s darbs 0,325

veértibu sistéma 2. Vadibas atbalsts 0,484
3. Organizacijas atbalsts 0,655
4. Organizatorisko $kérslu neesamiba 0,291
5. Izpildama darba apjoms 0,188
6. RadoSums 0,376
7. Produktivitate 0,337

Inovativas kultaras vértibu | 1. Briviba 0,303

sistéma 2. Darba grupas atbalsts 0,433

Birokratiskas kultiiras Resursu pietiekamiba 0,212

veértibu sistéma

Sastadijis autors.

2.5. tabula atspogulotas ticamas un prevaléjosas B vértibas. Vislielaka ietek-
me uz klimata rado$umu ietekméjosajam faktoru grupam un rezultatiem - ra-
do$umu un produktivitati — ir atbilstosas kultaras vértibam. (OCAI versija -
klanu kultaras vértibas.) Ietekme aptver visas klimata rado$umu veidojosas
faktoru grupas: vadibas praksi, organizatorisko motivaciju un resursus.

Linearas regresijas rezultatu B vértibas analize netiesi atspogulo rado$uma
un produktivitates vidéji pozitivo korelaciju.

Viszemaka ietekme uz valsts teatru klimata rado$uma rezultatiem - rado-
$uma limeni un ipasi produktivitati — ir inovativas kulttras vértibu dimensijai,
savukart prevaléjosa ietekme uz brivibu un darba grupas atbalstu atbilst $o kul-
taru raksturojo$ajam vértibam. OCI metodika nav atseviski izdalitas tirgus kul-
taras vértibas, bet tas ir integrétas organizacijas kultiiras inovativaja dimensija.
Var pienemt, ka inovativo kultdras vértibu ietekme uz minétajiem klimata ra-
dosuma veidojosajiem faktoriem ir saistama ari ar tirgus kultarai raksturigajam
vértibam.

Birokratiskas kultaras vértibu ietekme uz resursu pietiekamibu valsts teatros
ir lidziga linearas regresijas B vértibas rezultatiem OCAI versija.

Kopuma jasecina, ka linearas regresijas [ vértibas tikai daléji atbilst dominé-
josajai kultaras tipologijai valsts teatros OCI metodika.

Promocijas darba linearas regresijas  vértibas tika analizétas art OCAI me-
todikas konteksta. Analizes rezultati atspoguloti 2.6. tabula.
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2.6. tabula

Pasreizéjas kultiaras un klimata radosuma mijiedarbibas p vértibas aktieru un
vadibas kopvértéjums (OCAI metodikas versija)

Organizacijas kultiiras konkuréjoso Organizacijas klimata radosuma artib
vertibu sistémas (tipi) ietekméjosie faktori un rezultati B vertiba
Klanu kultaras vértibu sistéma 1. Briviba 0,140
2. Organizacijas atbalsts 0,288
3. Organizatorisko $kérslu neesamiba 0,302
4. Izpildama darba apjoms 0,244
5. Rado$ums 0,213
6. Produktivitate 0,210
Tirgus kultdras vértibu sistéma 1. Izaicino$s darbs 0,284
2. Vadibas atbalsts 0,209
3. Resursu pietiekamiba 0,372
Hierarhisko kultiras vértibu sistéma | Darba grupas atbalsts 0,248

Sastadijis autors.

2.6. tabula atspogulotas valsts teatru kultaras un klimata radosuma faktoru,
rezultatu mijiedarbibas ticamas un prevaléjosas B vértibas. Vadibas un aktieru
kopvértéjuma OCAI versija prevaléjosa ietekme uz klimata radosumu veidojo-
$ajiem faktoriem ir klanu kultaras pasreizéjam vértibam.

Pagreizéjas teatru kultaras un klimata rado$uma mijiedarbibas salidzinajums
OCI un OCAI metodikas linearas regresijas 3 vértibu izteiksmé lauj secinat:

1. Valsts teatros klimata radosumu veidojosos faktorus (organizacijas atbal-
stu, organizatorisko $kérs§lu neesamibu, izpildamo darbu apjomu, klimata
radoSuma limeni un produktivitati) prevaléjosi ietekmé atbilstosas jeb
klanu kultiras vértibas.

2. Valsts teatru kultaras ietekme uz klimata radoSumu veidojosajiem fakto-
riem un rezultatiem tikai daléji atbilst dominéjosas kultaras tipiem, di-
mensijam.

3. Kopuma OCAI metodikas linearas regresijas  vértibas apstiprina galve-
nos OCI metodikas rezultatus. Atskiribas, t. sk. B vértibu skaitliskas iz-
teiksmes, ir metodiski pamatotas.

Pagreizéjas valsts teatru kultaras un klimata mijiedarbibas analizes rezultatu
lidziba OCI un OCAI metodikas apliecina pétniecisko datu ticamibu linearas
regresijas P vértibu izteiksmé.

Ari dispersijas analize (ANOVA) n? izteiksmé parada, ka pasreizéjas valsts
teatru kultaras konkuréjoso vértibu tipologiskas dominantes OCAI versija ne-
atbilst to ietekmes nozimigumam uz klimata radoSumu. Pagreizéjas kultaras ti-
pologisko vértibu ietekme uz valsts teatru klimata radosumu veidojosajiem fak-
toriem, rezultatiem ir atskiriga. Tirgus kulttiras vértibu ietekme uz valsts teatru
pasreizéjo klimata radoSumu ir maznozimiga. Dispersijas analizes (ANOVA) n?
izteiksmé un linearas regresijas (p vértibas) rezultati ir lidzigi. Tadgéjadi tas pa-
augstina pétjjuma ticamibu.
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OCAI aptaujas anketu datu analize apliecina, ka pasreizéjas repertuara teatru
vadi$anas modela pamata abas subkultaras kopuma ir hierarhiskas kultiras vér-
tibas. K. Kamerona un R. Kvina konkuréjoso kultiiras vértibu teorija tam atbilst
kontroles un koordinatora vadiSanas lomas. Vadi$anas modelis tadéjadi atbilst
pasreizéjai organizacijas kultaras tipologijai, kas apstiprina funkcionalisma un
antropologisko teorijas (sk. 2.5. attélu).

6 35%
5 31%
4 26%
3 26%
2 34%
0% 20% 40% 60% 80% 100%

m Klans m Adhokratiska ™ Tirgus  Hierarhiska

2.5. attéls. Valsts teatru pasreizéjas kultaras dimensionalais raksturojums aktieru un
vadibas subkultiras kopuma

Sastadijis autors.

2.5. attéla atbilstosi konkuréjoso kultaras vértibu teorijai OCAI versija otra
dimensija atspogulo pasreizéjo lideribu, bet tresa - personala vadibu. Valsts
teatru lideriba izteikti dominé hierarhiskas kultiiras vértibas. To parsvars par
citam vértibu sistémam procentualas frekvences izteiksmeé ir lielaks par 10% (iz-
nemot tirgus kultiiras vértibas). OCAI versija ta ir nozimiga dominante.

Personala vadiba dominé klanu kultairas vértibas. To parsvars par citam vér-
tibu sistémam nav tik izteikts, bet pietiekami ievérojams. To nosaka izpilditaj-
makslas radosas industrijas teatru formas specifiska iezime — personalu veido
rado$as personibas.

Vélamaja teatru kultiras tipologija dominé klanu un ari adhokratiskas - ra-
dosas kultaras vértibas. Teorétiski batu japienem, ka vadiba vairak harmoné ar
elastigakajam inovatora, vizijas veidotaja, cilvékresursu potenciala attistibas lo-
mam. Tomér OCAI aptaujas anketu rezultati to neapliecina. Var pienemt, ka

1) augstakaja vadibas limeni dominé ieks$éja orientacija, orientacija uz stabi-

litati;

2) repertuara teatru augstako vadibu raksturo akcentéta cilvékresursu vadi-

ba, kas OCALI versija atspogulojas personala vadisanas dimensija. Teatru
vadiba cen$as to lidzsvarot ar nepiecieSamibu saglabat konkurétspéju.
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Arl paSreizéja valsts teatru kultaras tipologija hierarhisko vértibu domi-
nante procentualas frekvences izteiksmeé ir viens procents;

3) valsts teatriem Latvija nav skaidri formulétas un komunicétas vizijas;

4) neliela vadiSanas lomu dominante izriet no valsts teatru specifikas - juri-
diska statusa: tie ir valsts dibinatas kapitalsabiedribas (VSIA).

Savukart valsts teatri ka kultaras iestades vairak saistiti ar vadibas lideribas
lomam, kas atbilst klanu un adhokratiskas kultiiras vértibam: cilvékresursu attis-
tibas, komandas veidosanas, inovatora un vizijas veidotaja lomam.

Pirsona korelacijas koeficients liecina, ka pastav zema pozitiva korelacija
starp vadibas atbalstu (vadibas prakses faktors) un izaicino$u darbu, vidéji po-
zitiva korelacija starp darba grupas — komandas atbalstu, resursu pietieckamibu
un radoSumu, bet starp resursu pietiekamibu un organizacijas atbalstu pastav
stipri pozitiva korelacija. Vadibas atbalsts negativi korelé ar organizacijas skérslu
neesamibu un izpildamo darbu apjomu. Organizacijas atbalsta korelacijas koe-
ficients ir lidzigs. Korelaciju analize apliecina gan vadibas nozimigo lomu valsts
teatru klimata rado$uma vadisana, gan to, ka vadiba vérojamas atseviskas trans-
formativas lideribas iezimes, kas pozitivi ietekmé klimata rado$umu. Transfor-
mativas lideribas pazimes atbilst klanu un adhokratiskas kultaras vértibam. Ve-
lamaja valsts teatru kultdiras tipologija tiesi §is vértibas klist domingjosas. Sada
kultaras tipologija atspogulo ari izteiktakas transformativas lideribas gaidas.

Kopuma valsts teatros Latvija dominéjosa vadiba nav orientéta uz butiskiem
izaicinajumiem, riskiem, radosiem eksperimentiem. Dominé iekséjas vides, kul-
taras, klimata, saglabasanas instinkts, kas neizslédz vadibas atbalstu eso$a kli-
mata rado$uma limena uzturés$anai.

Galvenie secinajumi, kas izriet no pétniecibas:

1. Valsts teatru kultiras un klimata rado$ums ir vadisanas rezultats.

2. Promocijas darba izmantotie pétnieciskie instrumenti — gan OCAI, gan
arl KEYS - sevi integré funkcionalisma un antropologisko teoriju atzinas
par valsts teatru vadibu ka to kultiiras un klimata arhitektiem un vienlai-
cigi ietekmes objektiem.

3. No funkcionalisma teorijas izriet butiska atzina: organizacijas kultiras
un klimata rado$uma mijiedarbibas pilnveido$anas adresats ir valsts teat-
ru augstaka vadiba.
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3. Vélamo kultiiras un klimata mijiedarbibas vadiSanas
parmainu iespéjas valsts teatros Latvija

Lai veiktu jebkuras parmainas, vispirms ir nepiecieSams noteikt esoso sta-
vokli, noskaidrot sistémiskas sakaribas un nepiecieSamas parmainas. Tas ir ar
promocijas darba mérkis. Izskirosa loma parmainu istenosana ir augstakajam
vadibas limenim.

Saja nodala valsts teatru vélamas kultiiras un klimata rado$uma mijie-
darbibas analizétas aktieru un vadibas kopvértéjuma. Tas parada organizacijas
kultaras integrétu kopainu un lauj precizak noteikt tas pilnveidosanas galvenos
virzienus.

