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Anotacija

Pétijuma merkis ir izpétit organizacijas kultiru un darbinieku iesaistiSanos, ka ari
noteikt atseviSku organizacijas kultiras dimensiju ietekmi uz darbinieku iesaistiSanas
dimensijam IKT nozares uzpémumos Latvija, kas lautu nozares uznémumu vaditajiem,
optimizgjot organizacijas kulttras profilu, veicinat darbinieku iesaistiSanos.

Promocijas darba pirmaja nodala ir apskatiti organizacijas kultiiras, darbinieku
iesaistiSanas, un to vadiSanas teor&tiskie aspekti vadibzinatn€. Nodalas sakuma definéta
organizacijas kultiira un aprakstitas dazas no galvenajam ar to saistitajam teorijam, kam seko
darbinieku iesaistiSanas definicijas un ar to saistito teoriju apraksts. Nodalas turpinajuma
aprakstitas teorijas saistiba ar organizacijas kultiiras un darbinieku iesaistiSanas vadiSanu.
Pirmas nodalas beigas aprakstits darbinieku iesaistiSanas faktoru teorétiskais modelis, kurs, ka
vienu no iesaistiSanos ietekméjosajiem faktoriem, ietver ar1 organizacijas kultiiru.

Otraja promocijas darba nodala ir aprakstiti empiriska pétijuma rezultati saistiba ar
organizacijas kultiru, darbinieku iesaistiSanos un atseviSku kultiiras dimensiju ietekmi uz
iesaistiSanos IKT nozares uznp€émumos Latvija. Nodalas sakuma ir sniegts IKT sektora Latvija,
ka arT pétijuma izlases kopas raksturojums, kam seko organizacijas kulttiras un darbinieku
iesaistiSanas pétijuma empiriskas dalas apraksts. Nodalas beigas aprakstiti korelacijas un
regresijas analiZzu rezultati, un noteiktas organizacijas kultiiras dimensijas, kuram ir vislielaka
ietekme uz darbinieku iesaistiSanos.

Promocijas darba treSaja nodala ir piedavats ekspertu interviju kopsavilkums saistiba ar
pétijuma rezultatiem. Tas ietver IKT nozares uzpémumu parstavju viedoklus saistiba ar
organizacijas kultliras un darbinieku iesaistiSanas tému aktualitati vigu parstavetajos
uzn€mumos, ka art §1 promocijas darba ietvaros veikta pétijuma rezultatiem.

Promocijas darba beigas aprakstiti galvenie pétijuma secinajumi un priekslikumi.

Promocijas darba pamatdala ir aprakstita 160 lappus€s, ta satur 51 att€lu un 58 tabulas.

Izmantoto informacijas avotu saraksts sastav no 223 vienibas. Darbam ir 24 pielikumi.



Ievads

Temas aktualitate

Tradicionalo konkurétsp&jas avotu (piem&ram, produktu un procesu tehnologijas, pieeja
regulétiem tirgiem, apjoma ekonomija u.c.) nozime miisdienas samazinas, pieskirot butiskaku
lomu tam, ka tiek vaditi cilvékresursi (Pfeffer, 1994). Salidzinot ar tehnologijam, kas
misdienas ir daudz vieglak pieejamas neka agrak, un tapéc to loma konkurétspgjas
nodro§inaSana samazinas, priekSrocibas, ko nodroSina cilvékresursi, ir griitak imit€jamas
konkurentiem (Macey et al., 2009). Pieaugosa cilvékresursu deficita d€] IKT nozaré Latvija
personala vadibai ir pasi liela nozime. Péc Corporate Leadership Council (2004) pétijuma
rezultatiem, iesaistijuSies darbinieki, kas visbiezak ir sastopami organizacijas ar efektivu
organizacijas kulttiru, uzrada par 20 procentiem labaku sniegumu neka to mazak iesaistijusies
kolégi. Organizacijas kultiira, kas veicina darbinieku iesaistiSanos, biezi tiek dévéta par
iesaistiSanas kultiru. Sadas kultiiras izveide prasa lielu piepili, ta¢u, kad ta ir ieviesta,
iesaistiSanas kultiira veicina augstu organizacijas sniegumu ilgstosa laika perioda (Rice,
Marlow un Masarech, 2012). Neskatoties uz to, vadibzinatné triikst p&tijumu par atsevisku
organizacijas kultiiras dimensiju ietekmi uz darbinieku iesaistiSanos.

Organizacijas kultura kopuma tiek definéta ka vértibu un uzskatu kopums, kas ir kopigs
organizacijas dalibniekiem un liela méra ietekmé to l€émumus un ricibu — veidu, ka
organizacija tiek daritas lietas. Vadibzinatn€ ta vairs nav gluzi jauna t€ma, tomér, pedgjas
dekades laika interese par organizacijas kultiiru, 1pasi no praktiku puses, ir saglabajusies
salidzinoSi augsta. Intereses Itmenis dazadas nozar€s ir atSkirigs. Jaunakas, vairak uz
inovacijam un zinaSanam balstitas uznémejdarbibas jomas, interese par organizacijas kultiiru
ir lielaka neka vecakas un vairak racionali orient€tas nozarés. Pieméram, daudziem IT
uznémumiem biezi ir raksturigi uzturét 1pasi rupigi izstradatu organizacijas kulttiru (Alvesson,
2012).

Darbinieku iesaistiSanas vadibzinatné ir salidzinoSi jauns jédziens. IesaistiSanas kopuma
tiek definéta ka uz mérki versts psihologisks stavoklis, kura laika cilvéks ir pilniba
koncentrgjies uz konkréta uzdevuma izpildi. IesaistiSanas biezi tieck minéta starp darbinieku
snieguma, ka ar1 klientu apmierinatibas uzlaboSanas avotiem (Albrecht, 2010). IesaistiSanas
rada sava veida transformaciju, energiju un sinergijas spéku, kas rada kustibu organizacijas
meérku sasniegSanas virziena. Tas atSkir iesaistiSanos no citiem vadibzinatn€ iepriek§ pétitiem
j&dzieniem (Byrne, 2015).

Lidzigi citam ar cilvékresursu vadibu saistitam té€mam, darbinieku iesaistiSanas ir
multidisciplinars jédziens. Pamata, iesaistiSanas ir cieSi saistita ar psihologiju. Tacu, taja pasa
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laika priekSnosacijumi, lai darbinieki izjustu iesaistiSanos, liela méra ir atkarigi no ta, ka tiek
vadita organizacija, kura tie strada. Savukart, darbinieku iesaistiSanas sajiitai ir biitiska
ietekme uz vinu sniegumu, kas rezultata summejas organizacijas snieguma. So iemeslu péc

iesaistiSanas ir svariga t€éma ar1 vadibzinatng.

Petijuma objekts, priekSmets un hipotezes

P&étijuma objekts ir Latvijas IKT nozares uzn€mumi.

Petjuma priekSmets ir organizacijas kultiras dimensiju ietekme uz darbinieku
iesaistiSanas dimensijam.

P&tijuma hipotezes:

1) Pastav statistiski nozimiga korelacija starp organizacijas kultiiras profila dimensiju

un darbinieku iesaistiSanas dimensiju vertibam.
2) AtseviSkam organizacijas kultiiras dimensijam ir pé€tnieciski konstat€jama un

nozimigi atSkiriga ietekme uz darbinieku iesaistiSanas dimensijam.

Pétijuma mérkis un uzdevumi
Petijjuma merkis ir izpétit organizacijas kultiru un darbinieku iesaistiSanos, ka ari
noteikt atseviSku organizacijas kultiras dimensiju ietekmi uz darbinieku iesaistiSanas
dimensijam IKT nozares uznémumos Latvija. Peétijuma rezultati lauj nozares uznémumu
vaditajiem pienemt informé€tus lémumus saistiba ar darbinieku iesaistiSanas veicinasanu,
optimiz€jot organizacijas kultiiras profilu.
Pétijuma uzdevumi:
1) Veikt zinatniskas literatiiras un citu teorijas avotu analizi saistiba ar organizacijas
kultiiru un darbinieku iesaistiSanos.
2) lzstradat teorétisko modeli darbinieku iesaistiSanos ietekmé&joSo faktoru petniecibai
un organizacijas kultiiras lomas noteikSanai starp Siem faktoriem.
3) Izpetit atsevisku organizacijas kultiiras profila dimensiju ietekmi uz darbinieku
iesaistiSanas dimensijam IKT nozares uzn€émumos Latvija.
4) Balstoties uz pétijuma datiem, izanalizét un apkopot pétijuma rezultatus.
5) Apspriest petfjuma teoréetiskos aspektus un ta rezultatus ar IKT nozares ekspertiem.
6) lIzstradat secinajumus un priekSlikumus darbinieku iesaistiSanas veicinaSanai caur

organizacijas kultiiras profila optimizéSanu IKT nozares uznémumos Latvija.

Pétijuma metodologija

Pétijuma ir izmantotas sekojoSas p&tniecibas metodes:



1) kvantitativa metode,

2) kvalitativa metode.

Kvantitativie pétijuma dati tika iegliti, izmantojot petijuma anketu. Kopa no Latvijas
IKT nozaré stradajosSo uznémumu darbiniekiem, laika posma no 2015. gada novembra lidz
decembrim, tika sanemtas 393 derigas aizpilditas aptaujas anketas. Respondentu piesaiste
norit€ja sadarbiba ar pétijjumu uzpémumu Solid Data. P&tijjuma anketa tika ievadita un
aizpildita interneta aptauju portala www.visidati.lv un sastav no cetram dalam:

1) demografiskie un darba attiecibu ilguma jautajumi,

2) Revised edition of Organizational Culture Profile (OCPR) (Sarros et al., 2005),

3) Job Engagement Scale (JES) (Rich, LePine un Crawford, 2010),

4) Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002).

Aptaujas datu analizes ietvaros veiktie aprékini tika izdariti, izmantojot IBM SPSS un
Microsoft Excel programatiiru, un ieklauj sekojoSas metodes:

1) vienkarsas linearas regresijas analize;

2) centralas tendences raditaji;

3) Kolmogorova-Smirnova tests;

4) Kronbaha a koeficients;

5) Vilkoksona rangu zZimju tests;

6) Spirmana ranga korelaciju analize;

7) daudzfaktoru linearas regresijas analize.

Kvalitativa pétijuma dati tika iegiiti, izmantojot dalgji strukturétas intervijas. Kopa
2016, gada julyja tika veiktas 7 fokusétas intervijas ar nozares ekspertiem. Interviju rezultata
iegiito datu analiz€ ir izmantota rekursivas abstrakcijas kvalitativo datu analizes metode.

Darba izmantoti arT no 2008. lidz 2015. gadam publicétie sekundarie datu avoti no
Centrala Statistikas Biroja un Eurostat, ka ar1 Gallup, Aon, Effectory International un Eiro

Personals.

Péetijuma ierobeZojumi
1) Peétijjums aptver IKT nozari kopuma, neizSkirot atseviSkas apakSnozares vai
organizacijas, kas darbojas $aja nozarg.
2) Petijums apskata organizacijas kopuma, neizskirot atseviskas subkultiiras.
3) Petijums aptver tikai divus organizacijas ieks€jas vides faktorus — organizacijas
kultiiru un darbinieku iesaistiSanos.

4) Laika ierobezojums — pétijuma periods;



5) Respondentu sadalijums péc dzimuma neatbilst esoSajam IKT nozares darbinieku
sadalijumam.
Petijuma periods
IKT nozares uznémumu darbinieku aptauja tika veikta 2015. gada. Nozares ekspertu

intervijas saistiba ar petijuma rezultatiem tika veiktas 2016. gada.