Valsts teatru vélamas kulttiras un klimata rado§uma mijiedarbibas promoci-
jas darba analizétas ar linearas regresijas metodi  vértibu izteiksmé un ar dis-
persijas analizes (ANOVA) metodi n?izteiksmé. Mijiedarbibas analizétas OCAI
un KEYS metodikas, nemot véra valsts teatru klimata rado$umu iespaidojo$o
faktoru un rezultatu savstarpéjo korelaciju. Rezultati atspoguloti autora izstrada-
taja konceptualaja modeli n?izteiksmé (sk. 3.1. attélu).

3.1. attéla redzams, ka dominéjosa ietekme n? izteiksmé uz klimata radosu-
mu noteico$ajiem faktoriem un rezultatiem ir klanu un adhokratiskas kultiiras
vértibam. Klanu kulttiras ietekme uz izaicinosu darbu ir vidéja, uz vadibas at-
balstu - vidéji maza, uz organizacijas atbalstu — vidéja un rado$umu - vidéja,
bet uz produktivitati — vidéji liela. Organizacijas klimata rado$umu ietekmé-
joSo faktoru un rezultatu savstarpéja korelacija ir pozitiva un ticama. Vidéji
pozitiva korelacija ir starp vadibas atbalstu, radoSumu un produktivitati, bet
loti stipra starp vadibas atbalstu un organizacijas atbalstu. Tas liecina par n?
un r raditaju zinamu savstarpéju atbilstibu. Jaatzimé visu faktoru, radosuma
un produktivitates negativa korelacija ar organizatorisko S$kérslu neesamibu.
Visu respondentu vértéjuma klanu kultiiras vértibu ietekme uz organizatorisko
$kérslu neesamibu n?izteiksmé ir nulle. Adhokratiskas kultaras vértibam vis-
lielaka ietekme ir uz darba grupas atbalstu (vidéja korelacija), resursu pietie-
kamibu (vidéji liela) uz izpildamo darba apjomu. Savstarpéji ticama ir pozitivi
zema korelacija starp darba grupas atbalstu un resursu pietiekamibu. Jaatzimé,
ka vélamaja valsts teatru kultira adhokratiskas vértibas ietekmes zina uz rado-
vélamaja kultiiras modeli gan aktieru, gan vadibas vértéjuma dominé ieprieks
raksturotas vértibu sistémas. Adhokratiskas vértibas neietekmé izaicino$u darbu
n?=0.

Valsts teatru kulttiras vélamo tipologisko modeli raksturo vispirms tadas
vértibas ka personala izvéle, pasizvéles (resursu jautajums), personigas attistibas
iespéjas, personigas vértibas un individuala ieguldijuma atziSana vadibas limeni,
kolégu komandas atbalsts un atziniba. Vienlaicigi tie ir ieké&jas un aréjas moti-
vacijas faktori, kas ir butiski individuala rado$uma veicinasanai.
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Izaicino$s darbs (n? = 0,06)
Vadibas atbalsts (n? = 0,04)
Organizacijas atbalsts (n? = 0,07)
Rado$ums (n? = 0,07)
Produktivitate (n? = 0,09)

r (pozitivs)

Organizacijas klimata
radosumu ietekméjosie faktori

Darba grupas atbalsts (n? = 0,05)
Resursu pietiekamiba (n? = 0,13)
r (pozitivs)

Izpildama darba apjoms (n? = 0,09)

Briviba (n? = 0,04)
Vadibas atbalsts (n? = 0,04)

Organizatorisko $kér§lu nesamiba
(% = 0,08)
r (pozitivs / negativs)

&\ Organizacijas
= kultira =
== Klanu kultaras
2o vértibu dominéjosa
N E ietekme
% g
O =
= o
© Vadisana Adhokratiskas
kultaras vértibu
domingjosa ietekme
Organizacijas kultiiras
parmainu vadi$anas Tirgus kultaras
“se$u solu” metode vértibu dominéjosa
ietekme
Nav dominéjosas ietekmes
Hierarhiskds o 5 Uz Ofganigécij & kl.i“vl."‘ta
kultiiras vértibas* rado$uma iespaidojosiem

faktoriem un rezultatiem

3.1. attels. Valsts teatru kultaras un klimata rado§uma mijiedarbibas vadi$anas
pilnveidosanas konceptualais modelis

Sastadijis autors.

KEYS metodika minétas vértibas atbilst klimata radoSuma ietekméjoso
vadibas prakses, organizatoriskas motivacijas, resursu faktoru grupam, ka ari
rezultatiem - radoSumam un produktivitatei.

OCALI vélamaja kultaras modeli tirgus tipa vértibas vairak ietekmé brivibu
(vidéji maza ietekme), vadibas atbalstu (ietekme lidzinas klanu kultarai - vidéji
maza ietekme), organizatorisko $kérslu neesamibu (vidéja ietekme). Vadibas at-
balsta pozitiva korelacija ir ar mazu ticamibu. Brivibai ir ticama zema pozitiva
korelacija ar organizatorisko $kérslu neesamibu, bet vadibas atbalstam ar to ir
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ticama zema negativa korelacija. Tirgus kultaras vértibas neietekmé rado$umu —
n?=0.

Vélamaja organizacijas kultara klimata rado$umu noteicosos faktorus un re-
zultatus faktiski neietekmeé hierarhiskas jeb birokratiskas vértibas: ietekme n?uz
brivibu, darba grupas atbalstu, resursu pietiekamibu, organizatorisko $kérslu ne-
esamibu, rado$umu un produktivitati ir nulle. Hierarhiskajam kulttras vértibam
attieciba uz citiem klimata rado$umu noteicosajiem faktoriem nav prevaléjosas
ietekmes. To ietekme uz izaicinosu darbu ir vidéji maza, bet uz vadibas atbalstu,
organizacijas atbalstu, izpildamo darbu apjomu - maza. No vienas puses, tas ap-
liecina valsts teatru kultiras vélamo tipologiju. No otras puses, tas paaugstina
organizaciju darbibas riskus, ipasi nemot véra valsts teatru statusu — tas ir valsts
sabiedribas ar ierobezotu atbildibu. Hierarhiskas jeb birokratiskas vértibas no-
drosina organizacijas pastavésanas pamatnosacijumus, garanté status quo sagla-
baganu.

3.1. attéla atspogulota K. Kamerona un R. Kvina organizacijas kulttras par-
mainu procesa Istenosanas “seSu solu” metode. Attieciba uz valsts teatriem tas
ietver

1) diagnostiku un savstarpéjas vienosanas panak$anu par pasreizéjo valsts
teatru kultdru parmainu vadibas komanda;

2) diagnostiku un savstarpéjas vieno$anas panaksanu par vélamo valsts te-
atru kultaru parmainu vadibas komanda;

3) iegtito rezultatu novértésanu un savstarpéjo vieno$anos par tiem vadibas
komanda;

4) valsts teatru kultaras vélamo parmainu rosinos$o stastu, notikumu, varo-
nu popularizé$anu, un ta iniciatoram jabut vadibas komandai;

5) parmainu vadibas komandas stratégisko darbibu noteiksanu valsts teatru
vélamas kultaras tipologiska modela isteno$ana;

6) valsts teatru kultaru vélamo parmainu plana izstradi un realizaciju, kuru
isteno parmainu vadibas komanda.

3.1. attéls raksturo promocijas darba autora konceptualo pieeju, kas balstita

uz témas teorétiskas un empiriskas pétniecibas rezultatiem.

Galvenie secinajumi:

1. Valsts teatru klimata rado$umu ietekméjosas faktoru grupas radosumu
un produktivitati galvenokart nosaka klanu un adhokratiskas kultairas
vértibu sistémas.

2. Tipologiski at$kirigam kultaras vértibam ir dazada prevaléjosa ietekme
uz atseviskiem klimata radoSumu noteico$iem faktoriem un rezultatiem
valsts teatros Latvija. To apstiprina gan linearas regresijas, gan dispersijas
analizes rezultati n? izteiksmé.

3. Dispersijas analizes (ANOVA) rezultati kopuma atbilst klimata radosu-
ma faktoru grupu savstarpéjai korelacijai valsts teatros.
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4. Dispersijas analizes (ANOVA) rezultati n? izteiksmé atbilst domingjos$ai
vélamas organizacijas kultairas konkuréjoso vértibu tipologijai vadibas un
aktieru kopveértéjuma OCAI versija.

To kopuma apstiprina ari linearas regresijas rezultatu analize B vértibas iz-

teiksmé. Rezultatu atskiribas ir skaidrojamas ar aprékinu metodiku dazadibu.

3.1. attéla redzama organizacijas stratégija vispirms nozimé misijas un vizijas
definésanu, komunicé$anu, bet organizacijas kodolu veido vértibas. Stratégija,
organizacijas kultara un klimats (iekséja vide) kopuma ir vadiSanas rezultats,
bet tiesi kultarai ir noteico$a loma stratégijas istenosana. Jebkuras organizacijas
iekséjas vides parmainu vadiSanas adresats ir vispirms $is organizacijas augstaka
vadiba.

Apkopojot promocijas darba izklastitas galvenas nostadnes, autoraprat, orga-
nizacijas kultiiras eso$a modela maina ne tikai sekmés klimata rado$uma limena
paaugstinasanos, iek$éjo efektivitati, inovacijas, bet arl veicinas makslinieciskas
kvalitates limena paaugstinasanos valsts teatros Latvija.

Valsts teatru Latvija kultaras un klimata mijiedarbibas vélama modela rado-
$uma limena paaugstina$anai un izmanto$anas iespéju novértésanai tika izman-
tota kvalitativas pétniecibas metode - intervijas. Promocijas darba autors izvélé-
jas intervét Cetrus teatru direktorus, kas vienlaicigi ir ari to valdes priekssedétaji.
Interviju teorétiskais pamatojums balstits vadibas zinatnes atzina, ka organizaci-
jas kultaru un klimatu definé tas augstaka vadiba. Teatru izvéles kritériji ir

1) makslinieciskas kvalitates kritérijs (“Spélmanu nakts” nominacijas un
balvas);

2) regionalais kritérijs;

3) nacionalas kultiras kritérijs.

Ceturtaja teatri tika intervéta sabiedrisko attiecibu nodalas vaditaja. Intervi-

jas teksts ieprieks bija saskanots ar teatra direktora viedokli.

Apkopojot interviju rezultatus var secinat:

1. Sada veida pétijumi valsts teatros Latvija nav veikti.

2. Promocijas darba veikta pétjjuma rezultati ir ticami.

3. Apstiprinas valsts teatru specifika, to divéjadais statuss: no vienas puses,
tas ir valsts kapitalsabiedribas, kuras raksturo hierarhiskas un tirgus kul-
taras vértibas — orientacija uz rezultatu, bet, no otras puses, tas ir kulti-
ras iestades, kuras raksturo klanu un adhokratiskas kultiiras vértibas.

4. Augstakas vadibas viedokli par kultiiras un klimata mijiedarbibas vadisa-
nu valsts teatros Latvija ir lidzigi.

5. Valsts teatru kultaras specifikai atbilstosakas ir klanu un adhokratiskas
vértibas. Tirgus kultaras vértibas, galvenokart savstarpéja konkurence,
nav izteiktas, bet eksisté. To apliecina ari valsts teatru kultaras un klima-
ta vélamais mijiedarbibas modelis, kura tirgus kultaras vértibu ietekme
uz klimatu, to ietekméjosiem faktoriem, uz radosuma limeni ir statistiski
nenozimiga.
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6. Hierarhisko kultaras vértibu ietekme valsts teatru kultara un klimata gal-
venokart saistita ar KultGras ministrijas realizéto parak lielo birokratijas
politiku.

7. Intervijas apliecina promocijas darba izstradata teatru kultiiras un klima-
ta mijiedarbibas modela isteno$anas iespé&jamibu daléji tuvaka (misijas,
vizijas, vértibu preciza definésana), bet kopuma talaka nakotné (apme-
ram 3-5 gadu posma).

Intervijas apliecina promocijas darba pétniecibas rezultatu ticamibu un to,

ka pétijuma meérkis ir sasniegts.