Aizstavamas tezes

1) Organizacijas kultira ir viens no darbinieku iesaistiSanos ietekméjoSajiem
faktoriem.

2) lesaistiSanas limenis Latvijas IKT nozares uzpémumos Latvija visas 3 tas
dimensijas — fiziska, emocionala un prata, ir lidzigs. Nepastav statistiski nozimigas
atSkiribas starp fizisko un prata dimensijam, kamér Sadas atSkiribas ir
konstatgjamas starp fizisko un emocionalo, ka arT emocionalo un prata dimensijam.

3) Latvijas IKT nozares uznémumu vaditaji var veicinat savu darbinieku iesaistiSanos,
liekot uzsvaru uz atseviSkam organizacijas kultiras veérttbam — inovacijas,

orientacija uz sniegumu un sociala atbildiba.

Pétijjuma teorétiska un metodologiska baze

Pétijuma teorétiskais pamats ir balstits E.H. Schein organizacijas kulttiras teorija, W.A.
Kahn un W.B. Schaufeli darbinieku iesaistiS8anas teorijas, ka arT A.B. Bakker un vina kolégu
izstradataja darba vajadzibu un resursu modeli. Pétljjuma metodologija ir balstita J.C. Sarros,
J. Gray, L.L. Densten un B. Cooper izstradataja Organizational Culture Profile uzlabotaja
versija, B.L. Rich, J.A. LePine un E.R. Crawford veidotaja Job Engagement Scale, ka ar1
W.B. Schaufeli un A.B. Bakker sastaditaja Utrecht Work Engagement Scale. P&tijuma
teorétisko un metodologisko bazi veido ari S.L. Albrecht, M. Alvesson, Z.S. Byrne, M.
Csikszentmihalyi, M.G. Erhart, J.L. Heskett, W.M. Macey, C. Maslach, B. Schneider, un citu
autoru darbi saistiba ar organizacijas kultiiru un darbinieku iesaistiSanos, kas publiceti
literatiira, zinatniskajos rakstos, ka ar1 interneta resursos ASV, Eiropas Savieniba, un Indija

laika posma no 1943. 1idz 2016. gadam.

Teoréetiska, praktiska un zinatniska novitate
1) Promocijas darba ietvaros izstradatais teor€tiskais pamatojums var tikt izmantots
turpmakos pétljumos saistiba ar organizacijas kultiiras dimensiju ietekmi uz

darbinieku iesaistiSanas dimensijam.



2)

3)

Izstradatais darbinieku iesaistiSanas faktoru teor€tiskais modelis var tikt izmantots
turpmakos iesaistiSanas petijjumos. Modelis ir balstits Bakker un Demerouti (2008)
izstradataja darba vajadzibu un resursu modeli, kurS, sekojot Albrecht (2010)
priekslikumam, ir papildinats ar darbinieku iesaistiSanas kontekstualajiem
faktoriem — organizacijas vajadzibam un resursiem.

Apkopoti priekSlikumi darbinieku iesaistiSanas veicinaSanai caur organizacijas
kultiiras profila optimizéSanu IKT nozares uzpe€mumos Latvija. Izstradatie
priekslikumi sevi ietver gan informaciju par organizacijas kultiiras dimensijam, kas
veicina darbinieku iesaistiSanos, gan ari praktiskus ieteikumus, ka veicinat §is

kultiiras dimensijas organizacija.

Pétijjuma aprobacija

Zinatniskas konferences:

I.

Barbars, A. Management of interaction between organizational culture and work
engagement in the information and communication sector in Latvia. Conceptual
presentation

9™ Annual Scientific Baltic Business Management Conference ASSBBMC 2016
“Challenges of Business Sustainability in the Digital Age”

Banku augstskola, Riga, Latvija (2016. gada 21.-23. aprilis)

Dubkevics, L., Barbars, A., Pavlovska, V., Turlais, V. Evaluation of Intercultural
Competency in Organizational Culture: Analysis of the Example of Latvia
International Scientific conference “Human Potential Development”

Klaipeda University, Klaipéda, Lietuva (2015. gada 27.-28. maijs)

Dubkevi¢s, L., Barbars, A. Lideribas un organizacijas klimata radosuma
mijattiecibu analize valsts teatros Latvija

6™ International Scientific Conference “New Business Solutions for Emerging
Future”

Banku augstskola, Riga, Latvija (2013. gada 25.-27. aprilis)

Dubkevics, L., Barbars, A. Assessing the Relationship Between Organizational
Culture and Climate for Creativity: an example of theatre industry in Latvia
“EBES 2012 Conference Warsaw”

Varsava, Polija (2012. gada 1.-3. novembris)

Dubkevics, L., Barbars, A. The Role of Organizational Culture in Human

Resource Management



Seventh Annual International Scientific Conference “Human Potential
Development: Search for Opportunities in the New EU States”
Mykolas Romeris University, Vilna, Lietuva (2010. gada 2.-3. jiinijs)

Publikacijas:

1.  Barbars, A. Interaction between organizational culture and work engagement in
the information and communication technology sector in Latvia// Journal of
Business Management. - 2017. - No 12. - pp. 84-100.

2.  Barbars, A. Interaction between organizational culture and work engagement in an
IT department within financial institution// Journal of Business Management. -
2015. - No 10. - pp. 106-123.

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

4.  Dubkevics, L., Barbars, A. Assessing the Relationship Between Organizational
Culture and Climate for Creativity: an example of theatre industry in Latvia//
EBES 2012 Warsaw Conference Program & Abstract Book. - Istanbul, Turkey:
EBES Publications, 2012. - pp.87.

5. Dubkevics, L., Barbars, A. Role of Organizational Culture and Leadership in
Company’s Efficiency. - Saarbriicken, Germany: LAP Lambert Academic
Publishing, 2011. - pp. 52.

6.  Dubkevics, L., Barbars, A. The Role of Organizational Culture in Human
Resource Management// Human Resources Management & Ergonomics. — 2010. -

Vol. 4. - pp. 25-34.

Promocijas darba struktiira

Promocijas darbs sastav no ievada, 3 nodalam, secindjumiem, priekSlikumiem,
izmantoto informacijas avotu saraksta, un pielikumiem. Promocijas darba saturs ir aprakstits
155 lappuses. Tas sevi ietver 51 att€lu un 58 tabulas. Izmantoto informacijas avotu sarakstu
veido 223 vieniba. Promocijas darbam ir 24 pielikumi.

Promocijas darbam ir sekojoSa struktiira:

Ievads

1 Organizacijas kulttras un darbinieku iesaistiSanas teorétiskie aspekti vadibzinatné
1.1 Organizacijas kultiiras analize vadibzinatné

1.2 Darbinieku iesaistiSanas teorétiska analize
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1.3
1.4

2

Organizacijas kulttiras un darbinieku iesaistiSanas vadiSana

Darbinieku iesaistiSanos ietekméjosie faktori

Organizacijas kultiiras ietekmes uz darbinieku iesaistiSanos empiriska analize

informacijas un komunikacijas tehnologiju nozares uznémumos Latvija

2.1

2.2

2.3

2.4

2.5

Informacijas un komunikacijas tehnologiju nozares apraksts

Empiriska pétijuma pamatojums, metodologija un p&tniecibas instrumenti
Organizacijas kultliras profila analize informacijas un komunikacijas tehnologiju
nozare Latvija

Darbinieku iesaistiSanas analize informacijas un komunikacijas tehnologiju nozarg
Latvija

Organizacijas kultiiras dimensiju ietekme uz darbinieku iesaistiSanas dimensijam

informacijas un komunikacijas tehnologiju nozaré Latvija

3 Latvijas informacijas un komunikacijas tehnologiju nozares uznémumu parstavju viedokli

saistiba ar organizacijas kulttiras ietekmi uz darbinieku iesaistiSanos

3.1

3.2

33

Latvijas informacijas un komunikacijas tehnologiju nozares uznémumu parstavju
viedokli saistiba ar organizacijas kultiiru

Latvijas informacijas un komunikacijas tehnologiju uzpémumu parstavju viedokli
saistiba ar darbinieku iesaistiSanos

Latvijas informacijas un komunikacijas tehnologiju nozares uznémumu parstavju
viedokli saistiba ar ieteikumiem darbinieku iesaistiSanas veicinasanai nozares

uznpemumos

Secinajumi

Priekslikumi

Izmantoto informacijas avotu saraksts

Pielikumi
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Galvenas pétijuma atzinas

1. Organizacijas kultiiras un darbinieku iesaistiSanas teoretiskais apraksts

vadibzinatné

Péc Alvesson (2012) domam, organizacijas kultiira ir viens no svarigakajiem
pétniecibas priekSmetiem ka akadémiskaja organizaciju teorijas pétnieciba, ta ari vadibas
praksé. Pat organizacijas, kur kultiirai netiek pieversta ipasa uzmaniba, veidus ka cilveki
doma, jitas un rikojas, ietekme vinu kopgjas kultiiras idejas un parliecibas.

Neskatoties uz to, ka nepastav viena galvena organizacijas kulttiras definicija, vienu no
visbiezak lietotajam ir sastadijis Edgar Schein. Schein (2010, 18) defin€ organizacijas kultiru,
ka “valdoSo parliecibu noturigu kopumu, ko grupa ir izveidojusi, risinot savas iekS$gjas
integracijas un aréjas adaptacijas problémas, un kas ir stradajis pietieckami labi, lai tiktu
uzskatits par derigu un macits jaunajiem grupas dalibniekiem ka pareizais veids, kura uztvert,
domat un justies saistiba ar §Tm problémam.” ST definicija ir sastadita, balstoties uz daudzam
citam definicijam, un tiek lietota ka organizacijas kultiiras pamatdefinicija Saja p&tijuma.

Daudzi autori izcel vertibas ka kultiiras pamatelementu. Péc Parsons (1951) domam,
kultiira veidojas ap veértibam, defingjot vertibas ka kop€jas simboliskas sist€tmas elementus,
kas kalpo par izv€les krit€riju starp atSkirigam orientacijam, kuras ir pieejamas konkrétaja
situacija. Vertibas art tiek definétas ka idejas un objekti ar Ipasu nozimi ka individualaja, ta
ar1 organizacijas Itment (Dubké&vics, 2009).

Vairums autoru piekrit tam, ka vertibas un kultiiras nav labas vai sliktas pasas par sevi.
Veértibu kopums ir labs — efektivs, ja tas veicina organizacijas misijas, mérku un stratégijas
istenoSanu. Lai kultira biitu efektiva, tai ir jabut atbilstoSai biznesa, uznémuma un ta
darbinieku vajadzibam (Wallach, 1983., Heskett, 2012). Kultiira var veicinat vai ierobezot
strat€giju, un to, ka ta tiek istenota. Efektiva kultiira izriet no sekojoSiem prieksnosacijumiem:
skaidra misija un kop€jas parliecibas; tam atbilstoSas veértibas un pienémumi, ricibas un
rituali; ka arf saderiba ar organizacijas stratégiju un to, ka ta tiek istenota (Heskett, 2012). Lai
sasniegtu mérkus, organizacijai ir japielago tas kultiira savam biznesam, misijai un stratégijai
(Sanchez, 2006).

IesaistiSanas parsvara izpauzas darbinieku centienos. To raksturo sp€ja ielikt sevi visu
uzdevuma izpild€ (Smith un Berg, 1987). lesaistijusies darbinieki saglaba koncentréSanos uz
darba uzdevumiem un pilniba iegulda sevi darba, lai sasniegtu mérkus (Kahn, 1992). Vini
cen$as un iegulda energiju, lai pavirzitu darbu uz prieksu (Schaufeli un Bakker, 2004). Kad
darbinieki ir iesaistijusies, ta vieta, lai vienkar$i stradatu, vini pilniba pienem savas darba
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lomas (Kahn, 1992). Iesaistijusies darbinieki ir neatlaidigaki, tie rikojas proaktivi attieciba uz
gaidamajiem draudiem un izaicinajumiem, paplasina savas darba lomas, ka ari vieglak
pielagojas parmainam (Macey et al., 2009). Ta rezultata, darbinieku iesaistiSanas ir viens no
galvenajiem faktoriem organizacijas mérku sasniegSanai (Heskett, 2012). Katra atseviSka
darbinieka riciba un ieguldijums ikdienas darba veido organizacijas kopiga snieguma summu.

Literatiira visbiezak tiek min€ta kada no divam darbinieku iesaistiSanas definicijam.
Vienu no tam ir sastadijis Schaufeli ar koleégiem, kur§ definé darbinieku iesaistiSsanos ka
“pozitivu, piepildosSu, ar darbu saistitu prata stavokli, kuru raksturo spars, aizrautiba un
iedzilinasanas” (Schaufeli et al., 2002, 74). Tris Saja definicija mingtas iesaistiSanas
dimensijas tiek raksturotas sekojosi:

1) Spars — augsts energijas limenis un mentala noturiba, vélme ieguldit darba visas

savas piiles;

2) Aizrautiba — spéciga iesaistiSanas darba, nozimiguma sajiita, entuziasms, iedvesma,
lepnums un izaicinajuma sajiita;

3) ledzilinasanas — pilniga koncentréSanas un patitkama parpemtiba ar darbu, kad laiks
skrien atri un cilvékam ir griiti atrauties no darba (Schaufeli, Bakker un Salanova,
20006).

Otras no popularakajam iesaistiSanas definicijam autors ir Kahn (1990, 694), kurs liela
mera tiek uzskatits par darbinieku iesaistiSanas jédziena autoru. Vin$ definé darbinieku
iesaistiSanos ka “organizacijas dalibnieku paSmobilizaciju — iesaistijusies darbinieki savu
darba lomu izpildé izpauz sevi fiziski, kognitivi un emocionali” (Kahn, 1990, 694). Saja
definicija minétas iesaistiSanas dimensijas tiek raksturotas sekojosi:

1) Fiziska iesaistiSanas attiecas uz fizisko energiju, ko darbinieki patéré, lai sasniegtu

savus darba mérkus.

2) Kognitiva iesaistiSanas attiecas uz darbinieka uzskatiem par organizaciju, tas
vadibu un darba apstakliem.

3) Emocionala iesaistiSanas ir attiecinama uz to, ka darbinieki jiitas saistiba ar savu
organizaciju, tas vadibu un darba apstakliem — vai vipu attieksme pret Siem
faktoriem ir pozitiva vai negativa (Kular et al., 2008).

Abas augstak apskatitas definicijas ir izmantotas ka darbinieku iesaistiSanas
pamatdefinicijas $aja péetijuma. Neskatoties uz nelielam atSkiribam, S§is darbinieku
iesaistiSanas definicijas ir lidzigas, jo abas sevi ietver tris iesaistiSanas dimensijas — fizisko
(spars), emocionalo (aizrautiba) un kognitivo (iedzilinasanas) (Schaufeli, 2014).

Drucker (2008) raksturo vadiSanu, ka jebkuras organizacijas neatpemamu sastavdalu,

kas satur organizaciju kopa un nodroSina tas darbibu. Péc Armstrong (2004) domam, vadiSana
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ir process, kura tiek pienemti l€mumi par to, kas ir jadara, un tad Sie 1€mumi tiek Tstenoti,
caur pieejamajiem resursiem, kas sevi ietver cilvékuresursus, zinasanas, finanSu resursus,
materialus, iekartas, u.c. ST definicija liek uzsvaru uz cilvékiem, ka nozimigako vaditajiem
pieejamo resursu, caur kuru tiek vaditi pargjie resursi.

Iespgjams, labakais veids ka nodalit atSkiribas izpratn€ par veidiem, ka organizacijas
veido un vada kultiiru, ir pretstatit divas pieejas — objektivi funkcionalo (organizacijai piemit
kultiira) un subjektivi skaidrojoSo (organizacija ir kultiira) (Smircich, 1983). P&c objektivi
funkcionalas pieejas, organizacijas kultira ir Iidzeklis, kur§ un kuru ietekmé pargjie
organizacijas faktori. Funkcionalas pieejas parstavji mégina izprast, ka kulttra ir saistita ar
organizacijas darba rezultatiem, un ka ta var tikt ietekméta, lai padaritu organizaciju
efektivaku un produktivaku (Davey un Symon, 2001). Piem&ram, akadémiskie p€tijumi un
praktiku idejas saistiba ar organizacijas kultiiru, kas vadas péc §is pieejas, biezi balstas uz
pienémumu, ka kultdira ir ciei saistita ar organizacijas sniegumu. ST viedokla parstavji
uzskata, ka ir loti svarigi atklat c€lopsakaribas starp organizacijas kultiiras formam un
uznémuma sniegumu, tadejadi radot zinasanas, kas lautu ietekmé&t atseviskus kulturas
elementus (vertibas, normas, simbolus, ritualus u.c.) vai kultiras kopuma, lai sasniegtu
vélamos rezultatus (Sackmann, 2011). Sis pieejas ietvaros organizacijas lideri un vaditaji tiek
uzskatiti par galveno kulttiras izmainu avotu, jo galvenokart viniem piemit vara, kas lauj
ieviest $ada veida parmainas.

Savukart, no subjektivi skaidrojosa viedokla, p&tnieka mérkis ir atklat un saprast, ko
cilvékiem nozimé biit dalai no organizacijas, un kadi procesi veido kultiru (Davey un Symon,
2001). Pretgji vairumam pétijumu, kas vedina domat, ka Iideri sp&j merktiecigi veidot un
pielagot organizacijas kultiiru, izmantojot dazadas metodes un instrumentus, subjektivi
skaidrojosas pieejas parstavji apgalvo, ka Iideribas un vadiSanas loma Sajos procesos ir loti
ierobezota. Ir svarigi apzinaties, ka kultiiru nevar tik vienkars$i izmainit, liekot cilvékiem
justies un domat atbilsto$i uznémuma vaditaju prasibam. V&l jo vairak — kultiira biezi var
kalpot ka darbinieku pretoSanas avots vaditaju centieniem parpemt kontroli. Lidz ar to, var
rasties krasas pretrunas starp vaditaju ricibu un darbinieku reakciju uz to.

Apkopojot abas augstak min€tds pamatnostadnes, var secinat, ka organizacijas
dibinataji, lideri un vaditaji ir atbildigi par kultiiras vertibu noteikSanu un pielagoSanu
mainigajiem uznémuma merkiem, tad€jadi garant§jot kultiras vertibu saskanu ar
organizacijas stratégiju. Taja pasa laika, lideriem ir ierobezotas iesp&jas ietekmé&t savu

sekotaju sajiitas un domas, ka ar1 reakciju uz lideru centieniem sekotajus ietekmét.
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Eksisté vairakas pieejas darbinieku iesaistiSanas uzlaboSanai. Darba vajadzibu un
resursu modelis (1.1. att€ls) (Bakker un Demerouti, 2008) ir viena no biezak cit€tajam
pieejam $aja sakara (Albrecht, 2014).

( \ Darba vajadzibas

Darba slodze
Emocionalas vajadzibas

Darba resursi

Auto'noml.Ja _ - Fiziskas vajadzibas
- Atgriezeniska
; - u.c.
saite

Kolggu atbalsts

Vaditaju atbalsts
- u.C. Sniegums

- Amata apraksta
noteiktie rezultati

Darbinieku iesaiste

- Spars . .
. . | - OPAS = - Papildus rezultati
Personigie resursi - Aizrautiba «
e e v - - RadoSums
- Optimisms - ledzilinasanas S ..
— 1 . - FinanSu rezultati
- Parlieciba par sevi
- - u.c.
- Elastigums
- PaSciena
- u.c.

2 ~/

A

Att€ls 1.1. Darba vajadzibu un resursu modelis

Balstits uz Bakker un Demerouti, 2008

Modelis balstas pienémuma, ka personala iesaistiSanos ietekmé& divu veidu faktori —
darba vajadzibas un darba resursi. Vajadzibas $aja konteksta ir tie organizacijas, socialie un
psihologiskie darba aspekti, kas prasa no darbinieka ilgstosu fizisko un emocionalo pieptli un
ir saistami ar noteiktu psihologisko un fiziologisko cenu (Bakker et al., 2007). Vajadzibam
nav tikai negativa ietekme, tomér tas var kliit par stresa faktoriem gadijumos, kad So
vajadzibu piepildiSana prasa no darbinieka loti lielu piepili, no kuras tas nesp€j pienacigi
atgiities (Meijman un Mulder, 1998).

Hobfool (1989) defin€ resursus ka tos objektus, personibas ipaSibas, situacijas un
apstaklus, kas ir vertigi konkrétai personai. P&c JD-R modela, resursi ir tie fiziskie,
psihologiski, socialie un organizacijas darba aspekti, kas palidz darbiniekam piepildit darba
vajadzibas, sasniegt izvirzitos meérkus, ka ar1 stimulé personigo izaugsmi un attistibu
(Demerouti et al., 2001). Tadgjadi, resursi nav nepiecieSami tikai tade|] vien, lai risinatu
vajadzibas, tie ir vertigi ar1 pasi par sevi (Hobfool, 2002). Gan resursi gan vajadzibas sevi

ietver fiziskas, psihologiskas, socialas un organizacijas darba komponentes.
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Analiz€jot organizacijas kultiiras lomu starp par€jiem darbinieku iesaistiSanas

faktoriem, tika izstradats 1.2. att€la redzamais teoretiskais darbinieku iesaistiSanas modelis.

Organizacijas
kulttra

Organizacijas

Individualie

Taustamie

Iesaiste
(sajutas un riciba)

| Netaustamie

Vajadzibas

Individualas
Organizacijas

1.2. attels. Teoretiskais darbinieku iesaistiSanas faktoru modelis

Autora veidots, balstoties uz JD-R modeli p&c Bakker un Demerouti, 2008

Sis modelis ir balstits ieprieks apstatitaja JD-R modeli, un, sekojot Albrecht (2010)
priekSlikumam, ir papildinats ar darbinieku iesaistiSanas kontekstualajiem faktoriem —
organizacijas vajadzibam un resursiem, ieskaitot organizacijas kultiru. Sada pieeja
ieprieks€jos darbinieku iesaistiSanas petijumos nav tikusi izmantota. IesaistiSanas faktori, kas
sikak pétiti promocijas darba ietvaros veiktaja empiriskaja pétijuma, modeli ir izcelti ar
peleku krasu. Tatad, darba empiriskaja dala tiek pétits, kada ietekme organizacijas kultiirai,
kas ir dala no organizacijas resursiem, ir uz darbinieku iesaistiSanos. Paréjie modelt apskatitie
darbinieku iesaistiSanas faktori $1 petijuma empiriskas dalas ietvaros nav apskatiti.

Gan vajadzibas, gan resursi ietekmé darbinieku iesaistiSanas sajiitu, kas talak ietekmée
vinu ricibu. lesaistiSanas sajiita un riciba iespaido darbinieku individualo sniegumu un no ta
izrietoSos darba rezultatus, kas attiecigi veido organizacijas kop&jo sniegumu un rezultatus.
Gan individualajiem gan organizacijas darba rezultatiem ir savstarp&jas mijiedarbibas

attiecibas ar darbinieku iesaistiSanos, jo atseviSki darba rezultati var ietekmé&t vajadzibas
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un/vai resursus. Gan resursi, gan vajadzibas ir iedalami tris Itmenos — individualaja, darba un
organizacijas. Individualo, darba un organizacijas vajadzibu un resursu piemeéri ir minéti 1.1.
tabula.