Promocijas darba nav aplakoti vélama kultiras modela un klimata mijiedar-

bibas vadi$anas novértéjuma praktiskie rezultati, jo parmainas prasa ilgaku laika
periodu.
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GALVENIE SECINAJUMI UN PRIEKSLIKUMI

Secinajumi

Promocijas darba pétniecibas ietvaros var secinat:

1.

Problémas pétniecibas nozimigumu noteica organizacijas ilgtspéja un tas
darbibas efektivitate ilgtermina, kas vadibas zinatné tiek tie$i saistita ar
organizacijas kultiiru, organizacijas atvértibu parmainam - rado$umu un
inovacijam. Rado$ums ir parmainu rosinatajs, bet organizacijas kulttra tas
pamatnosacijums.

Organizacijas kultaras definicijas vadibas zinatné ir atskirigas, bet nav pret-
runigas. Kopuma organizacijas kultiiru var definét ka vértibu sistému, kas
izpauzas lideribas stila, valoda un domasana, simbolos, procediras, ikdie-
nas normas. Organizacijas klimats vadibas zinatné ir organizacijas iekséjas
vides faktoru individuala uztvere. Vadibas zinatné sastopamas atskirigas
teorijas par organizacijas kulttru un klimatu, tomér tas visas atzist So kon-
ceptu saistibu. Prioritara nozime ir organizacijas kultirai.

Valsts teatros Latvija (OCALI versija) aktieru subkultiira un kopuma domi-
né organizacijas kulttras hierarhiskas vértibas tips. Vadibas subkultiira iz-
teikti dominé klanu kultairas vértibas. Vismazak izteikta ir kultiras tirgus
orientacija. Adhokratiskas kulttras vértibu ipatsvars abas subkulttras ir
statistiski nenozimigs. Teatru kulttiru raksturo orientacija uz iek$éjo fokusu
un integraciju. OCAI un OCI aptaujas rezultati pasreizéjas kultiiras noveér-
téjuma abas subkultiiras un kopuma sakrit. Atskiribas ir vértéjamas ka sta-
tistiski nenozimigas. Organizacijas pasreizéjas kultaras lidzibu apliecina ari
OCAI un OCI metodiku dispersijas analize.

Vélamaja limeni OCALI versija aktieru un vadibas kopvértéjuma dominé
klanu kulttira, pamata — uz hierarhisko vértibu Ipatsvara samazinasanos.
Batiski palielinas adhokratiskas kultdras ievirze. Samazinas tirgus orien-
tacija. Velamaja kultaras tipologija akcentétas klimata radoSumu veicino-
$as veértibas (linearas regresijas P vértibas izteiksmé un dispersijas analizes
ANOVA n?izteiksme).

Vilkoksona rangu kritérija analize apliecina statistiski nozimigu starpibu
starp eso$o un vélamo organizacijas kultiras hierarhisko, klanu un adho-
kratisko tipu kopuma. OCAI versijas rezultatu analize neapliecina teatru
kultaras stiprumu. Pétniecibas rezultati apliecina kultaras entropijas iezi-
mes, jo pasreizéjas vértibas nesaskan ar vélamajam. Kultaras entropijas li-
mena noteik$anai nepiecieSama papildu pétnieciba.

Klimata radoSumu ietekméjosas faktoru grupas veicina valsts teatros loti
augstu radosumu un vidéju produktivitati. Latvijas valsts teatros organiza-
cijas klimatu kopuma raksturo Joti augsts darba grupas atbalsts, izpildama
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10.

11.

12.

13.

14.

darba apjoms, augsta resursu pietiekamiba. Vidéja limeni izaicino$s darbs,
vadibas atbalsts, organizacijas atbalsts, organizatorisko $kérslu neesamiba.
Loti zema ir personiskas brivibas un autonomijas dimensija.

Valsts teatros klimata radosuma faktoru vértéjums aktieru un vadibas sub-
kultaras ir atskirigs: vadibas subkultiira tas visas dimensijas ir augstaks,
iznemot izpildamo darba apjomu. Aktieru subkultirad nedaudz augstaks
vértéjums ir klimata rado$uma limenim.

Pétnieciba ir konstatéts, ka radosums pozitivi korelé ar produktivitati.
Valsts teatros Latvija eksisté vidéji pozitivs un pozitivi zems korelacijas
koeficients starp visam klimata rado$umu ietekméjosam faktoru grupam
(iznémums ir organizatorisko $kérslu neesamiba, tai parsvara ir zema nega-
tiva korelacija).

Valsts teatros ir stiprs pozitivs korelacijas koeficients starp vadibas atbalstu
un produktivitati, vidéji pozitiva korelacija ar darba grupas atbalstu, resur-
su pietiekamibu un rado$umu, bet parsvara zema negativa korelacija ar or-
ganizatorisko $kérslu neesamibu.

Pastav statistiski nozimiga mijiedarbiba starp organizacijas kultaru un kli-
mata rado$umu veicinosiem faktoriem valsts teatros Latvija. Organizacijas
kultaras tipu ietekmes uz klimata rado$umu veicino$am faktoru grupam
un rezultatiem ir at$kirigas. Vélamaja modeli OCAI versija vislielaka ietek-
me ir klanu un adhokratiskas kulttiras vértibam. Valsts teatros organizaci-
jas kulttiras un klimata rado$uma mijiedarbiba nav tiesi saistama ar domi-
néjosiem kultiras tipiem (dimensijam), bet dazadam to vértibu sistémam.
Pétnieciba apliecina promocijas darba teorétiskaja dala definéto funkciona-
lisma pieeju, kura vienlaicigi apstiprina lideribas lomu organizacijas kultti-
ras veido$ana, ka ari kultaras ietekmi uz lideribu (antropologiska pieeja).
Starp vadibas atbalstu (vadibas prakses faktors) un izaicinosu darbu ir
zema pozitiva korelacija, ar darba grupas - komandas atbalstu, resursu
pietieckamibu un rado$umu ir vidéji pozitiva korelacija, bet ar organizaci-
jas atbalstu ir stipra pozitiva korelacija. Vadibas atbalsts negativi korelé ar
organizacijas $kérslu neesamibu un izpildamo darbu apjomu. Organizacijas
atbalsta korelacijas koeficients ir lidzigs.

Balstoties uz KEYS versijas rezultatiem, var apgalvot, ka teatros vérojamas
transformativas lideribas iezimes, kas pozitivi ietekmé klimata radosumu.
Nozimigakais secindjums vadibas zinatné, kas izriet no KEYS pétijuma, ir
tas, ka organizacijas klimata uztvere maina rado$uma limeni organizaci-
jas. Visu limenu vaditajiem, kas sava organizacija vélas veicinat radoSuma
limeni, japievér§ uzmaniba tam, kadu klimatu tie rada potenciali radosam
personibam.

Kopuma Latvijas valsts teatros domingjosa vadi$ana nav orientéta uz butis-
kiem izaicinajumiem, riskiem, radosiem eksperimentiem. Dominé iekséjas
vides, klimata saglabasanas instinkts, kas neizslédz atbalstu eso$a radosa
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15.

16.

17.

18.

limena uzturésanai, ko apliecina hierarhiskas lideribas dominantes OCAI
kultaras tipologija un KEYS versijas rezultati.

Pétijuma rezultati apstiprina promocijas darba izvirzito hipotézi, ka véla-
mas parmainas valsts teatru kultara ir saistamas ar klimata radoSumu un ar
faktoriem, kas to ietekme.

Pétijums apstiprina hipotézi, ka vadibas orientacija uz atbalsto$ajam (gi-
menes, klanu) un rados$ajam (inovativajam, adhokratiskajam) vértibam
vélamaja kultara raksturojas ar lielaku ietekmi uz klimata radoSumu valsts
teatros Latvija.

Pétijuma rezultati pierada hipotézi, ka vadibas orientacija uz birokratiska-
jam (hierarhiskajam) un tirgus vértibam vélamaja kulttra raksturojas ar
mazaku ietekmi uz klimata radosumu valsts teatros Latvija.

Darba izstradatais organizacijas kulttras, klimata mijiedarbibas vadisanas
pétnieciski metodologiskais dizains un konceptualais modelis rado$uma
veicinasana ir izmantojams parmainu vadi$ana valsts teatros Latvija.
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Priekslikumi

1.

Biznesa limeni valsts teatru augstakajai vadibai ieteicams konkretizét stra-
tégisko virzienu - precizi, kodoligi defingjot un komunicéjot viziju, misiju,
mérkus un veértibas, kuras veido kultaras kodolu.

Nemot véra to, ka pétljuma rezultati liecina par valsts teatru kultiras entro-
pijas iezimém, augstakajai vadibai ieteicams parmainu vadiSana izmantot
K. Kamerona un R. Kvina “se$u solu” metodi.

Pasreizéjas un vélamas valsts teatru kulttiras un klimata mijiedarbibas va-
disanas rado$uma veicinasanas novértésanai vadibas komandai tiek pieda-
vats promocijas darba izstradatais pétnieciski metodologiskais dizains un
mijiedarbibas vadidanas pilnveidosanas modelis.

Lai paaugstinatu valsts teatru klimata radoSumu un produktivitati, to ietek-
meéjosos faktorus — organizacijas atbalstu, izaicino$u darbu, vadibas atbal-
stu —, vadibas komandai ieteicams teatru kultara akcentét klanu kultiras
vértibas. Vertibam jabut skaidri definétam un komunicétam.

personisko brivibu, vadibas atbalstu -, ka ari lai mazinatu ieks&jos organi-
zatoriskos $kérslus, valsts teatru vadibas komandai ieteicams pievérst liela-
ku véribu adhokratiskas kultaras vértibam.

Lai izvairitos no nepamatotiem rado$o eksperimentu riskiem un sekmé-
tu valsts teatru biznesa mérku istenoanu, vadibas komandai vajadzétu
pievérst lielaku uzmanibu hierarhiskas un ipasi tirgus kultGras vértibam.
Tirgus kultiras vértibas domingjosi pozitivi korelé ar tadiem klimata rado-
$umu veicinosiem faktoriem ka darba grupas atbalsts un resursu pietieka-
miba.

Lai veicinatu klimata rado$umu, valsts teatru vadibas komandai ir ietei-
cams izveidot makslinieciskas jaunrades izvértésanas kritérijus, kas nem-
tu véra teatru specifiku, progresu, sasniegumus un neaprobezotos tikai ar
“Spélmanu nakts” nominacijam un balvam, kas ir istermina rezultatu iz-
vértéjums. “Spélmanu nakts” nominaciju un balvu pieskir§anas zarija batu
vélams iesaistit teatra makslas autoritates (t.s. teatra makslas kritikus, zi-
natniekus). Jaunrades izvértésanas kritérijus priekslikumu veida vajadzétu
piedavat Kulttiras ministrijai.
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INTRODUCTION

Topicality of the study

In the current (changing) economic situation it is a positive and promising
fact, that concepts like innovation, innovative entrepreneurship, creativity and
creative economy, become increasingly important in the acoustic field of Latvian
business management education and practice. This indicates a change in under-
standing and the way of thinking in business and society. All of the above is also
related to organizational culture and climate.

Creative industries already by definition are associated with the above-
mentioned concepts. Definitions of creative industries in management science
are different, but not contradictory. Creative industries can be described as the
convergence of creative arts (individual creativity, talent and skills) and culture
industries (mass activities) to satisfy needs of the interactive consumer.

The focus area of this thesis is performing arts in the form of theatre. Re-
search covers state theatres in Latvia, as those are the theatres, that take up sig-
nificantly the largest part of theatre market in Latvia and also provide the big-
gest range of customers with the specific service.

Culture and climate for creativity are the key factors for achieving high ar-
tistic quality in the state theatres. Interaction of these two factors has not been
studied sufficiently in Latvia before.