1.1. tabula

Darbinieku iesaistiSanas modela elementi

Limenis Resursi Vajadzibas

e Personibas 1pasibas
Individualais e Fiziska energija
e Emocionala energija

e Personiskas vajadzibas
e Dzive arpus darba

e Darba uzdevumu
raksturojums e [zaicino$i merki
Amata raksturojums e Darba apjoms

Materialie resursi

Darba

Organizacijas kultiira
Organizacijas klimats
Vaditaju atbalsts un vadibas
Organizacijas stils

Starppersonu attiecibas

e Starpgrupu un grupu
1ekS$gjas attiecibas

e Stratégija
e Argjas vides faktori

Balstoties uz Alderfer un Smith, 1982; Bakker, Albrecht un Leiter, 2011; Bindl un Parker, 2010; Byrne, 2015;
Hackman un Lawler, 1971; Hall un Richter, 1989; Kahn, 1990; Latham, 2007; Macey et al., 2009; Meijman un
Mulder, 1998; Rice, Marlow un Masarech, 2012; Scherbaum et al., 2010

2. Organizacijas kultiras dimensiju ietekmes uz darbinieku iesaistiSanas

dimensijam empiriska analize IKT nozares uznémumos Latvija

Lai izpétitu organizacijas kultiiru un darbinieku iesaistiSanos Latvijas IKT nozares
uznémumos un noteiktu atsevisku kultiras dimensiju ietekmi uz dazadam iesaistiSanas
dimensijam, tikai veikts empirisks pétijums. P&tijuma ietvaros tika aptaujati IKT nozares
darbinieki (n = 393). Peétijjuma anketa sastavéja no 3 atSkirigiem instrumentiem —
organizacijas kultliras petnieciba ir izmantots instruments Revised edition of Organizational
Culture Profile (OCPR) (Sarros et al., 2005), savukart, darbinieku iesaistiSanas pé&tniecibai
tika izmantoti divi instrumenti — Job Engagement Scale (JES) (Rich, LePine un Crawford,
2010) un Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002).

Organizacijas kultiiras dimensiju vid€jas veértibas peéc OCPR instrumenta rezultatiem ir

attelotas 2.1. attéla.
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Stabilitate 3,674

Orientacija uz sniegumu 3,85
Uzsvars uz atlidzibu 3,452
Inovacijas 3,656
Atbalsts 3,665
Sociala atbildiba 3,664
Konkurence 3,731
1 2 3 4 5

2.1. attels. Organizacijas kulttiras profils — dimensiju vid€jas vértibas péc OCPR instrumenta

rezultatiem

Organizacijas kulturas profils IKT nozaré Latvija var tikt raksturots ka sabalanséts, jo
respondenti visas septinas kultiiras dimensijas ir novert§jusi sameéra lidzigi. Visas kultiiras
dimensijas ir sanémusas vid€jo veérte§jumu no 3,45 lidz 3,85 no iesp€jamajiem 5 punktiem.
Vidgjais noveérte§jums 3,2 noskir pozitivu veért€jumu no negativa, kur vert€jums virs 3,2 tiek
uzskatits par pozitivu, savukart, vértéjums zem 3,2 — par negativu. Sadu robeZpunktu starp
pozitivu un negativu veért€§jumu piedava Human Sciences Research Council (Odendaal un
Roodt, 1998). Vertejot péc §1 kritérija, visas organizacijas kultiras dimensijas respondentu
skatfjuma ir novertetas pozitivi. Kultiiras dimensija, kas noverteta visaugstak, ir orientdcija uz
sniegumu. Savukart, dimensija uzsvars uz atlidzibu ir sanémusi viszemako vert§jumu.

Attela 2.2. ir redzams darbinieku iesaistiSanas dimensiju veért€§jums, kas iegits,

izmantojot JES pétniecibas instrumentu.

Kognitiva 4,07
Emocionala 3,818
Fiziska 4,064
1 2 3 4 5

2.2. attels. Darbinieku iesaistiSanas — dimensiju videjas vertibas péc JES instrumenta

rezultatiem

Kopgjo darbinieku iesaistiSanas limeni IKT nozares uzp€mumos Latvija péc JES

instrumenta rezultatiem var vertét ka viduveju. Divas iesaistiSanas dimensijas — kognitiva un
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fiziska, ir novertétas ar videjo atzimi nedaudz virs 4, kamér emocionala iesaistiSanas
dimensija ir novertéta ar 3,8 punktiem no iesp&jamajiem 5.
2.3. att€la ir redzams darbinieku iesaistiSanas dimensiju veért§jums, kas iegits,

izmantojot UWES pétniecibas instrumentu.

Aizrautiba S 4,089
ledzilinaganas P 4,273
Spars PR 40112

0 1 2 3 4 5 6

2.3. attels. Darbinieku iesaistiSanas — dimensiju videjas vertibas péc JES instrumenta

rezultatiem

Kop¢gjais personala iesaistiSanas limenis IKT nozaré Latvija arm péc UWES instrumenta
rezultatiem ir vert€jams ka viduvejs. ledzilinasanas dimensija ir sanémusi mazliet augstaku
vert€jumu neka divas par€jas — 4,3 punktus no 6 iesp&jamajiem.

Iesaistito darbinieku 1patsvars IKT nozares uznpémumos Latvija pec UWES instrumenta

rezultatiem ir redzams 2.4. attéla.

Neiesaistiti
Iesaistiti 16,3%
34,9%

2.4. attels. Dazadu iesaistiSanas Iimenu proporcionalais sadalijums starp IKT nozares

uznémumu darbiniekiem pe&c UWES rezultatiem

Spriezot péc UWES anketas rezultatiem, 35% no darbiniekiem sava ikdienas darba
regulari izjit iesaistiSanos, 49% to izjut tikai dazkart, kamér 16% IKT nozares darbinieku

sava ikdiena iesaistiSanos neizjiit vispar.

18



Salidzinot darbinieku iesaistiSanas pétijuma rezultatus, kas iegtti, izmatojot JES un
UWES instrumentus, var secinat, ka rezultati ir [idzigi, jo p&€c abu instrumentu rezultatiem,
iesaistiSanas Iimenis starp Latvijas IKT nozares uznémumu darbiniekiem ir viduvgjs.

Analizgjot korelaciju starp organizacijas kultiru un darbinieku iesaistiSanos, tika
aprékinati Spirmana korelacijas koeficienti starp OCPR un JES pétniecibas instrumentu
dimensijam. Apréekinatie koeficienti ir redzami 2.1. tabula.

2.1. tabula.

Spirmana ranka korelacijas koeficienti starp OCPR un JES pétniecibas instrumentu

dimensijam
JES OCPR
g
< é 5o
% Ta] 8 @ 2] 75 g [0
gl €| & §| B| | | = =
p =001 2| 2| 2| E| B| 2| &| 5| 3| 2
3 2 g < = = g 2 | S E
A Q 5
S| 2
o
i Fiziska 1,00
E Emocionala 0,69 | 1,00
Kognitiva 0,860,731 1,00
Konkurence 0,42 10,49 | 0,41 | 1,00
Sociala atbildiba 0,4210,56|0,41 | 0,74 | 1,00
Atbalsts 0,36 | 0,50 | 0,33 | 0,55 | 0,74 | 1,00
E Inovacijas 0,46 0,53 10,42 0,69 | 0,72 | 0,67 | 1,00
8 Uzsvars uz atlidzibu | 0,26 | 0,48 | 0,28 | 0,57 | 0,65 | 0,65 | 0,62 | 1,00
Orientacija uz 0411]0,52|0,41]0,67]0,72 0,64 0,73 |0,74 | 1,00
sniegumu
Stabilitate 0,31 (0,490,321 0,51| 0,64 |0,65|0,54 | 0,74 | 0,67 | 1,00

Korelacija starp organizacijas kultiras dimensijam un darbinieku iesaistiSanas
dimensijam, kas meéritas, izmantojot JES instrumentu, ir statistiski nozimiga (p < 0,01).
Korelaciju stiprums starp organizacijas kultiras dimensijam un fizisko un kognitivo
darbinieku iesaistiSanas dimensijam vari€ no vaja Iidz vidéjam (» = 0,26 Iidz 0,46, p < 0,01).
Vieniga darbinieku iesaistiSanas dimensija, kurai ir vidgji stipra korelacija ar visam
organizacijas kultiiras dimensijam ir emociondld iesaistiSands. Sai iesaistiSanas dimensijai
korelacijas koeficients vari€ no » = 0,48, p < 0,01 ar organizacijas kultiiras dimensiju uzsvars
uz atlidzibu Iidz r = 0,56, p < 0,01 ar kultiiras dimensiju sociala atbildiba. Organizacijas

kultiiras dimensijas, kuram ir visstipraka korelacija ar visam trim iesaistiSanas dimensijam
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IKT nozares uznémumos Latvija péc JES aptaujas rezultatiem, ir sociala atbildiba (r = 0,41
Iidz 0,56, p < 0,01), inovacijas (r = 0,42 1idz 0,53, p < 0,01) un orientacija uz sniegumu (r =
0,41 Iidz 0,52, p < 0,01).

Balstoties uz regresiju analizes rezultatiem starp organizacijas kultiiras dimensijam
(neatkarigie mainigie) un darbinieku iesaistiSanas dimensijam (atkarigie mainigie), var
secinat, ka atseviSkam kultiras dimensijam ir statistiski nozimiga ietekme uz noteiktam
darbinieku iesaistiSanas dimensijam. Attieciba uz darbinieku iesaistiSanas dimensiju — fiziska
iesaistiSanas peéc JES pétniecibas instrumenta, aprékinu rezultata tika sastadits sekojoSs

regresijas vienadojums:

u (Fiziska iesaistiSanas) = 2,51 + 0,288 x Inovacijas + 0,134 x Konkurence

Vienadojums nosaka, ka organizacijas kultiiras dimensijas inovacijas novert€jumam pec
OCPR pétniecibas instrumenta pieaugot par 1 vienibu, fiziska iesaistiSands pieaugtu par 0,288
vienibam (p < 0,01), savukart, kultiiras dimensijas konkurence pieaugums par 1 vienibu,
raditu fiziskas iesaistisanas palielinajumu par 0,134 (p < 0,05) vienibam, pie nosacijuma, ka
par€jie neatkarigie mainigie paliek nemainigi.

Attieciba uz personala iesaistiSanas dimensiju — emocionald iesaistiSanas pec JES

pétniecibas instrumenta, aprékinu rezultata tika sastadits sekojoss regresijas vienadojums:

u (Emocionald iesaistiSanas) = 1,356 + 0,23 x Sociala atbildiba + 0,254 x Inovacijas

+ 0,19 x Stabilitate

Vienadojums nosaka, ka organizacijas kultiras dimensijas sociala atbildiba
noveértgjumam peéc OCPR pétniecibas instrumenta pieaugot par 1 vienibu, emocionala
iesaistiSanas pieaugtu par 0,23 (p < 0,01) vienibam. Kultiiras dimensijas inovdcijas
pieaugums par 1 vienibu, raditu emocionalas iesaistisanas palielinajumu par 0,254 (p < 0,05)
vienibam, savukart, kultiiras dimensijas stabilitate pieaugums par 1 vienibu, palielinatu
emocionalo iesaistisanos par 0,19 (p < 0,01) vienibam, pie nosacijuma, ka par€jie neatkarigie
mainigie paliek nemainigi.

Attieciba uz personala iesaistiSanas dimensiju — kognitiva iesaistisanas peéc JES

pétniecibas instrumenta, aprékinu rezultata tika sastadits sekojoss regresijas vienadojums:

U (Kognitiva iesaistiSanas) = 2,54 + 0,22 x Orientdcija uz sniegumu + 0,187 x Inovacijas

20



Vienadojums nosaka, ka organizacijas kultiiras dimensijas orientdcija uz sniegumu
noveértg§jumam péc OCPR petniecibas instrumenta pieaugot par 1 vienibu, kognitiva
iesaistiSandas pieaugtu par 0,22 (p < 0,01) vienibam, savukart, kultiiras dimensijas inovdcijas
pieaugums par 1 vienibu, raditu kognitivas iesaistiSanas palielinajumu par 0,187 (p < 0,01)
vienibam, pie nosacijuma, ka par€jie neatkarigie mainigie paliek nemainigi.

Neatkarigo mainigo ietekme uz atkarigajiem, izteikta ka standartiz&tais 8 koeficients, ir

apkopota 2.5. attela.

Konkurence B =0,148+
. J Fiziska iesaiste
**
Sociala atbildiba oo
% s
Atbalsts )
’222**
. B=0,253%x Emocionala
Inovacijas .
o 1esaiste
\G®
Uzsvars uz atlidzibu Q%
£
Orientacija uz sniegumu 0’2/6*
B= 0,247** *
/ Kognitiva
Stabilitate lesaiste

2.5. attels. Organizacijas kultiiras dimensijas, kuram ir nozimiga ietekme uz darbinieku

iesaistiSanas dimensijam pec JES instrumenta rezultatiem (* p < 0,05, ** p <0,01)

Vieniga organizacijas kultliras dimensija, kura ietekmé visas darbinieku iesaistiSanas
dimensijas péc JES instrumenta, ir inovacijas. Cetram no par&jam kultiras dimensijam katrai
ir biitiska nozime uz vienu no darbinieku iesaistiSanas dimensijam — konkurencei ir ietekme
uz fizisko iesaistisanos, orientdcijai uz sniegumu ir ietekme uz kognitivo iesaistiSanos, bet
socialajai atbildibai un stabilitdtei vz emocionalo iesaistiSanos. Organizacijas kultiras
dimensijam atbalsts un uzsvars uz atlidzibu péc regresiju analizes rezultatiem nav biitiska
ietekme uz nevienu no darbinieku iesaistiSanas dimensijam.

Analizgjot korelaciju starp organizacijas kultiru un darbinieku iesaistiSanos, tika
aprékinati Spirmana korelacijas koeficienti starp OCPR un UWES pétniecibas instrumentu

dimensijam. Apréekinatie koeficienti ir redzami 2.2. tabula.
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2.2. tabula.

Spirmana ranka korelacijas koeficienti starp OCPR un JES pétniecibas instrumentu

dimensijam
UWES OCPR
z
E £ 3
75} = N
0,01 %@%ggggég
p<0, 2 8| 8| g 2] 2| 3 N | =
N B! 1S = +—
3 < Q -g ks ‘§ 2 A
%) < 8
- -0
S
cé) Spars 1,00
2 | ledzilinasanas 0,84 | 1,00
= | Aizrautiba 0,85 | 0,84 | 1,00
Konkurence 0,46 | 0,46 | 0,42 | 1,00
Sociala atbildiba 0,47 0,51 10,44 | 0,74 | 1,00
Atbalsts 0,42 042 0,37 |0,55| 0,74 | 1,00
£ | novacijas 048] 0,51 10,43 ]0,69]0,72]067] 1,00
S | Uzsvars uz atlidzbu | 042 047|035 0,57] 0,65 | 0.65 | 0,62 | 1,00
Orientacija uz 0,51]0,54|043]067]0,72|064|0,73|0,74 | 1,00
sniegumu
Stabilitate 0,46 ] 0,43 0,33 051 0,64 |0,65]054]0,74 0,67 | 1,00

Korelacija starp organizacijas kultiras dimensijam un darbinieku iesaistiSanas
dimensijam, kuru vidgjas vertibas ir aprékinatas, izmantojot UWES pétniecibas instrumentu,
ir statistiski nozimiga (p < 0,01). Korelacija starp kultiras dimensijam un iesaistiSanas
dimensijam — spars un iedzifinasandas ir vidéji stipra (r = 0,42 1idz 0,54, p < 0,01). Vieniga
iesaistiSanas dimensija, kurai ir vaja korelacija ar trim no septinam kultiiras dimensijam, ir
aizrautiba (r = 0,33, p < 0,01 ar kultiiras dimensiju stabilitate, r = 0,35, p < 0,01 ar uzsvars
uz atlidzibu, un r = 0,37, p < 0,01 ar atbalsts). Lidzigi ieprieks aprakstitajiem korelacijas
analizes rezultatiem starp OCPR un JES dimensijam, organizacijas kultiras dimensijas,
kuram ir visspécigaka korelacija ar darbinieku iesaistiSanas dimensijam ir sociala atbildiba (r
= 0,44 Iidz 0,51, p < 0,01), inovdacijas (r = 0,43 lidz 0,51, p < 0,01) un orientdcija uz
sniegumu (r =0,43 11dz 0,54, p < 0,01).

Balstoties uz regresiju analizes rezultatiem starp organizacijas kultiiras dimensijam
(neatkarigie mainigie) un darbinieku iesaistiSanas dimensijam (atkarigie mainigie), var
secinat, ka atseviSkam kultiras dimensijam ir statistiski nozimiga ietekme uz noteiktam

darbinieku iesaistiSanas dimensijam. Attieciba uz darbinieku iesaistiSanas dimensiju — spars
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peéc UWES pétniecibas instrumenta, aprékinu rezultata tika sastadits sekojoSs regresijas

vienadojums:

u (Spars) = 0,861 + 0,364 x Orientdcija uz sniegumu + 0,249 x Stabilitate + 0,256 x

Inovacijas

Vienadojums nosaka, ka organizacijas kultiiras dimensijas orientdcija uz sniegumu
noveért§jumam péc OCPR pétniecibas instrumenta pieaugot par 1 vienibu, iesaistiSanas
dimensija spars pieaugtu par 0,364 vienibam (p < 0,01). Kultiras dimensijas stabilitate
pieaugums par 1 vienibu, raditu iesaistiSanas dimensijas spars palielinajumu par 0,249 (p <
0,01) vienibam, savukart, kultiiras dimensijas — inovacijas, par 0,256 (p < 0,01) vienibam, pie
nosacijuma, ka pargjie neatkarigie mainigie paliek nemainigi.

Attieciba uz darbinieku iesaistiSanas dimensiju — iedzi/inasanas péc UWES pétniecibas

instrumenta, aprékinu rezultata tika sastadits sekojoss regresijas vienadojums:

u (ledzilinasanas) = 0,657 + 0,43 x Orientdcija uz sniegumu + 0,274 x Sociala atbildiba +

0,263 x Inovacijas

Vienadojums nosaka, ka organizacijas kultiiras dimensijas orientdcija uz sniegumu
noveért§jumam péc OCPR pétniecibas instrumenta pieaugot par 1 vienibu, iesaistiSanas
dimensija iedzif/inasanas pieaugtu par 0,43 vienibam (p < 0,01). Kulturas dimensijas sociald
atbildiba pieaugums par 1 vienibu, raditu iesaistiSanas dimensijas iedzilinasands
palielinajumu par 0,274 (p < 0,01) vienibam, savukart, kultiras dimensijas — inovdcijas, par
0,263 (p <0,01) vienibam, pie nosacijuma, ka pargjie neatkarigie mainigie paliek nemainigi.

Attieciba uz darbinieku iesaistiSanas dimensiju — iedzi/inasanas péc UWES pétniecibas

instrumenta, aprékinu rezultata ir izstradats sekojoss regresijas vienadojums:

u (Aizrautiba) = 1,426 + 0,263 x Orientdcija uz sniegumu + 0,255 x Sociala atbildiba +

0,198 x Inovacijas

Vienadojums nosaka, ka organizacijas kultiiras dimensijas orientdcija uz sniegumu
noveért§jumam peéc OCPR pétniecibas instrumenta pieaugot par 1 vienibu, iesaistiSanas
dimensija aizrautiba pieaugtu par 0,263 vienibam (p < 0,01). Kultiiras dimensijas sociala

atbildiba pieaugums par 1 vienibu, raditu iesaistiSanas dimensijas iedzi/inasands
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palielinajumu par 0,255 (p < 0,01) vienibam, savukart, kultiras dimensijas — inovdcijas, par

0,198 (p < 0,05) vienibam, pie nosacijuma, ka pargjie neatkarigie mainigie paliek nemainigi.

Neatkarigo mainigo ietekme uz atkarigajiem, izteikta ka standartiz&tais 8 koeficients, ir

apkopota 2.6. attela.

Spars

Uzsvars uz atlidzibu

\

Orientacija uz sniegumu

7~

Stabilitate

Konkurence
Sociala atbildiba
Atbalsts
[ . B = 0,178+
Inovacijas G
\ _02%

Iedzilinasanas

Aizrautiba

2.6. attels. Organizacijas kultiiras dimensijas, kuram ir nozimiga ietekme uz darbinieku

iesaistiS8anas dimensijam peéc UWES instrumenta rezultatiem (* p < 0,05, ** p <0,01)

Divam organizacijas kultiiras dimensijam — inovdcijas un orientdcija uz sniegumu, ir

bitiska ietekme uz visam trim UWES instrumenta iesaistiSanas dimensijam. Kultiiras

dimensijai sociala atbildiba ir bitiska ietekme uz divam iesaistiSanas dimensijam —

iedzilinasands un aizrautiba, kamer kultiiras dimensijai stabilitate ir ietekme uz iesaistiSanas

dimensiju spars. Organizacijas kultiras dimensijam konkurence, atbalsts un uzsvars uz

atlidzibu nav butiska ietekme uz darbinieku iesaistiSanas dimensijam peéc UWES pétniecibas

instrumenta.

Spriezot peéc korelaciju un regresiju analizes rezultatiem, organizacijas kultiiras

dimensijas ar vislielako ietekmi uz personala iesaistiSanas dimensijam starp Latvijas IKT

nozares uznémumu darbiniekiem ir inovdcijas, orientacija uz sniegumu un sociala atbildiba.
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3. Latvijas informacijas un komunikacijas tehnologiju nozares uznémumu
parstavju viedokli saistiba ar organizacijas kultiiras ietekmi uz darbinieku

1esaistiSanos

Ar meérki noteikt p€tijuma te€mas aktualitati starp IKT nozares praktikiem, ka ari
iepazistinat uznémumu parstavjus ar pétijuma rezultatiem, tika veiktas 7 fokusetas intervijas.
Interviju laika aptaujatie eksperti sniedza ari praktiskus, uz realiem piemériem balstitus
ieteikumus saistiba ar organizacijas kultlras un darbinieku iesaistiSanas limena vadiSanu.
Nozares uznémumu parstavji, kas piedalijas intervijas ir (seciba, kura tika veiktas intervijas):

1) Santa Lice-Krtuze — Draugiem Grupa personala vaditaja;

2) Ernests Gabrans — Wunderkraut Latvia rikotajdirektors;

3) Uldis Leiterts — Infogram lidzdibinatajs un valdes priekSsedetajs;

4) Ivars Puksts — Exigen Services Latvia valdes priekS$s€detajs un izpilddirektors;

5) Valdis Vancovics — Tele2 Latvia valdes priekSsédetajs un izpilddirektors;

6) Juris Binde — Latvijas Mobilais Telefons prezidents un valdes priekSsedétajs;

7) Ingrida Rone — Lattelecom valdes locekle un personala vadibas direktore.