Topicality of the theme is also determined by the nature of state theatres: on
the one hand state theatres are business organizations (government established
limited companies), while at the same time they are cultural institutions. From
management perspective it is a question of how to balance creative, intellectual
and emotional performances with needs of basic customers and market inter-
ests.

Organizational culture in management science is defined as a set of basic
assumptions, values, beliefs, behaviours and artefacts. A strong organizational
culture is linked to sustainability and long-term effectiveness of an organiza-
tion. Sustainability of an organization is largely dependent on its openness to
change - creativity and innovation. It is emphasized that creativity and innova-
tion are the impetus to change, while organizational culture is the fundamental.

The Recent research shows that organizations with culture and strategy re-
lated to creativity and innovation show significant increase in company value
and profits.

Organizational culture research is important, necessary and useful. Topical-
ity of the issue is also determined by the fact, that organizational culture can ei-
ther support or hinder the change. This is also why organizational culture stud-
ies are important for long-term strategy. Organizational culture studies in Latvia
are very fragmented, and mainly related to the commercial banking sector. The
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thesis is an application to build a research meta-story about performing arts in
the form of state theatres in Latvia.

The notion of “culture” itself is associated with creativity. Creativity is the hu-
man ability to generate new ideas with potential value of practical applicability.
Social environment has an impact on individual creativity. Organizational climate
is the subjective perception of organizational characteristics and internal environ-
ment factors which have a positive or negative impact on individual creativity.

Research results show that creativity and innovation exercised in certain
products or processes are the most important factors for achieving organiza-
tion’s long-term existence and success. This explains the increasing research
interest in the level of creativity in organizational climate and its compliance
with innovation. An increase in interest has particularly been evident in the last
twenty years, as the 21 century is characterized as the era of innovation.

Both, organizational culture and climate actually characterize the same phe-
nomenon - internal environment of an organization. The key difference is in
research traditions and interpretations of the phenomena. Therefore, there is a
need for integrated approach to both methodological (qualitative and quantita-
tive methods need to be used in organizational culture research) and thematic
meanings. It should be noted that interrelation between organizational culture
and climate for creativity is not sufficiently studied in management science.

The author of the thesis shares the view of the world’s leading management
researchers — while analysing organizational culture and climate for creativity,
in addition to management science, the knowledge of other social sciences such
as sociology, anthropology, psychology and philosophy needs to be taken into
consideration.

Internal environment of an organization - culture and climate, is created in
the management process - it is the result of specific management activities that
lead to realization of organizational objectives.

Research Study, Subject and Hypotheses

Research study is organizational culture, climate, and management in state

theatres in Latvia.

Research subject is interrelation between organizational culture and climate

for creativity in state theatres in Latvia.

Research hypotheses are:

1. Preferable changes of culture of state theatres are associated with changes
of climate for creativity and factors influencing it.

2. Management’s focus on supportive (clan, family type) and creative
(innovative, adhocracy) values of desired culture is being characterized
by a greater effect size on climate for creativity in state theatres in Latvia.

3. Management focus on bureaucratic (hierarchical) and market values of
the desired culture is being characterized by a lower effect size on climate
for creativity in state theatres in Latvia.
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Research Aim and Main Tasks

The aim of the thesis is to study management of interrelation between or-
ganizational culture and climate for creativity in state theatres in Latvia.

The main tasks include:

1. Analysis of literature and other theoretical sources related to organiza-
tional culture and climate for creativity.

2. Development of research methodology for organizational culture and cli-
mate.

3. Study of interrelations between organizational culture and climate for
creativity in state theatres in Latvia.

4. Aggregation and analysis of research results of organizational culture and
climate for creativity management.

Research Methods

The methods used for doctorate thesis are following:

1. Analysis of scientific literature in order to establish theoretical frame-
work for the organizational culture and climate for creativity.

2. Quantitative and qualitative research methods: questionnaires and inter-
views.

3. Statistical methods (descriptive and inferential statistic methods for ex-

ploring relationships among variables):
1) measures of central tendency;

2) correlation;

3) analysis of variance;

4) standard linear regression.

Data to be collected are processed and analysed using MS Excel and SPSS.

Research Limitations

1.

The research encompasses state theatres in Latvia. Privates, projects and
nonprofessional theatres are not explored. Results to be achieved can not
apply to performing arts industry in general.

Subculture restriction: doctorial thesis explores only managers, produc-
ers and actors subcultures in state theatres in Latvia. Wherewith, the re-
sults of research allow certain level of interpretation.

Research does not encompass all factors of internal environment of or-
ganization of state theatres in Latvia.

Research Period

The research encompasses time period from year 2011 till 2013. Theoretical
framework consists of analysed literature sources from middle of 20" century
till nowadays.
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Theses to be Deafened in a Doctoral Thesis are Following:

1. There are differences between management and actors’ existing and pref-
erable assessment of culture of national theatres in Latvia.

2. There are relationship between organizational culture and factors of cli-
mate contributing creativity in state theatres in Latvia.

3. In state theatres interrelation of organizational culture and climate for
creativity is not directly related with dominant types (dimensions) of cul-
ture, but depending form different value systems.

4. In general, factors forming organizational culture promote creativity in
state theatres in Latvia.

5. The organizational culture and climate perspectives involve both the re-
sult of management work and factors effecting it in state theatres in Lat-
via.

6. The management support has positive correlation with climate for crea-
tivity in state theatres in Latvia.

Theoretical and Methodological Base for Research

The theoretical and methodological base of a doctorial thesis is established
using literature, scientific articles and proceedings of US, EU and other coun-
tries, and internet. Theoretical framework encompasses theories, models and
researches about management, organizational culture and climate for creativ-
ity by E. Schein, G. Hofstede, R. Barret, K. Cameron, R. Quinn, E. Wallach,
T. Amabile, L. Gratton, J. Heskett, D. Denison, M. Armstrong, M. Ashkanasy,
K. Wilderom, E Peterson, L. Corbett, L. McLean, D. Laird, K. Sarros, J. Cooper,
K. Santora, R. Kanter etc.

The author of a doctorial thesis has used researches and articles of Latvian
authors: V. Renges, R. Garlejas, I. Foranda, G. Davidsones, G. Bérzina; and Rus-
sian researchers O. Steklovas (Cmexnosa), J. Morgunova (Mopzy+os), V. Make-
jevas (Maxkeesa) etc.

For exploration of climate for creativity in state theatres in Latvia unpub-
lished materials were used: the methodology and research data base created by
the Center for Creative Leadership and T. Amabile. Marketing researches of na-
tional theatres in Latvia were also used.

The methodological instructions and guidelines for developing doctorial
thesis has been took into consideration.

Theoretical Significance and Scientific Novelty of the Study
1. Potential theoretical concept for the empiric research of interrelation
between organizational culture and climate for creativity in creative and
other industry organizations was developed as a part of the thesis.
2. Thesis include a study of interrelation management between organiza-
tional culture and climate for creativity in state theatres.
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3.

KEYS methodology and respective research instrument (KEYS - Tool
for Assessing the Climate for Creativity) is used in climate for creativity
research. It is possible to compare the obtained results with the data of
different industries and statistictic data of organizations created by Crea-
tive Leadership center and standard deviation bese results in creative
economy.

Design of the research methodology as well as the model for interrela-
tion management between organizational culture and climate for creativ-
ity was developed as a part of the thesis and can also be used in research
in other industries.

Research Approbation
The most significant results of exploration have been presented at several in-
ternational scientific conferences:

1.

14" International scientific conference “Creating the Future: Communi-
cation. Education. Business”. School of Business Administration “Turiba”,
Riga (Latvia, May, 2013). The theme of presentation: “Assessing the Rela-
tionship between Organizational Culture and Climate for Creativity: an
Example of Theatre Industry in Latvia”.

6™ International scientific conference “New Business Solutions for
Emerging Future”. School of Business and Finance, Riga (Latvia, April,
2013). The theme of presentation: “Interrelating Leadership and Climate
for Creativity”.

6™ International scientific conference “New Business Solutions for
Emerging Future”. School of Business and Finance Riga (Latvia, April,
2013). The theme of presentation: “Relationship management between
Organizational Culture and Climate for Creativity: Assessing Examples
of the Theatres in Latvia”.

9™ International scientific conference “Manazment Ludskeho Potencialu
V Podniku”. Ekonomicka fakulta Univerzity Mateja Bela, Banskej Bistrica
(Slovenia, June, 2012). The theme of presentation: “Relationship between
Organizational Climate for Innovations”.

13* International scientific conference “Sustainable Business in Chang-
ing Economic Conditions” School of Business Administration “Turiba’,
Riga (Latvia, March, 2012). The theme of presentation: “The Role of Or-
ganizational Culture for Sustainable Development of Entrepreneurship.
7% International scientific conference: “Human Potential Development:
Search for Opportunities in the New EU States”, Vilnius (Lithuania, June,
2010). The theme of presentation: “Role of the Organizational Culture in
Human Resource Management.

3" International scientific conference: “Business Competitiveness in
Local and Foreign Markets: Challenges and Experiences”. School of
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Business and Finance, Riga (Latvia, April, 2010). The theme of presenta-
tion: “Analysis of the Effectiveness Organizational Culture for Promoting
Competitiveness”

10" International scientific conference: “Communication Management
in Informative Society”. School of Business Administration “Turiba’, Riga
(Latvia, May, 2009). The theme of presentation: “Strong Corporative Cul-
ture, Socialization and Interaction of Internal Image of Organization.”

The Total number of publications of author of doctorial thesis is ten (10), int.
al. three (3) monographic type publications.

L.

10.

I. Namatévs, L. Dubkeévi¢s, A. Barbars, G. Majors (2013). Assessing the
Relationships between Organizational Culture and Climate for Creativ-
ity: an Example of Theatre Industry in Latvia. In: “Creating the Future:
Communication. Education. Business” Riga: SIA “Biznesa augstskola
Turiba. pp. 28-37, CD-ROM.

Dubkevics, L., Barbars, A. (2012). Relationship between Organizational
Culture and Climate for Innovations. In Human Potential Management
in a Company. Banskej Bystrica: Ekonomicka fakulta Univerzity Mateja
Bela. pp. 105-111.

Dubkévics, L., Namatévs, I. The Role of Organizational Culture for Sus-
tainable Development of Entrepreneurship (2012). In: “Sustainable Busi-
ness in Changing Economic Conditions” Riga: SIA “Biznesa augstskola
Turiba, pp. 37-45. CD-ROM.

Dubkévi¢s, L. (2011). Lideriba vadisana. Riga: “Izdevnieciba RaKa,
p.120.

Dubkeévics, L. (2009). Organizacijas kulttira. Riga: “Jumava’, p. 182.
Dubkevics, L., Barbars, A. (2011). Role of Organizational Culture and
Leadership in Company’s Efficiency. LAP Lambert Academic Publishing,
p- 60.

Dubkevics, L., Galdika, I., Barbars, A. (2011). Interrelating Organiza-
tional Culture and Leadership Roles. In: Stanislaw Borkowski, Joanna
Rosak - Szyrocka Human potential management in a company. Manage-
ment styles, Leadership. Dnipropetrovsk, pp. 59-70.

. Dubkevics, L. (2011). Role of Organizational Culture for Increasing com-

petitiveness. In: Management. Economics II. Riga: School of Business
and Finance. pp. 46-65.

Dubkevics, L., Barbars, A. (2010). Role of the organizational culture in
human resource management. In: Human Resources Management and
Ergonomics (HRM+E), Vol IV. Zvolen: Technical university, pp. 25-35.
Dubkévi¢s, L. (2009). Emotionally intelligent corporate culture and so-
cialization interaction in organization. In: “Communication manage-
ment in informative society”. Riga: School of Business Administration
Turiba, pp. 16-25. CD-ROM.
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The Structure and Length of the Thesis

This thesis is an independent study that consists of an introduction, three
chapters, a closing, conclusions and recommendations, a list of references and
17 attachments. The thesis is 161 pages long and includes 28 tables and 20 fig-
ures. 211 literary sources are used in the thesis and summarized in the list of
references. The structure of the thesis is as follows:

Introduction

1.