Pamatojoties uz daudziem $1 promocijas darba ietvaros apskatitajiem darbiem saistiba ar
organizacijas kultiru, var secinat, ka sakotngji tieSi uzn€émuma dibinataji ir atbildigi par
organizacijas mérkiem atbilstoSas kulttiras un tas vertibu definéSanu. Uldis Leiterts, viena no
Latvijas veiksmigakajiem start-up uznémumiem — /nfogram lidzdibinatajs, uzskata, ka pastav
divas pieejas, ka veidot organizacijas kultiiru. Pirmaja no tam uznp€muma dibinataji definé
kultiiras veértibas un izmanto darba pienemtos cilvékus ka Zogu, kas kultiru aizsarga.
Izmantojot So pieeju, darbinieku atlases procesa dibinataji filtré kandidatus caur savam paSu
vertibam. Sis pieejas trilkums ir tads, ka rezultata organizacija stav uz vietas un neattistas.
Otra pieeja kultiiras veidoSana nosaka, ka, lai uzn@mums macitos un attistitos, kultiirai ir jabtit
ietveroSai, kad katrs cilveéks, kas pievienojas organizacijai, rosina parmainas, kuru rezultata
attistas ar1 kultiira. Praktiski tas nozim& pienemt darba cilvékus, kas ne tikai atbilst
organizacijas kultiirai, bet to ar1 papildina. Tas butiski ierobeZo jau ta nelielo kandidatu skaitu.
Tomer, ja $adi kandidati tiek atrasti un pienemti, tie veidos Joti spécigu komandu, kura visi
doma viena virziena.

Vairumam organizaciju, kuru parstavji tika intervéti 1 darba ietvaros, ir skaidri
definétas kulturas vertibas. Aptaujatie eksperti uzskata, ka organizacijas kultira vinu
parstavetajos uznémumos ir efektiva un veicina izvirzito mérku sasniegSanu. Lai saglabatu

efektivitati, kultura ir javada un japielago, lai ta atbalstitu nepartraukti mainigas biznesa
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vajadzibas. Visi aptaujatie eksperti piekrit teorijai, kas nosaka, ka uzn€mumu vaditaji ir
atbildigi par kultiiras vadiSanu. TieSi augstaka vadiba nosaka toni, prioritates un to, ka vardi
saskan ar darbiem. Vaditaji defin€ kultiru ne tik daudz vardos, cik ar savu uzvedibu un
darbiem.

Aptaujatie eksperti uzskata, ka darbinieku iesaistiSanas ir biitisks faktors uznémuma
meérku sasniegSana. lesaistiSanas nozimé, ka darbinieki tic tam, ko uznémums dara, un iegulda
sevi darba. Darba laika cilvéki koncentrgjas tikai darbam, nedomajot par lietam, kas uz to
neattiecas. Tadel iesaistiSanas ir daudz svarigaka par biroja pavadito stundu skaitu. Jautati par
iesaistiSanas Iimeni savas organizacijas, eksperti spriez, ka vairums vinu parstavéto
uznémumu darbinieku ir vai nu iesaistijusies, vai loti iesaistfjusies. Tomer, eksperti ar1 secina,
ka iesaistiSanas ir mainigs lielums un ir atkariga no daudziem faktoriem, ieskaitot katra
konkréta cilvéka personibas 1pasibas, darba Ipasibas, darba atalgojumu u.c.

Interviju laika aptaujatie eksperti ari sniedza savus priekslikumus, ka, balstoties uz §1
darba ietvaros veikta pétijuma rezultatiem, varétu tikt uzlabots darbinieku iesaistiSanas
Iimenis nozares uznémumos. Pieméram, Santa Lice-Kriize organizacijas kultiiras dimensijas
inovacijas veicinaSanai gadijumos, kad ir nepiecieSams kadas konkrétas problémas inovativs
risinajums, iesaka radit darbiniekiem ierobezotu resursu apstaklus, uz noteiktu laiku
ierobezojot risinajuma atraSanai pieejamos laika, finanSu, materialu, vai cilvékresursus.
Savukart, saistiba ar kultiras dimensiju orientdacija uz sniegumu, Ingrida Rone iesaka
uzn€mumos izmantot vienotus dokumentu plismas un darbpliismas IT rikus.

Kopuma aptaujato uznpémumu parstavji secina, ka petijuma rezultati nav parsteidzosi un
atspogulo esoSo situaciju nozar€. Eksperti atzist, ka organizacijas kultlira un darbinieku
iesaistiS8anas ir aktualas t€mas. Jo 1pasi, npemot véra ierobezoto cilvékresursu pieejamibu IKT

nozaré Latvija.
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Secinajumi un priekSlikumi

Secinajumi:

I.

Veids, ka uzpémuma tiek vaditi cilvéki, misdienas ir kluvis par vienu no
svarigakajiem konkurétsp€jas avotiem. Salidzinot ar citiem tradicionalajiem avotiem,
ka apjoma ekonomija, produktu un procesu tehnologijas, u.c., kas musdienas ir daudz
pieejamaki neka ieprieks, iespgjas, ko sniedz cilvekresursi ir gritak imit€jamas
konkurentiem. Péc IKT nozares ekspertu domam, cilvékresursu vadiba ir ipasi
nozimiga §1 briza situacija, kad darba tirgii pieejamo IT specialistu skaits ir loti
ierobezots.

Organizacijas kultiira ietekmé gan uzn€émuma iek$€jo, gan argjo vidi, tapec tai ir
stratégiski butiska nozime. Lideriem un vaditajiem ir jauzpemas atbildiba par
mainigajiem uznémuma meérkiem atbilstoSas organizacijas kultiiras izveidoSanu un
pielagoSanu laika gaita. Taja pasa laika, Iideriem ir ierobezotas iespg&jas ietekmét to, ka
sekotdji jutas un reagé uz lideru centieniem mainit vinu sajiitas un domas.

Darbinieku iesaistiSanas ir multidisciplinars jédziens. Péc definicijas, ta ir ciesi saistita
ar psihologiju. Savukart, no biznesa vadibas viedokla, iesaistiSanas sajiitai ir butiska
ietekme uz darbinieku individualo sniegumu, kas summeéjas organizacijas kopgja
snieguma. P&c nozares ekspertu domam, tiesi $1 iemesla dél darbinieku iesaistiSanas
Iimenis ir daudz svarigaks par darba pavadito stundu skaitu. Taja pasa laika,
priekSnosactjumi, lai darbinieki izjustu iesaistiSanos, ir liela méra atkarigi no ta, ka
tieck vaditas organizacijas, kuras tie strada. Rezultata, darbinieku iesaistiSanas ir
bitiska téma vadibzinatné.

Divu vadibzinatng€ lidz §im visvairak cit€to darbinieku iesaistiSanas definiciju autori ir
Kahn (1990) un Schaufeli et al. (2002). Nemot véra nelielas atSkiribas, kopuma abas
S1s definicijas ir diezgan lidzigas, jo abas noSkir tas pasas iesaistiSanas dimensijas —
riciba, prats un emocijas.

Darbinieku iesaistiSanas biezi tiek salidzinata ar citam organizaciju pé€tnieciba
apskatitam témam, piemé€ram, apmierinatiba ar darbu, motivacija, apnémiba un
iesaiste. Daudzas no $STm t€mam ir saistitas ar iesaistiSanos, tomer tas ir atSkirigas.

Lidz Sim veikto pétijumu skaits, kuros apskatita mijiedarbiba starp organizacijas
kultiiru un darbinieku iesaistiSanos, ir loti neliels.

Darbinieku iesaistiSanas limeni ietekmé dazadi individualie, darba un organizacijas
faktori, kas var tikt iedaliti resursos un vajadzibas. Lidzsvars, kad vajadzibas ir augstas

un resursi, lai tas apmierinatu, ir pietiekoSi, veicina iesaistiSanas sajiitas un tam
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1.

12.

13.

14.

atbilstoSu ricibu, kas attiecigi ietekmé& taustamos un netaustamos individualos un
organizacijas darba rezultatus.

Organizacija nostradato gadu skaitam, vecumam un dzimumam ir vai nu neliela vai
statistiski nenozimiga ietekme uz darbinieku iesaistiSanas dimensijam IKT nozares
uznémumos Latvija.

Organizacijas kultiiras profils IKT nozares uznémumos Latvija ir sabalanséts, jo visas
kultiras dimensijas darbinieku skatijuma ir noveértétas pozitivi. Kultiiras dimensija,
kas peétijuma saneéma visaugstako vert€§jumu ir orientacija uz sniegumu, kamér
dimensija uzsvars uz atlidzibu sanéma viszemako vert€jumu.

Organizacijas kultiiras aptaujas postenis augsts atalgojums par labu sniegumu, kas ir
ietverts dimensija uzsvars uz atlidzibu, darbinieku skatijuma tika novertéts negativi,
neskatoties uz to, ka videja alga amatos, kas saistiti ar So nozari, ir daudz augstaka
neka citas nozar€s un valsti kopuma. Tas varétu but skaidrojams ar darbaspéka
trukumu IKT nozaré Latvija, ka ar1 ar faktu, ka vid€ja alga Saja nozaré Latvija ir daudz
zemaka par vidéjo Eiropas Savienibas Iimeni. Neskatoties uz negativo veértejumu
attieciba uz samaksu par labiem darba rezultatiem, nozares darbinieki uzskata, ka
atalgojuma sistéma ir taisniga.

IKT nozares uznémumi Latvija koncentr§jas uz labu reputaciju, kas ir saistama ar
uznémuma ar¢jo t€lu klientu, konkurentu un sabiedribas vert€§juma. Taja pasa laika,
uznémumi pieSkir Skietami mazaku nozimi iekS€jai videi — skaidram filozofijas
vadlinijam un reflekt€sanai.

Spriezot péc JES un UWES darbinieku iesaistiSanas anketu rezultatiem, kopgjais
iesaistiSanas lItmenis IKT nozaré Latvija ir vert€jams ka viduvejs. Salidzinot atsevisku
iesaistiSanas dimensiju vid€jos raditajus, visas tris dimensijas ir novertétas saméra
lidzigi. Tomer, statistiski nozimigu atSkiribu analizes rezultati starp iesaistiSanas
dimensijam (riciba, prats un emocijas) rada, ka Sadas atSkiribas nav sastopamas starp
prata un ricibas dimensijam, kameér starp ricibas un emociju, ka art emociju un prata
darbinieku iesaistiSanas dimensijam pastav statistiski nozimigas atSkiribas.

Nosakot iesaistito, ne iesaistito nedz neiesaistito un neiesaistito darbinieku patsvaru
IKT nozares uzn€émumos Latvija, var secinat, ka 35% darbinieku sava ikdienas darba
1zjut augstu iesaistiSanas [tmeni, 49% dal&ju iesaistiSanos, kamér 16% darbinieku jiitas
neiesaistijusies.

Latvija ir ieklauta vairakos globalos darbinieku iesaisti§anas pétijumos. So pétijumu
rezultati ir grati salidzinami dé] atSkirigas pétijumu metodologijas un at$kirigam

dazadu iesaistiSanas limenu definicijam. Divi no trim 8aja darba apskatitajiem
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15.

16.

17.

petijumiem rada, ka iesaistiSanas Itmenis Latvija ir lidzigs vai nedaudz augstaks par
vidgjo Iimeni Eiropa un citur pasaule.

Korelacijas starp organizacijas kultiiras un darbinieku iesaistiS8anas dimensijam ir
pozitivas un statistiski nozimigas, kas apstiprina pirmo hipotézi. Korelaciju stiprums
starp kultliras un iesaistiSanas dimensijam vari€ no vaja lidz vidéjam. Organizacijas
kultiiras dimensijas, kuram ir salidzinosi stipraka korelacija ar darbinieku iesaistiSanas
dimensijam IKT nozares uznémumos Latvija ir sociala atbildiba, inovdcijas un
orientacija uz sniegumu.

AtseviSkam organizacijas kultiras dimensijam ir bitiska ietekme uz darbinieku
iesaistiSanas dimensijam IKT nozares uzpnémumos Latvija, kas apstiprina otro
hipotézi. Kultiiras dimensijas, kam ir vislielaka ietekme, ir inovdcijas, orientacija uz
sniegumu, ka ar1 socialda atbildiba. Dimensijai inovdcijas ir ietekme uz visam trim
iesaistiSanas dimensijam. Kultliras dimensijai orientdcija uz sniegumu ir ietekme uz
prata iesaistiSanos. Savukart, kultiiras dimensijai sociala atbildiba ir biitiska ietekme
uz emocionalo iesaistisanos.

Darba mérkis — izpétit organizacijas kulttiru un darbinieku iesaistiSanos IKT nozares
uznémumos Latvija un noteikt konkrétu organizacijas kultiras dimensiju ietekmi uz

darbinieku iesaistiSanas dimensijam, ir sasniegts.

Priekslikumi:

1.

Uzpeémumu dibinatajiem un vaditajiem ir ieteicams nodro$inat sinhronizaciju starp
organizacijas strat€giju un organizacijas kultGru. Lai veicinatu stratégiju atbalstoSu
organizacijas kultiiru, vaditajiem ir ieteicams skaidri definét un komunicet kultiiras
vertibas, ka art rikoties un pienemt l@mumus atbilstosi tam. Papildus tam darbinieku
atlases procesa vaditajiem ir ieteicams identificét potencialo kandidatu personiskas
veértibas un priekSroku dot kandidatiem, kuru veértibas ir savietojamas ar organizacijas
kultiiru.

Nemot véra biznesa vides mainibu, vaditajiem ir ieteicams regulari parskatit
organizacijas kultliru un tas vertibas, Saja procesa iesaistot ari darbiniekus, ar §im
meérkim speciali veltitu aptauju un seminaru palidzibu. Darbinieku iesaistiSana
kultiras veidoSanas procesa lauj vaditdjiem veicinat labaku saskanu starp
organizacijas kultiiru un darbinieku personiskajam veértibam.

Lai veicinatu organizacijas kultira balstitu lémumu piepemSanu un ricibu, kas

palielina organizacijas sp€jas sasniegt izvirzitos meérkus, vaditdjiem ir ieteicams
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iepazistinat darbiniekus ar dazadiem pozitiviem un negativiem situaciju analizes
piemériem, kuros ir aprakstits, ka konkréti, kulttrai atbilstosi vai neatbilstos$i, lemumi
un riciba ietekmé mérku sasniegSanu.

Vaditajiem ir ieteicams radit iesaistiSanos veicinosus darba apstaklus, tad€jadi palidzot
darbiniekiem, kas Sobrid nav iesaistijusies, ikdienas darba izjust lielaku iesaistiSanos.
To var sasniegt, pielagojot dazadus ar darbu un organizaciju saistitus iesaistiSanas
faktorus, pieméram, darba uzdevumu un amatu raksturojums, darba slodze, vadibas
stils un daudzi citi §1 darba ietvaros aprakstita darbinieku iesaistiSanas faktoru modela
elementi.

Balstoties literattiras analize, var secinat, ka darbinieku iesaistiSanos ietekmé dazadas
personibas 1pasibas, kas var to veicinat (parlieciba par saviem spékiem, optimisms,
sp&ja pielagoties, proaktivitate) vai kavet (nervozitate un nedrosiba). Tapéc vaditajiem
darbinieku atlases procesa, papildus kompetencei un darba pieredzei, ir ieteicams
izvertet ar1 potencialo kandidatu personibas ipaSibas. Konkrétas personibas ipasibas
iesp€jams noteikt ar tam Tpasi paredz€tu testu un interviju jautajumu palidzibu. Tomeér,
japatur prata, ka balstot darbinieku atlases 1€mumus vienigi uz augstak min&tajam
personibas 1pasSibam, darba var tikt piegemti cilveéki ar galvenokart ekstravertam
personibas iezimém, kamér daudzi amati dazados uzn€émumos prasa kvalitates, kas
biezak piemit intravertiem cilvékiem. Tadg€l, vaditdjiem ir ieteicams nemt vera
savietojamibu starp potencialo kandidatu personibas ipasibam un ipasibam, kuras ir
nepiecieSamas konkréta darba izpildei.

Lai veicinatu darbinieku iesaistiSanos, IKT nozares uznémumu vaditajiem ir ieteicams
pievérst lielaku uzmanibu organizacijas kultiiras dimensijai inovacijas. Dazas no
metodém, ka veicinat inovacijas uzn€muma, ietver ierobezotu resursu apstaklu
radiSanu (laika, materialu, budZeta, cilvekresursu u.c.) uz konkrétu laiku; regularu
inovaciju seminaru organizéSanu (reizi nedéla/ménesi/kvartald), kuros darbiniekiem
tieck sniegta iesp€ja dalities ar savam zinaSanam un idejam; uzpeémuma iekS$gjo
inovaciju konkursu rikoSanu, kuros darbinieki tiek aicinati savstarpgji (individuali vai
grupas) sacensties inovativu ideju radiSana. Papildus tam inovacijas veicina arl
uznémuma darbinieku kop€igie pasakumi, kuros satiekas cilvéki no dazadam
organizacijas dalam.

Lai veicinatu darbinieku iesaistiSanos, IKT nozares uznémumu vaditajiem ir ieteicams
pieverst lielaku uzmanibu organizacijas kultiiras dimensijai orientdcija uz sniegumu.
Tas ir izdarams, uzlabojot ikdienas darba organizaciju. Organiz€t ar programmeé&sanu

saistitos darbus IT uzp€mumos var bt liels izaicinajums, jo Sie darbi bieZi ietver
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10.

1.

vairakus savstarp€ji atkarigus darba posmus, pieméram, prasibu noteikSana, prioritaSu
noteikSana, programmeésana, test€Sana, ievieSana, u.t.t. Lai organiz€tu savu ikdienas
darbu, komandas var izmantot kadu no Agile darba metodém (Scrum, Kanban,
Extreme programming, u.c.), vai to kombinaciju. Sis metodes var pielagot katras
organizacijas un komandas atSkirigajam vajadzibam. Papildus tam organizacijam ir
ieteicams izmantot vienotus dokumentu plismas un darbpliismas organizéSanas rikus,
pieméram, Microsoft OneNote un citus. Ir svarigi, lai visi organizacijas darbinieki un
komandas izmantotu vienus un tos pasus rikus. Sos rikus ieteicams ieklauti IT sistému
saraksta, kuras tiek uzstaditas visos uznémuma datoros un citas atbilstosas iericés.

Lai veicinatu darbinieku iesaistiSanos, IKT nozares uznémumu vaditajiem ir ieteicams
likt lielaku uzsvaru uz organizacijas kultiiras dimensiju sociala atbildiba, kas sevi
ietver gan skaidras filozofijas vadlinijas, gan reflektéSanu. Saistiba ar reflekt€Sanu,
vaditajiem ir ieteicams iedroSinat darbiniekus analiz€t nesenos panakumus un
neveiksmes. To var darit, izmantojot ta saucamas retrospektivas sapulces, kas biezi ir
dala no iepriek3gja ieteikuma aprakstitas Scrum darba metodes. So sapuléu laika
darbinieki sanak kopa, lai apspriestu veiksmes un neveiksmes, ar kuram tie
saskaruSies ieprieks§eja sprinta (noteikta laika posma, kura ir japaveic konkréts darba
apjoms).

Pétnieki ir aicinati izmantot $1 pétijuma teoretisko pamatojumu un pétniecibas modeli,
veicot lidzigus pétfjumus citas ekonomikas nozar€s, lai paplaSinatu izpratni par
organizacijas kultiras dimensiju ietekmi uz darbinieku iesaistiSanas dimensijam
dazadu veidu uznémumos.

Pétniekiem ir ieteicams veikt Iidzigus pétijumus citas valstis un salidzinat iegttos
rezultatus, lai noteiktu, ka nacionala kultiira maina organizacijas kultiiras dimensiju
ietekmi uz darbinieku iesaistiSanas dimensijam.

Pétnieki tiek aicinati izmantot §1 darba ietvaros izstradato darbinieku iesaistiSanas
faktoru teoretisko modeli, lai noteiktu, kuri no modeli aprakstitajiem faktoriem
visbutiskak ietekmé& darbinieku iesaistiSanos, ka ari pieeju, ka visiedarbigak veicinat

darbinieku iesaistiSanos.
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Annotation

Purpose of the study is to explore the organizational culture and work engagement and
to analyse the impact of certain dimensions of organizational culture on dimensions of work
engagement within organizations operating in the ICT sector in Latvia, in order to enable
managers to foster work engagement within their organizations through optimized
organizational culture profile.

First chapter of the dissertation covers the theoretical aspects of organizational culture
and work engagement, as well as management of these two constructs in the management
science. In the beginning of the chapter organizational culture is defined and some of the main
theories related to it are described, followed by the definitions and main theories of work
engagement. Further in the chapter theories regarding management of organizational culture
and work engagement are described. At the end of the chapter a theoretical model of work
engagement is described, which, among other factors, also includes organizational culture.

Chapter two is focused on results of the empiric analysis of organizational culture and
work engagement, as well as the impact of certain dimensions of organizational culture on
work engagement in the ICT sector in Latvia. In the beginning of the chapter, ICT sector in
Latvia and sample of the study are described, followed by the description of results of the
empiric study in regards to organizational culture and work engagement within the sector. In
the end of the chapter regression analysis is performed in order to determine the impact of
different organizational culture dimensions on dimensions of work engagement.

In the third chapter of the dissertation a summary of expert interviews in regards to
research results is provided. It contains opinions of 7 representatives of the companies
operating in the ICT sector in Latvia in regards to topicality of organizational culture and
work engagement in their organizations, as well as results of the study conducted in scope of
this dissertation.

In the end of the dissertation, main conclusions of the study as well as recommendations
are presented.

The dissertation consists of 160 pages. It contains 51 figures and 58 tables. The list of

references includes 223 titles. The dissertation includes 24 appendixes.
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Introduction

Topicality of the study

Traditional sources of competitive advantage, as product and process technology, access
to regulated markets, economies of scale, etc., matter less today than in the past, leaving
capabilities derived from how people are managed, as relatively more vital (Pfeffer, 1994).
Compared to technology, which becomes more available and thereby reduces as a source of
competitive advantage, human capital is much more difficult to imitate for competitors
(Macey et al., 2009). Due to increasingly high deficit of human resources, management of
human capital plays a very important role in the ICT sector in Latvia. A study by Corporate
Leadership Council (2004) estimates that more highly engaged employees, likely to be found
in organizations with effective cultures, perform 20 percentile points better than those that are
not so engaged. Organizational culture that foster’s work engagement, is often referred to as
the engagement culture. According to Rice, Marlow and Masarech (2012), building a culture
of engagement takes effort, but once established it will sustain high performance in the
organization over time. However, currently there is a lack of research in regards to what
impact different organizational culture dimensions have on work engagement.