Theoretical description of organizational culture and climate in manage-
ment science

1.1. Content and typology analysis of the concept of organizational culture
1.2. Description of concepts of organizational climate and creativity

1.3. Description of convergence of organizational climate and culture

The empiric analysis of organizational culture and climate for creativity

in state theatres in Latvia

2.1. Reasoning, methodology and instruments for measurement of the em-
piric study

2.2. Description of performing arts in the form of state theatres in Latvia

2.3. Description of management in state theatres in Latvia

2.4. The analysis of organizational culture research results in state theatres
in Latvia

2.5. Analysis of climate for creativity research in state theatres in Latvia

2.6. Analysis of research results about the interaction between the current
organizational culture and climate for creativity in state theatres in
Latvia

2.7. Analysis of management and leadership roles in state theatres in Latvia

Analysis of interrelation management between preferable culture and cli-

mate for creativity in state theatres in Latvia

3.1. Analysis of interrelation between preferable culture and climate for
creativity in state theatres in Latvia

3.2. Possibilities for implementing the changes in interrelation between
preferable culture and climate for creativity in state theatres in Latvia
from top management perspective

Conclusions
Recommendations
List of references
Attachments
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MAIN RESEARCH FINDINGS

1. Theoretical description of organizational culture and
climate in management science

The first chapter of the thesis is focused on the analysis of theoretical ap-
proaches of organizational culture and climate in management science as well as
characteristics of management in state theatres in Latvia. Concepts of organiza-
tional culture and climate for creativity are defined and convergence of organi-
zational culture and climate is described.

Organizations are affected by their internal and external environments. The
author of the thesis explores the internal environment.

J. Heskett distinguishes between four main internal factors that determine
organizational performance: an effective organizational culture (“know how”),
goals (“know why”), strategy (“know what, when, and where”), and perfor-
mance (“know who”). The author does not highlight resources as they are con-
sidered a base factor of internal environment (see the figure 1.1.).

»know why” know how”

know what, Jknow who”
when, where”

Figure 1.1. Mutual relationships of an organizational culture and purpose, strategy,
and execution

Compiled by the author based on the works of ]. Heskett.

Organizational culture is also the reflection of all the internal environment
factors. Culture plays a crucial role in implementing the strategy.

Organization’s internal environment is a result of management. Culture is a
set of main organizational conditions that drive performance.

Interrelation between organizational culture and climate for creativity is stu-
died in this thesis.

On the one hand, the fact that not all internal factors are in the scope of this
study is a research limitation. On the other hand, global research practice in ma-
nagement science relates the organizational culture specifically with the level of
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climate for creativity. Organizational culture and climate for creativity are rela-
ted to human resource development — promotion of individual creativity.

After evaluating different perspectives, the author concludes that in general
organizational culture is defined as a set and system of common values and as-
sumptions, as well as the way of thinking that characterizes the organization and
its members. Such opinion is expressed by the leading organizational culture re-
searchers in management science.

Theoretical framework of the thesis is based on organizational culture theo-
ries by K. Cameron, R. Quinn and E. Wallach.

Competing Values Framework by K. Cameron and R. Quinn is based on or-
ganizational effectiveness research. It is designed by integrating a variety of or-
ganizational culture research findings.

The theory distinguishes four dominating types (value systems) of organiza-
tional culture:

1) hierarchy (bureaucratic);

2) market;

3) clan (family);

4) adhocracy (innovative).

The typology is based on two dimensions of organizational culture effecti-
veness:

1) flexibility and discretion // stability and control;

2) external focus and differentiation // internal focus and integration (see

the figure 1.2.).

Flexibility and Discretion

A
Adh
Clanu Culture dhocracy
Culture
Internal focus  _ _ External focus and
and integration g differentiation
Hierarchy Market
Culture Culture
\/
Stability and control

Figure 1.2. “Competing Values Framework” typology theory by K. Cameron and
R. Quinn

Compiled by the author based on the works of K. Cameron and R. Quinn.
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The main values of the hierarchy or bureaucratic culture are formalized
and structured environment, power hierarchy, goal orientation, stability and
competitiveness. The main values of the clan or supportive culture are positive
microclimate, team awareness, high self-motivation, as well as respect for tradi-
tions and personalities. The main values for the adhocracy or innovative culture
are creative environment, freedom for creativity, orientation towards change and
risk, as well as high internal motivation. The value system of the market culture
is oriented towards high competition in the external market.

In this study, the author has used research instrument OCAI, which is
based on organizational culture typology theory by K. Cameron and R. Quinn.
According to research in management science on a global level, adhocracy and
clan culture values are the ones that positively correlate with organizational cli-
mate for creativity.

E. Wallach’s theory does not differ very much from the typology by K. Cam-
eron and R. Quinn. Similarly to P. Drucker, K. Cameron and R. Quinn and
other authors, E. Wallach believes that to understand the culture means to un-
derstand the difference between the current and preferred situations in an or-
ganization. OCAI research instrument examines both levels.

Wallach’s description of cultures is similar to the theory by K. Cameron and
R. Quinn. In her culture analysis she emphasizes the role of functionality in cul-
ture and recommends collecting information about two or three different func-
tions (subcultures — L. D.) within organization. For this purpose the question-
naire OCI can be used. This instrument has been used in the thesis, to study
management and actor subcultures.

Unlike K. Cameron and R. Quinn, E. Wallach does not separate market di-
mension of the culture. She connects the market orientation to the innovative
culture dimension.

Typology theories are theoretical concepts (categories of thinking process)
that are based on the research.

Value of the typology theories is determined by the extent to which they
allow navigation when dealing with the complex organizational reality. At the
same time, the problem of typology theories is simplification of reality. This
type of theories limits research perspective focusing only on certain dimensions
while ignoring subcultures.

However, research instruments based on typology theories are widely used
in research practice. The thesis is based on organizational culture definition by
K. Cameron and R. Quinn, which essentially does not differ from other defini-
tions in management science. It is similar to the most well known definition by
E. Schein and in fact, is not different from E. Wallach’s view. The empirical re-
search of the thesis is based on organizational culture theories by K. Cameron,
R. Quinn and E. Wallach. Value systems in those theories are related to organi-
zational climate and the theories also describe creative types/dimensions of the
culture.
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Research has shown that it is possible to balance the improvement of organi-
zation’s business performance and promotion of creativity. To achieve that, it is
necessary to understand factors that promote and distract creativity.

Research literature often associates creativity and innovation with organi-
zational climate. The range of climate definitions is wide enough, however re-
searchers are more focused on human perception of internal environment, in-
cluding organizational culture. Individual perception is a reality that affects the
internal environment factors of an organization. The climate is more sensitive to
power — more easily manipulated and influenced.

In KEYS methodology, which is used for empiric research of the thesis, or-
ganizational climate is defined as human perception of work environment fac-
tors. This perception affects their personal activities, including creative activi-
ties. On the other hand, creativity is defined as human ability to generate new
ideas that have a useful value. Thesis is based on the organizational climate defi-
nition provided in KEYS methodology. Subjectivity of climate largely explains
why the research literature relates creativity and innovation to organizational
climate instead of culture.

In the management science literature:

1. Individual creativity is not separate from the level of creativity of organi-

zational climate and factors influencing it.

2. Creativity and innovation are complimentary, interdependent and at the
same time different concepts.

The conceptual model of climate for creativity developed by T. Amabile and
other authors distinguishes ten dimensions/scales: freedom, challenging work,
managerial encouragement, work group supports, organizational encourage-
ment, organizational impediments, sufficient resources and workload pressure.
The end result of these factors is the level of creativity and productivity in the
organization.

There are three main conceptual approaches, when it comes to interaction
between organizational climate and culture, that largely determine research in-
terests of the authors:

1) organizational culture and climate are two significantly different con-

cepts;

2) organizational culture and climate are complimentary concepts;

3) organizational culture, climate and change (therefore also creativity and
innovation process — L. D.) are closely interrelated, and constitute a kind
of trinity. They are supposed to be studied in parallel and simultaneously.

The thesis is based on the third conceptual approach. The author suggests
that all three views actually recognize cultural impact on the climate and creati-
vity. This assumption is a logical consequence of theoretical concepts mentioned
above.
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The concept of culture is much broader and deeper than climate, but they
are related and characterized by convergence and complementarity. Research of
creativity in organization is based on diadic approach: culture and climate are
supposed to be studied in parallel and simultaneously.

Management is a complex of management activities aimed to achieve orga-
nizational objectives with the highest efficiency. P. Drucker and other resear-
chers believe that the main role in organizations is played by leadership instead
of management - the ability to recognize and use each person’s special abilities,
knowledge and creativity. Management and leadership roles are complimen-
tary — they complement each other. M. Armstrong defines the difference betwe-
en management and leadership as follows: the role of management is to take
care of reaching organizational goals, by acquiring, dividing, using and control-
ling all necessary human, financial, information, equipment, facilities, and other
resources in an efficient way. On the other hand role of the leadership is to fo-
cus on the most important resource — people, by motivating them, defining and
communicating the vision, gaining their trust and encouraging involvement in
reaching organizational goals.

Leadership and management roles theory by K. Cameron and R. Quinn are
closely related to their organizational culture competing values typology theory
(see the figure 1.3.).

Flexibility and discretion

A
Clan culture Adhocracy culture
Role of leadership: Role of leadership:
o Facilitator o Innovator
o Mentor o Creator of vision
Internal focus and » External focus and
integration differentiation
Hierarchical culture Market culture
Role of management: Role of management:
o Monitor e Director
« Coordinator o Producer
\
Stability and control

Figure 1.3. Roles of leadership and management for different types
of organizational culture

Compiled by the author based on the works of K. Cameron and R. Quinn.
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Each of organizational culture types is characterized by specific leadership
or management roles. The research shows that effective management is charac-
terized by balance between both competing value dimensions (internal/external,
control/flexibility). Extreme dominance by one of the value systems in organiza-
tional culture may cause problems in other areas.

R. Quinn describes this misbalance as the negative zone. Chasing one set of
values and not paying enough attention to others leads to a situation (sub-opti-
mization), which may lead to organizational collapse.

The most important for creative organizational cultures are the roles of an
innovator, a broker, a mentor and a facilitator. These are transformative leader-
ship roles. On the other hand, less flexible roles, as a monitor, a coordinator, a
producer and a director, are more noticeable in hierarchy or bureaucratic cul-
tures. These are transactional leadership roles. The first two of them are focused
on internal processes and control, while the third and the fourth - on rational
goals and markets. Management that shows skills in opposite quadrants can be
considered effective.

Separate leadership models, especially transformative leadership, are di-
rectly associated with fostering creativity and innovation in organizations. The
research often emphasizes the role of vision creation in fostering creativity and
innovation. Vision is defined as a set of human beliefs about a specific activity,
which allows achieving interaction in order to reach idealized future state.

Changes in organizational culture and climate are mainly related to leader-
ship roles in higher management. They are emphasized in this thesis.

Two approaches exist in defining leadership roles in organizational culture
as well as climate in management science. The functionalism approach believes
that leaders are architects of organizational culture (Colins, Schein).

Anthropological approach doubts such opinion by stating that leaders them-
selves are a part of organizational culture. Most researchers represent the first
approach. The thesis is based on functionalism approach at the same time not
denying the impact organizational culture has on leadership (Sarros, Cooper).

The main characteristics of management in state theatres in Latvia derive
from the nature of performing arts industry:

1) providing high-quality artistic product (task for leadership roles);

2) providing classical management functions - production, distribution and

consumption, which are tasks for management roles;

3) in creative industries partnership is a more common form of work rela-
tionship compared to more hierarchical: manager — subordinate relation-
ship;

4) management is prevailed by decentralization. The main control tool for
management is time limits, which include relating specific work results
with specific terms.
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A specific characteristic of state theatres is their artistic department. It is re-
sponsible for artistic creativity and includes producers and actors. In some state
theatres, the director — a member of the board, is also the manager of the artistic
department.

The main role of higher management in such situation is to balance human
creative, intellectual and emotional activities with market interests.

Research instruments OCAI and KEYS that are used in this thesis allow de-
termining characteristics of management and leadership roles in state theatres.
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2. Empiric research of organizational culture and climate for

creativity in state theatres in Latvia

The research base of the thesis is state theatres in Latvia. Actor and manage-
ment subcultures were studied. The size of population (N) is 198 respondents,
while the sample size (1) is 130.

In order for the standard error not to overreach 0.05, sample size of 132 re-
spondents is required. The sample size is sufficient to ensure the validity of the
study. It is also appropriate to KEYS methodology and the generally accepted
sample size compared to the population size in research.

Five research instruments were used in the study:

1.

Organizational Culture Assessment Instrument - OCAI by K. Cameron
and R. Quinn is used for organizational culture research. The question-
naire allows to measure existing and preferred organizational culture
typological models from different subculture perspectives. The instru-
ment allows to diagnose the dominating cultural value orientation, type,
strength and congruence.

The Organizational Culture Index — OCI is also used in the study. In gen-
eral, it is similar to theoretical concept of OCAIL OCI is used to re-test
purposes in order to test the reliability of OCAI data.

KEYS - Tool for Assessing the Climate for Creativity is used to research
climate for creativity. In total 186 organizations from different industries
(including the creative industries) have been tested by using this instru-
ment. Based on studies a database with results and possible standard
deviations for all KEYS dimensions has been created. This allows a com-
parison of research data.

Research results are directly related to statistical data and standard devia-
tions included in the calculation formula of the instrument. There does
not exist such a database in the Baltics and Europe. The database also
does not include specific information about theatres as a part of perfor-
mance art industry. Taking into account all the above-mentioned as well
as cultural differences, KEYS results leave space for interpretations in dif-
ferent climate dimensions.

Another instrument used in the study is a questionnaire. The target audi-
ence of the questionnaire is a group of producers - experts. It consists of 9
producers from state theatres in Latvia (middle and top level management).
In order to evaluate results of the empiric research and to clarify the pos-
sible preferred changes in culture and climate in the theatres, directors of
four theatres were interviewed. In one of the occasions, the public relation-
ship manager gave an interview after it was confirmed with the director.

The research methodology model for interrelation management between
culture and climate in state theatres research was created (see the figure 2.1.).
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Figure 2.1. Research design of interrelation between organizational culture and
climate for creativity

Compiled by the author.
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Research methodology is based in the theory.

OCAI and OCI questionnaires were used as a data collection method for or-
ganizational culture analysis in state theatres. The data analysis reflects separate
perspectives of management subculture and the actor subculture as well as their
common view. The existing and preferred organizational culture typology from
common view of both subcultures is reflected in the figure 2.2.

Clan Culture

== Managers
Hierarchy Culture Adhocracy Culture e Actors

Together

Market Culture

Figure 2.2. Percentage frequencies for existing and preferable organizational culture
of actors and staff subcultures and taken both together accordingly by OCAI

Compiled by the author.

The analysis was carried out by using frequency distribution expressed in
frequency percentage rate available in MS Office 2010 Excel software. The fig-
ure 2.2 shows that the dominant culture type in the existing model is hierarchy
culture with the percentage rate 29%. The percentage rate for clan culture type is
1% lower - 28%. Accordingly, median values for both cultures are - 27.5 for hi-
erarchy culture and 26.5 for clan culture. This indicates that the current culture
model is characterized by the internal focus and integration, which is character-
ized by maintenance of the status quo.

Activities of state theatres are currently focused on keeping the existing cli-
ents (spectators) with an appropriate repertoire, pricing policies etc.

There are statistically significant (expressed by Me) differences between
clan culture and other culture types. However, it must be asserted that results
of questionnaires in subcultures prove the typology of organizational culture on
the whole in OCAI version.

Theoretically, hierarchy and clan cultures are interested in fostering climate
for creativity. However, the author believes that the two are not characterized by
strong emphasis on innovative orientation focused towards market expansion.

The typology of the existing organizational culture is also confirmed by the
results of OCI questionnaire (see the figure 2.3.).
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Figure 2.3. Percentage frequencies of exiting organizational culture dimensions for
actors and staff subcultures and taken both together accordingly by OCI methodology

Compiled by the author.

OCI questionnaire was used as the re-test instrument. Results were analysed
by using MS Office 2010 Excel software.

Results by OCI (shown in the figure 2.3.) confirm the results by OCAI Va-
lidity of the study is also supported by dispersion analysis.

To understand the culture means to understand the difference between the
existing and preferred situation in the organization.

Preferred culture model in state theatres is shown in the figure 2.4.

Clan Culture
40%

=== Managers

Hierarchy Culture Adhocracy Culture Actors

Together

Market Culture

Figure 2.4. Percentage frequencies of preferable organizational culture dimensions
for actors and staff subcultures and taken both together accordingly by the OCAI

Compiled by the author.

The figure 2.4. shows that dominating types in the preferred culture are as
follows:
1) clan culture type (35%);
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2) adhocracy culture type (26%);

3) market and hierarchy culture types (20%).

Both subcultures, in general, are dominated by clan and adhocracy culture
values, which in management science are positively associated with climate for
creativity. Increase in clan and adhocracy culture values is based on propor-
tional decrease of hierarchy values in overall culture and actor subculture. From
management perspective the decrease in hierarchy culture is smaller by 1%.

The author argues that formalized, strongly structured and stable internal
environment at least on a subjectively desired level provokes clan or family cul-
ture values: development of human resources (individual creativity), team, and
other values. Such environment also provokes adhocracy values — desire to ex-
press individual creativity.

Differences between the existing and preferred organizational culture mod-
els are shown in the table 2.1.

Table 2.1
Organizational culture Wilcoxon Signed Rank Test

R ERe 5 S 0 - 3

g = = <5 o=~ N = £ S Ea

'8 <3 = s = z » 3

© o
Clan (taken existing- 26.25 30.00 | -2.032 | 0.042 |Statistically
together) preferable significant difference
Clan (actors existing- 23.75 30.00 | -2.207 | 0.027 |Statistically
subculture) preferable significant difference
Clan(staff existing- 30.00 32.50 | -0.406 | 0.406 |Statistically no
subculture) preferable significant difference
Adhocracy (taken |existing- 20.00 25.00 -2.060 | 0.039 |Statistically
together) preferable significant difference
Adhocracy (actors | existing- 20.00 25.00 -1.890 | 0.059 |Statistically no
subculture) preferable significant difference
Adhocracy (staff | existing- 20.00 23.75 -1.625 0.104 |Statistically no
subculture) preferable significant difference
Market, (taken existing- 20.00 20.00 | -0.447 | 0.655 |Statistically no
together) preferable significant difference
Market, (actors existing- 22.50 22.50 -0.447 | 0.655 |Statistically no
subculture) preferable significant difference
Market, (staff existing- 16.25 15.00 -0.276 | 0.783 |Statistically no
subculture) preferable significant difference
Hierarchy (taken |existing- 27.50 20.00 -2.070 | 0.038 |Statistically
together) preferable significant difference
Hierarchy (actors | existing- 26.25 20.00 -2.020 | 0.043 |Statistically
subculture) preferable significant difference
Hierarchy (staff existing- 20.00 16.25 -2.041 0.041 | Statistically
subculture) preferable significant difference

Compiled by the author.
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The Wilcoxon rank criterion shows significant differences (large effect) in
clan, adhocracy and hierarchy culture types. Statistically significant differences
are also evident in clan and hierarchy types by actor subculture and hierar-
chy type in management subculture. Statistically, the less significant difference
(small effect) is detectable between the existing and preferred market culture va-
lues in both subcultures separately and in general.

The difference between the existing and preferred organizational cultures is
generally valued as statistically significant. Consequently, the existing organiza-
tional culture can not be classified as integrated, strong and effective. It is cha-
racterized by certain features of entropy.

The Analysis of climate factors influencing creativity in Latvian theatres is
presented in the table 2.2.

Table 2.2

T value results of the KEYS factor groups for actors, staff and together for state
theatres in Latvia

T value T value T'value
Nr. Factor groups taken
actors staff
together
2 Challenging Work 54 58 55
3 Managerial Encouragement 51 59 52
4 Work Group Support 61 66 62
5 Organizational Encouragement 54 56 54
6 Lack of Organizational Impediments 54 55 53
7 Sufficient Resources 55 62 56
8 Realistic Workload Pressure 74 73 74
9 Creativity 69 67 68
10 Productivity 49 59 51
Compiled by the author.

The table 2.2. explains the results of analysis in five levels (by T-scores):

o Very high - score of 61 and more;

o High - score from 56 to 60;

e Medium - score from 46 to 55;

o Low - score from 41 to 45;

o Verylow - score of 40 and less.

The correlation coefficient between different groups of KEYS factors and re-
sults is shown in table 2.3.

Table 2.3. shows the correlation between KEYS factor groups. Presented de-
gree of association is with high reliability.
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Comparison between factors influencing climate for creativity in Latvian
theatres, the results of KEYS database, experts evaluation and opinion of the
World’s leading researchers is reflected in the table 2.4.

Table 2.4

Comparative analysis of factor groups for climate for creativity of state theatres in
Latvia, KEYS data base, expert evaluation and in scientific research literature

Standpoint from
theoretical sources
T value,
T Experts and researches
Nr. Factor groups . per KEYS about creativity and
theatres in | evaluation . .
Latvia productivity (McLean,

Laird, 2005; Amabile,
Conti, Coon, 1996).

1 Freedom Middle Im‘portant/less
important

2 Challenging Work High Middle Middle Important
3 Managerial Middle Middle Middle Important
Encouragement
Work Group Support | Very high High Middle Important
5 Organizational Middle Middle Middle Important
Encouragement
6 Lack of Organlzatlonal Middle Middle High Important
Impediments
7 Sufficient Resources High Middle Middle Imp ortant/less
important
Realistic Workload . . . .
8 Pressure Very high Middle Middle Less important
9 Creativity Very high High Middle
10 Productivity Middle Middle Middle
Compiled by the author.

The table 2.4. shows very high scores in work group support as well as realis-
tic workload pressure in state theatres. Score is also high for sufficient resources
dimension, but similarly to challenging work dimension, it should be assessed
relatively. Freedom or autonomy dimension has a very low score. During the in-
terviews theatre directors explained it by two factors: school of directing as well
as limited options of repertory theatre actors. In fact, actors in repertory thea-
tres have no choice of roles and the choice of actors is in hands of the director.
Compared to KEYS database, greater dispersion of scores can be observed. This
at least partly can be explained by greater consistency of companies in KEYS da-
tabase — the database does not include studies done in theatres. The table 2.4.
reflects the opinion comparison between the expert group and main theoreti-
cal sources in regards to factors affecting climate for creativity (in case of expert
opinion, also results). In general, the views match. In the science of manage-
ment theory, major differences are in scores for such factor groups as realistic
workload pressure, freedom and sufficient resources. In some positions there are
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differences in views of researchers, this includes scores in freedom and sufficient
resources. In the table 2.4., important means high, while less important means
medium.

The results of KEYS survey suggest:

1) groups affecting climate for creativity contribute to a very high level of
creativity and medium level of productivity in theatres;

2) in general, there are on average positive and positively low correlation
between all factor groups affecting climate for creativity (with exception
of lack of organizational impediments, which mainly have a negative cor-
relation);

3) there is a very strong correlation between creativity and productivity;

4) organizational culture has a strong correlation with managerial encour-
agement and productivity, moderately positive correlation with work
group supports, sufficient resources and creativity, but mainly low nega-
tive correlation with the lack of organizational impediments.

Research worldwide has shown that in motivation for creative behaviour
there are three crucial dimensions: challenging work, work group support and
lack of organizational impediments. On the other hand, less important are di-
mensions of freedom, sufficient resources and realistic workload pressure. Re-
search in state theatres generally confirms these findings. The exceptions are
realistic workload pressure and sufficient resources.

The impact of existing competing value types on climate for creativity factor
groups and results in state theatres was analysed by OCI and OCALI versions.
Linear regression method was used in creation of mathematical model. p stand-
ardized coeflicient was applied in evaluating state theatre value types and values
on dependent variables. Higher B value has a higher impact on the dependent
variable. In this model, other dimensions have lower, insignificant effect. In
some cases it might be said that the effect does not exist. Interaction between
culture and climate for creativity in state theatres from actor and management
perspective was analysed. Such integrated perspective on the problem complies
with the goal of the thesis. Results of the organizational culture and climate for
creativity research show similarities in assessment of the existing and preferred
organizational cultures in state theatres from actors and management perspec-
tive. Differences in opinions in general are not statistically significant.

B value of interaction between the existing organizational culture and cli-
mate for creativity in state theatres in by OCI is reflected in the table 2.5.

The table 2.5. reflects prevalent and reliable  values. The highest impact on
factors for climate for creativity and the results — creativity and productivity is
at the appropriate cultural values. The impact of clan culture by OCAI covers all
factor groups affecting climate for creativity: management practices, organiza-
tional motivation and resources.
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Table 2.5

B values presenting interaction between existing culture and climate for creativity
for actors and staff taken together accordingly by OCI metodology

Systems (dimensions) of Factors and results influencing
o o . .0 B values
organizational culture organizational climate for creativity,
Supportive culture value system 1. Challenging Work 0.325
2. Managerial Encouragement 0.484
3. Organizational Encouragement 0.655
4. Lack of Organizational Impediments 0.291
5. Realistic Workload Preassure 0.188
6. Creativity 0.376
7. Productivity 0.337
Innovative culture value system 1. Freedom 0.303
2. Work Group Support 0.433
Bureaucratic culture value system Sufficient Resources 0.212

Compiled by the author.

Analysis of linear regression results p value indirectly reflects moderately
positive correlation between creativity and productivity.

The lowest impact on climate for creativity — creativity level and productivi-
ty, is particularly innovative cultural dimension, while the prevailing of freedom
and work groups support corresponds to values of those culture values. OCI
methodology does not distinguish market culture values, but they are included
in the innovative cultural dimension. It can be assumed that the impact of in-
novative cultural values on the climate for creativity is associated with culture
values specific to market culture.

The impact of bureaucratic culture values on sufficient resources in state the-
atres is similar to linear regression [ value results in OCAI version.

The conclusion is that the linear regression [ values only partly correspond
to the dominant cultural typology in state theatres by OCI methodology.

Linear regressions P values were also analysed in the OCAI methodological
context. Results are shown in the table 2.6.

The table 2.6. shows interrelation between culture and determinants as well
as outcomes of climate for creativity in state theatres in reliable and prevalent
values. From overall management and actors perspective according to OCAI the
prevailing influence on factors forming climate for creativity belongs to the clan
culture values.

Comparison of the current interaction between culture and climate for cre-
ativity in state theatres by OCI and OCAI methodologies in linear regression
values leads to the following conclusions:

1. In state theatres prevailing impact on factors of climate for creativ-

ity (organizational encouragement, lack of organizational impediments,
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Table 2.6

B values presenting interaction between existing culture and climate for creativity
for actors and staff taken together accordingly by OCAI

Systems (dimensions) of Factors and results influencing B values
organizational culture organizational climate for creativity,
Clan culture value system 1. Freedom 0.140
2. Organizational Encouragement 0.288
3. Lack of Organizational Impediments 0.302
4. Realistic Workload Preassure 0.244
5. Creativity 0.213
6. Productivity 0.210
Market culture value system 1. Challenging Work 0.284
2. Managerial Encouragement 0.209
3. Sufficient Resources 0.372
Hierarchy culture value system Work Group Support 0.248

Compiled by the author.

realistic workload pressure, level of creativity and productivity) belongs
to supportive or clan culture values.

2. Impact of culture on determinants and outcomes of climate for creativity
in state theatres only partly is consistent with the dominant culture types
and dimensions.

3. In general, linear regression p values by OCAI methodology support the
main results by OCI methodology. Differences in B values are methodo-
logically justified.

Similarity of the results of interrelation analysis between culture and climate
in state theatres by OCI and OCAI methodologies confirm the reliability of re-
search data in terms of linear regression [ values.

Analysis of variance (ANOVA) in terms of n?also shows that the current
cultural competing values dominants by OCAI do not correspond to their sig-
nificance of impact on climate for creativity. The current cultural values have
different impact on climate for creativity factors and results in state theatres. The
impact of market culture values on climate for creativity in state theatres is in-
significant. Results of analysis of variance (ANOVA) in terms of n? and linear
regressions (P values) are similar. Thus it increases the validity of the study.

The data analysis of OCAI questionnaire in both subcultures shows that the
current management model in theatres is based on hierarchy cultural values. In
competing values theory by K Cameron and R. Quinn these values are related to
monitor and coordinator management roles. The management model thus cor-
responds to the current organizational culture typology, which confirms func-
tionalism and anthropological theories (see the figure 2.5.).
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Figure 2.5. Percentage of existing cultural dimensions of state theatres, actors and
staff subcultures taken together

Compiled by the author.

According to the competing values framework (OCAI theory) the second
dimension shows the current leadership, while the third - personnel manage-
ment. Leadership in state theatres is dominated by hierarchy culture values.
Their prevalence over other value systems in terms of percentage is greater than
10% (except for market culture values). It is a significant dominance for OCAL

Personnel management is dominated by clan cultural values. Their preva-
lence over other value systems is not as significant, but significant enough. This
is determined by the specific feature of performing arts in creative industry in
the form of theatre - staff is composed of creative personalities.

The preferred culture typology is dominated by clan and adhocracy - crea-
tive culture values. In theory, it should be assumed that leadership is in more
harmony with more flexible innovator, broker, and facilitator roles. However, re-
sults of OCAI do not confirm that. It can be assumed that:

1. Top management is dominated by internal orientation, orientation to-

wards stability.

2. Top management culture in repertory theatres is characterized by an em-
phasis on human resource management, which is reflected in human re-
source dimension in OCAI. Theatre management tries to balance it with
the need to maintain competitiveness. Besides, current dominance of hi-
erarchy values in culture typology in state theatres in terms of percentage
is 1%.

State theatres in Latvia lack a clearly defined and communicated vision.
4. Slight dominance of management roles results from the nature of state
theatres — their legal status is a public corporation.

W
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On the other hand, as cultural institutions, theatres are more related to lead-
ership roles that match clan and adhocracy culture values: the roles of a mentor,
a facilitator, an innovator and a broker.

Pearson correlation coefficient between managerial encouragement and
challenging work has a reliably low positive correlation with the work group -
team support, it also has medium positive correlation with sufficient resources
and creativity, and strong positive correlation with organizational encourage-
ment. Managerial encouragement has a negative correlation with the lack of
organizational impediments and realistic workload pressure. The correlation
coefficient of organizational encouragement is similar. The correlation analysis
confirms both — management role in creating climate for creativity, and the fact
that management has some characteristics of transformational leadership, which
have a positive impact on climate for creativity. Characteristics of transforma-
tional leadership match with clan and adhocracy culture values. The preferred
organizational culture model in state theatres is dominated by those specific val-
ues. Such a culture typology also reflects the pronounced expectations for trans-
formational leadership.

Overall, leadership in state theatres in Latvia is not focused on significant
challenges, risks, and creative experiments. Instinct to preserve internal envi-
ronment, culture and climate dominates, which does not exclude managerial
encouragement to maintain the existing level of climate for creativity.

Main conclusions from the study are:

1. Culture and climate for creativity in state theatres is the result of manage-

ment.

2. Research instruments used in the study (OCAI and KEYS) include func-
tionalism and anthropology theories about theatre management as archi-
tects and at the same time objects of the culture and climate.

3. A significant conclusion comes from the functionalism theory: a recipi-
ent of organizational culture and climate for creativity improvements is
the top management of state theatres.
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3. The desired changes in interrelation management between
culture and climate in state theatres in Latvia

In order to make any changes, it is necessary to determine the current situ-
ation, find out the systematic relationships and the necessary changes. This is
the purpose of the thesis. Higher management has a crucial role in managing
change.

In this chapter the desired interactions between culture and climate for crea-
tivity in state theatres are analyzed from overall actor and management perspec-
tive. This shows an integrated picture of organizational culture and allows to
determine accurately the main directions of the development.

The desired interactions between organizational culture and climate for crea-
tivity in state theatres in the thesis are analyzed by linear regression method in
terms of B values as well as analysis of variance (ANOVA) method in terms of
N’ Interactions are analyzed by OCAI and KEYS methodologies, taking into ac-
count the correlation between influencing factors and results of climate for crea-
tivity in state theatres. Results are presented in the conceptual model developed
by the author in terms of n2 (See the figure 3.1.)

The figure 3.1. shows that the dominant influence on determinants and
outcomes of climate for creativity in terms of n* belong to clan and adhocracy
cultural values. Impact of clan culture on challenging work is medium, on ma-
nagerial encouragement - medium low, on organizational encouragement - me-
dium, on creativity — medium, while on productivity - medium high. The cor-
relation between determinants and outcomes of climate for creativity is positive
and reliable. A medium positive correlation is also between managerial encou-
ragement, creativity and productivity, while the correlation is very strong betwe-
en managerial encouragement and organizational encouragement. This is an
indicator for cross-compliance between n? and r. Negative correlation between
the lack of organizational impediments and all other factors and outcomes ne-
eds to be noted. According to all respondents, the impact of clan culture values
on the lack of organizational impediments in terms of n* is zero. Adhocracy cul-
ture values have the biggest impact on work group support (medium), sufficient
resources (medium high) and realistic workload pressure. Mutually reliable and
positively low is the correlation between the work group support and sufficient
resources. It should be noted that in the preferred organizational culture model
in state theatres adhocracy culture values are the second most important after
clan culture values, when it comes to the impact on creativity and productivity.
In general, preferred culture model according to actors and management is do-
minated by the value systems described above. Adhocracy values do not affect
challenging work, as > = 0.

The preferred culture model in state theatres is characterized by such va-
lues as personnel selection, self-differentiation (resource issue), personal
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Challenging work (n? = 0,06)
Managerial encouragement (n? = 0,04)
Organizational encouragement (n? = 0,07)
Creativity (n? = 0,07)

Work group supports (n? = 0,05)
Sufficient resources (n* = 0,13)

. - _ r (positive)
Pmdu:t(l;git(ir\]ze)_ 0,09) Realistic workload pressure (n2 =
0,09)
The factors influence climate Freedom (n? = 0,04)
for creativity Managerial encouragement (n? = 0,04)
Lack of organizational impediments
(nz = 0)08)

r (positive / negative)
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% . Culture Dominating
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Figure 3.1. Conceptual model for improvement interrelation between culture and
climate for creativity of state theatres in Latvia

Compiled by the author.

development, personal value and individual contribution appreciation by mana-
gement and colleagues. At the same time, these are internal and external moti-
vational factors that promote significantly individual creativity.

In KEYS methodology, the above-mentioned values correspond to climate
for creativity determining management practice, organizational motivation and
resource factor groups, as well as results - creativity and productivity.

Market type values in OCAI preferred culture model have the largest impact
on freedom (medium low impact), managerial encouragement (similarly to clan
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culture - medium low impact), lack of organizational impediments (medium
impact). The positive correlation of managerial encouragement is with low re-
liability, while managerial encouragement has a reliably low negative correlation
with it. Market culture values do not affect creativity as > = 0.

Hierarchy and bureaucratic culture values actually have no impact on deter-
minants and outcomes of climate for creativity in the preferred organizational
culture model: n? effect on freedom, work group support, sufficient resources,
lack of organizational impediments, creativity and productivity is zero. There is
no prevailing influence of hierarchy culture values on other factors for climate
for creativity. They have a medium low impact on challenging work, and low
impact on managerial encouragement, organizational encouragement and re-
alistic workload pressure. On the one hand, it confirms the preferred culture
typology of state theatres. On the other hand, it increases organizational risks,
especially given the status of state theatres, which is a public limited liability
company. Hierarchy or bureaucratic culture values provide a framework for ex-
istence of the organization and ensures the status quo.

The figure 3.1. reflects the “six step” organizational culture change process
method by K. Cameron and R. Quinn. In regards to state theatres, it includes:

1. Diagnosis and mutual agreement among change management team on

the existing culture in state theatres.

2. Diagnosis and mutual agreement among change management team on
the preferred culture in state theatres.

3. Evaluation of and mutual agreement on the results among the manage-
ment team.

4. Popularization of cultural changes inspiring stories, events and heroes
initiated by the management team.

5. Defining strategic actions of change management team in order to imple-
ment the preferred culture model.

6. Plan development and implementation for preferred culture change, im-
plemented by change management team.

The figure 3.1. characterizes the author’s conceptual approach, based on the-

oretical and empiric research results.

The Main conclusions are:

1. Factor groups, creativity and productivity affecting climate for creativity
in state theatres are mainly determined by clan and adhocracy culture
value systems.

2. Typologically different culture values have different prevailing impact on
factors and results of climate for creativity in state theatres in Latvia. It is
confirmed by the results of linear regression and analysis of variance in
terms of n

3. Analysis of variance (ANOVA) results are broadly consistent with cor-
relation between climate for creativity factor groups in state theatres.
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4. Analysis of variance (ANOVA) results in terms of n? correspond to the
dominant preferred organizational culture competing values typology
from management and actor perspectives according to OCAL

This is generally confirmed by the results of linear regression in terms of f.
The difference in results can be explained by the diversity in calculation meth-
odology.

In the figure 3.1. organizational strategy first means defining and commu-
nicating the vision, while core of the organization is formed by values. Strategy,
organizational culture and climate (internal environment) generally are the re-
sult of managing, while culture plays the key role in implementing the strategy.
The recipient of internal environment change management in any organization
is the top management.

To summarize the main issues of the thesis, the change of the existing organ-
izational culture model will contribute not only to the increasing level of climate
for creativity, internal efficiency and innovation, but also on to higher level of
artistic quality in state theatres in Latvia.

Qualitative research method - interview, was used to assess the possibility
to increase the level of creativity by using the preferred model of interaction be-
tween culture and climate for creativity in state theatres in Latvia. The author
chose to interview four directors, who also are chairmen of the board. Theoreti-
cal substantiation of the interviews is based on management science knowledge
that organizational culture and climate is defined by the top management.

Theatre selection criteria are:

1) artistic quality criteria (“Spélmanu nakts” nominations and awards);

2) regional criteria;

3) national culture criteria.

The public relations manager was interviewed in the fourth theatre. The con-
tent of the interview was previously aligned with the opinion of the director of
the theatre.

Results of the interviews can be summarized as follows:

1. This type of research has not been done in Latvian state theatres before.

2. Research results of the thesis are reliable.

3. Dual status of state theatres is confirmed: on the one hand, they are pub-
lic corporations characterized by hierarchy and market culture values -
focus on results, while on the other hand, as cultural institutions, they
are characterized by clan and adhocracy culture values.

4. In regards to interaction management between culture and climate in
state theatres in Latvia, top management have similar views.

5. Clan and adhocracy culture values are more suitable for culture specif-
ics of state theatres. Values of market culture (mainly competition) are
not significant, but do exist. This is confirmed by the preferred model of
interaction between culture and climate in state theatres, where market
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culture values have statistically insignificant impact on climate factors
and level of creativity.

6. The impact of hierarchy culture values in culture and climate of state
theatres is mainly related to over-bureaucratic politics by the Ministry of
Culture.

7. 'The interviews confirm the possibility to implement the model of culture
and climate interaction in partly close (definition of mission, vision and
values) but mainly further future (a period of 3-5 years).

Interviews confirm reliability of research results and that the goal of the re-

search is reached.

Thesis does not include practical results of interaction between preferred

culture model and climate, as changes take longer a period of time.
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THE MAIN CONCLUSIONS AND
RECOMMENDATIONS

Conclusions

1.

Importance of the research problem is defined by organizational sustaina-
bility and long-term performance, which in management science are di-
rectly related to organizational culture and openness to change — creativity
and innovation. Creativity is the impetus for change, but organizational
culture is the fundamental.

Definitions of organizational culture in management science are different,
but not contradictory. Overall, organizational culture can be defined as a
system of values in the form of leadership style, language and thinking,
symbols, procedures, and everyday norms. Organizational climate in ma-
nagement science is the individual perceptions of organization’s internal
factors. There are different organizational culture and organizational clima-
te theories in management science, however they all recognize relation of
the two concepts. Priority is given to organizational culture.

Dominant organizational culture type in actor subculture as well as overall
culture is the hierarchy culture type (by OCAI). Management subculture
is largely dominated by clan culture values. The less significant is market
culture orientation. Proportion of adhocracy culture values in both sub-
cultures is statistically insignificant. Culture in theatres is characterized by
internal focus and integration. Results of OCAI and OCI questionnaires in
regards to the existing culture from perspective of both subcultures and in
general is similar. The differences are evaluated as statistically insignificant.
Similarities in the existing culture are confirmed by the analysis of variance
of OCAI and OCL

Preferred culture by OCAI according to overall actor and management
view is dominated by clan culture based on a decline in hierarchy culture
values. There is also an increase in adhocracy culture direction and a decli-
ne in market orientation. The preferred culture typology highlights values
fostering climate for creativity (in terms of linear regression  and analysis
of variance - ANOVA n?).

The analysis of Wilcoxon rank criterion shows statistically significant di-
fference between the hierarchy, clan and adhocracy culture types in the
existing and preferred organizational culture models in general. Analysis
of OCALI results does not confirm strength of the cultures in theatres. Re-
search results prove the features of cultural entropy as the existing values
are not consistent with the preferred ones. Determining the level of cultural
entropy requires additional research.
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10.

11.

12.

13.

Factor groups affecting climate for creativity contribute to a very high level
of creativity and medium productivity in state theatres. Overall organiza-
tional climate in state theatres in Latvia is characterized by very high work
group support, realistic workload pressure, and highly sufficient resources.
Factors as challenging work, managerial encouragement, organizational
encouragement, and lack of organizational impediments are at a medium
level. Personal freedom and autonomy dimension is very low.

Evaluation of factors of climate for creativity in state theatres from actor
and management subcultures perspective is different: it is higher in all di-
mensions, apart from realistic workload pressure, from management per-
spective. The level of climate for creativity is rated slightly higher from ac-
tor subculture perspective.

The research shows that creativity is positively correlated with productivity.
In state theatres in Latvia, there is a medium positive and positively low
correlation between all factor groups affecting climate for creativity (except
for the lack of organizational impediments, which mainly has low negative
correlation).

There is a strong positive correlation between managerial encouragement
and productivity, average positive correlation with work group support,
sufficient resources and creativity, but mainly low negative correlation with
lack of organizational impediments in state theatres.

There is a statistically significant interrelation between organizational cul-
ture and climate for creativity in state theatres. The impact of different or-
ganizational culture types on results and factor groups affecting climate for
creativity is different. The main influence in the preferred model by OCAI
belongs to clan and adhocracy culture values. The impact of organizational
culture types (dimensions) on results and factor groups affecting climate
for creativity is different.

Research confirms the functionalism approach defined in the theoretical
part of the thesis, which simultaneously confirms the role of leadership
in creating organizational culture, as well as the impact of culture on lea-
dership (anthropological approach).

Managerial encouragement (factor of management practice) has low posi-
tive correlation with challenging work; medium positive correlation with
work group support, sufficient resources, and creativity; and strong posi-
tive correlation with organizational encouragement. Managerial encoura-
gement correlates negatively with the lack of organizational impediments
and realistic workload pressure. Organizational encouragement has similar
correlation.

Based on the results by KEYS, it can be argued that there are characteristics
of transformative leadership in theatres, which has a positive impact on cli-
mate for creativity. The most important conclusion of management science,

74



14.

15.

16.

17.

18.

arising from the KEYS survey is the perception that organizational climate
changes the level of creativity in organizations. Managers at all levels, who
want to encourage creativity within their organizations, have to focus on
what climate or environment they create for creative personalities.

Overall dominant management in state theatres in Latvia is not focused on
significant challenges, risks, and creative experiments. Instinct to preserve
internal environment and climate dominates, which does not exclude the
encouragement to maintain the existing level of creativity. This is confir-
med by the dominance of hierarchy leadership by OCAI culture typology
and results by KEYS.

Results of the research support hypothesis put forward in the thesis, that
the preferred changes in culture in state theatres are associated with chan-
ges in climate for creativity and the factors affecting it.

Research supports the hypothesis, that the management focus on suppor-
tive (family and clan) as well as creative (innovative and adhocracy) values
in the preferred culture is characterized by a greater impact on climate for
creativity in state theatres in Latvia.

Research results prove the hypothesis, that the orientation towards bureau-
cracy (hierarchy) and market values in preferred culture is characterized by
a lower impact on climate for creativity in state theatres in Latvia.

The developed methodological design and conceptual model for research
of interaction between organizational culture and th level of climate for
creativity can be used in change management in Latvian state theatres.
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Recommendations

1.

At the business level it is recommended to the top management of state
theatres to define the strategic direction - precisely, concisely defining and
communicating the vision, mission, goals and values, which constitute the
core of the culture.

Given that the research results do not show evidence for cultural strength
in state theatres, the top management of the change management is recom-
mended to use the “six step” method by R. Quinn and K. Cameron.

For the assessment of interaction between existing and preferred cultures
and climate for creativity in state theatres, the management team is offered
to use the exploratory methodological design and improvement model for
interaction management developed as a part of the thesis.

In order to increase the climate for creativity and productivity in state the-
atres, as well as the factors of influence - organizational encouragement,
challenging work, and managerial encouragement, management team is re-
commended to emphasize clan culture values in the organizational culture.
The values need to be clearly defined and communicated.

In order to promote the factors affecting climate for creativity and produc-
tivity — personal freedom, managerial encouragement, as well as to reduce
internal organizational impediments, management team of state theatres is
recommended to pay more attention to adhocracy culture values.

In order to avoid the unreasonable risks in creative experiments and to
promote business objectives of state theatres, management team is recom-
mended to pay more attention to hierarchy, and, in particular, to market
culture values. The market culture values positively correlate with such a
climate for creativity factors as work group support and sufficient resour-
ces.

In order to promote climate for creativity, the management team of state
theatres is recommended to develop artistic creativity evaluation criteria,
which would take into account the nature of theatres, progress, and achie-
vements, and not merely nominations and awards of “Spélmanu nakts’,
which is evaluation of short-term results. It is recommended to involve aut-
horities of the theatre art (critics and scientists) in the jury for “Spélmanu
nakts” nominations and awards. It is recommended to offer the proposal
for evaluation criteria to the Ministry of Culture.
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