Organizational culture is generally defined as a set of values and beliefs shared among
members of an organization, which has a major impact on their decisions and behavior — the
way in which things are done within the organization. Organizational culture is no longer a
particularly new construct in management science. Nevertheless, during the past decade
interest in organizational culture from practitioners in particular continues to be relatively
high. The level of interest from practitioner side to some extent differs between industries. In
younger, more innovative and knowledge-intensive businesses there seems to be a stronger
interest than in more mature and rationalization-oriented ones. Many information technology
(IT) companies, for example, are credited with developing and sustaining distinct
organizational cultures (Alvesson, 2012).

Work engagement is a relatively new construct in management science. Engagement is
generally defined as a goal oriented psychological state, in which a person is fully focused on
the task at hand. Work engagement is often mentioned among sources of increased employee
commitment and performance, as well as customer satisfaction (Albrecht, 2010). Engagement
represents some kind of transformation, production of energy, and synergistic force that
creates motion in a particular direction that is aligned with the organization’s goals and this is

different from other constructs studied in organizational sciences earlier (Byrne, 2015).
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Like many other concepts related to the management of human capital, work
engagement is a multidisciplinary one. Generally, engagement as such is very much related to
psychology. At the same time, pre-requisites for employees to be engaged are largely
dependent on how they are led and how the organizations they are working for are managed.
On the other side of the equation, work engagement has a major impact on performance of the
employees and consequently the organizations they work for. Therefore, work engagement is

an important concept in management science.

Research object, subject, and hypotheses

Research object is organizations operating in the ICT sector in Latvia.

Research subject is the impact of dimensions of organizational culture profile on the
dimensions of work engagement.

Research hypotheses are:

1)  There is a statistically significant correlation between scores of dimensions of

organizational culture profile and dimensions of employees’ work engagement;
2)  Certain dimensions of organizational culture have a scientifically detectable and

significantly different impact on dimensions of work engagement.

Purpose of the study and tasks
Purpose of the study is to explore the organizational culture and work engagement and
to analyse the impact of certain dimensions of organizational culture on dimensions of work
engagement within organizations operating in the ICT sector in Latvia. Results of the study
enable managers of organizations operating in the sector to make informed decisions
regarding fostering employees’ work engagement within their organizations through
optimizing organizational culture profile.
Tasks of the study are:
1) to analyse the existing scientific literature and other theoretical sources related to
organizational culture and work engagement;
2)  to develop a theoretical model for studying the factors that have an impact on
work engagement, and what role organizational culture has among those factors;
3) to investigate the impact of different dimensions of organizational culture profile
on the dimensions of work engagement within organizations operating in the ICT
sector in Latvia;

4)  to analyse and summarize results of the study based on research data;
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5)  to discuss the theoretical aspects as well as results of the empiric study with the
industry experts of ICT sector in Latvia;

6) to draw conclusions and develop recommendations for fostering employees’ work
engagement through optimizing organizational culture profile within

organizations operating in the ICT sector in Latvia.

Research methodology

Following research methods are used in the study:

1)  quantitative method,

2)  qualitative method.

The quantitative research data was collected by using a survey questionnaire. In total
393 valid questionnaires were collected from employees of organizations operating in the ICT
sector in Latvia during time period from November till December of 2015. Respondent
recruitment was performed in cooperation with research services company Solid Data. Survey
questionnaire was entered and filled in by using an online survey data collection tool
www.visidati.lv, and consisted of four parts:

1)  demographic and organizational tenure related questions,

2)  Revised edition of Organizational Culture Profile (OCPR) (Sarros et al., 2005),

3) Job Engagement Scale (JES) (Rich, LePine and Crawford, 2010),

4)  Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002).

Statistical analysis of survey data was performed by using IBM SPSS and Microsoft
Excel software and consists of the following methods:

1)  simple linear regression analysis;

2)  measures of central tendency;

3) Kolmogorov-Smirnov test;

4)  Cronbach’s a coefficient;

5)  Wilcoxon signed ranks test;

6)  Spearman’s rank correlation analysis,

7)  multiple linear regression analysis.

A qualitative research method — semi-structured interview is used in the study. In total 7
focused interviews with industry experts were conducted during July of 2016. Interview data
analysis is performed by using a qualitative data analysis method — recursive abstraction.

Secondary data sources as Central Statistical Bureau of Latvia and Eurostat, as well as
Gallup, Aon, Effectory International and Eiro Personals, dated from 2008 to 2015 are used in
the study.
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Research limitations

1)

2)

3)

4)
5)

research covers the ICT sector as a whole, without focusing on any specific
subsector or organization included in the sector;

study views organizations in their totality, without the analysis of separate
subcultures;

research only covers two factors of internal environment of an organization —
organizational culture and work engagement;

time limitation (research period);

breakdown of respondents by gender does not match the actual breakdown within

the ICT sector in Latvia.

Research period

Survey of employees of organizations operating in the ICT sector in Latvia was

performed in 2015. Interviews with industry experts regarding research results were

conducted in 2016.

Theses for defence

1)
2)

3)

Organizational culture is one of the factors affecting work engagement.

The level of work engagement within organizations operating in the ICT sector in
Latvia in all 3 of its dimensions — behaviour, affect and cognition, is similar.
There are no statistically significant differences between cognition and behaviour,
while such differences exist between behaviour and affect as well as affect and
cognition dimensions of work engagement.

Managers of organizations operating within ICT sector in Latvia can foster their
employees’ work engagement through promoting specific organizational culture

values — innovation, performance orientation and social responsibility.

Theoretical and methodological base

Theoretical framework of the study is based on organizational culture theory by E.H.

Schein, work engagement theories by W.A. Kahn and W.B. Schaufeli, as well as Job

Demands-Resources model by A.B. Bakker and his colleagues. Research methodology is

based on the revised version of Organizational Culture Profile by J.C. Sarros, J. Gray, L.L.

Densten and B. Cooper, Job Engagement Scale by B.L. Rich, J.A. LePine and E.R. Crawford,
as well as Utrecht Work Engagement Scale by W.B. Schaufeli and A.B. Bakker. The

theoretical and methodological base also consists of works on organizational culture and work
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engagement by S.L. Albrecht, M. Alvesson, Z.S. Byrne, M. Csikszentmihalyi, M.G. Erhart,
J.L. Heskett, W.M. Macey, C. Maslach, B. Schneider and other authors, published in

literature, scientific articles, as well as internet sources in United States of America, European

Union, and India and dated from 1943 to 2016.

Theoretical and practical significance and scientific novelty

1)

2)

3)

Developed theoretical framework for research of the impact of organizational
culture dimensions on dimensions of work engagement, which can be used for
similar studies in the future.

Developed a theoretical model of work engagement factors, which can be used for
future work engagement studies. The model is based on Job Demands-Resources
model by Bakker and Demerouti (2008) and, following the suggestion by
Albrecht (2010), is expanded with additional contextual factors for work
engagement — organizational demands and organizational resources.

Developed recommendations for fostering employees’ work engagement through
optimization of organizational culture profile within organizations operating in the
ICT sector in Latvia. The recommendations contain both — information about
dimensions of organizational culture that are contributory to work engagement, as
well as practical advice regarding how to foster these specific cultural dimensions

within the organization.

Research approbation

Scientific conferences:

I.

Barbars, A. Management of interaction between organizational culture and work
engagement in the information and communication sector in Latvia. Conceptual
presentation

9™ Annual Scientific Baltic Business Management Conference ASSBBMC 2016
“Challenges of Business Sustainability in the Digital Age”

BA School of Business and Finance, Riga, Latvia (April 21-23, 2016)

Dubkevics, L., Barbars, A., Pavlovska, V., Turlais, V. Evaluation of Intercultural
Competency in Organizational Culture: Analysis of the Example of Latvia
International Scientific conference “Human Potential Development”

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

Dubkevi¢s, L., Barbars, A. Lideribas un organizacijas klimata radosuma

mijattiecibu analize valsts teatros Latvija
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6™ International Scientific Conference “New Business Solutions for Emerging
Future”
BA School of Business and Finance, Riga, Latvia (April 25-27, 2013)

4.  Dubkevics, L., Barbars, A. Assessing the Relationship Between Organizational
Culture and Climate for Creativity: an example of theatre industry in Latvia
“EBES 2012 Conference Warsaw”

Warsaw, Poland (November 1-3, 2012)

5. Dubkevics, L., Barbars, A. The Role of Organizational Culture in Human
Resource Management
Seventh Annual International Scientific Conference ‘“Human Potential
Development: Search for Opportunities in the New EU States”

Mykolas Romeris University, Vilnius, Lithuania (June 2-3, 2010)

Publications:

1.  Barbars, A. Interaction between organizational culture and work engagement in
the information and communication technology sector in Latvia// Journal of
Business Management. - 2017. - No 12. - pp. 84-100.

2.  Barbars, A. Interaction between organizational culture and work engagement in an
IT department within financial institution// Journal of Business Management. -
2015. - No 10. - pp. 106-123.

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

4.  Dubkevics, L., Barbars, A. Assessing the Relationship Between Organizational
Culture and Climate for Creativity: an example of theatre industry in Latvia//
EBES 2012 Warsaw Conference Program & Abstract Book. - Istanbul, Turkey:
EBES Publications, 2012. - pp.87.

5. Dubkevics, L., Barbars, A. Role of Organizational Culture and Leadership in
Company’s Efficiency. - Saarbriicken, Germany: LAP Lambert Academic
Publishing, 2011. - pp. 52.

6.  Dubkevics, L., Barbars, A. The Role of Organizational Culture in Human
Resource Management// Human Resources Management & Ergonomics. — 2010. -

Vol. 4. - pp. 25-34.
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Structure of the dissertation

The dissertation consists introduction, 3 sections, conclusions, recommendations, list of

references, and annexes. Content of the thesis is described in 161 pages. It contains 51 figures

and 58 tables. The list of references includes 223 titles. The dissertation includes 24

appendixes.

Dissertation has the following structure:

Introduction

1

science

1.1
1.2
1.3
1.4

2

Theoretical aspects of organizational culture and work engagement in management

Analysis of organizational culture in management science
Theoretical analysis of work engagement
Management of organizational culture and work engagement

Factors that have an impact on work engagement

Empiric analysis of the impact of organizational culture on work engagement within

organizations operating in the information and communication technology sector in Latvia

2.1
2.2

2.3

2.4

2.5

3

Description of information and communication technology sector in Latvia

Reasoning, methodology and research instruments for measurement of the empiric
study

Analysis of organizational culture profile in the information and communication
technology sector in Latvia

analysis of work engagement in the information and communication technology sector
in Latvia

The impact of dimensions of organizational culture on dimensions of work

engagement in the information and communication technology sector in Latvia

Views on the impact of organizational culture on work engagement from

representatives of organizations operating in the information and communication technology

sector in Latvia

3.1

3.2

33

Views on organizational culture from representatives of organizations operating in the
information and communication technology sector in Latvia
Views on work engagement from representatives of organizations operating in the
information and communication technology sector in Latvia
Views on recommendations for fostering work engagement from representatives of
organizations operating in the information and communication technology sector in

Latvia

41



Conclusions
Recommendations
List of references

Appendixes

42



Main findings of the study

1. Theoretical description of organizational culture and work engagement in

management science

Alvesson (2012) argues that organizational culture is one of the main subjects in
academic research of organizational theory, as well as in management practice. Even in
organizations, where cultural issues receive little explicit attention, ways in which people
think, feel, value and act, are guided by ideas, meanings and beliefs of the socially shared
culture.

Even though there is no agreement on a single definition, one of the most commonly
used definitions of organizational culture is written by Edgar Schein. Schein (2010, 18)
defines the organizational culture as "a pattern of shared basic assumptions learned by a group
as it solved its problems of external adaptation and internal integration, which has worked
well enough to be considered valid and, therefore, to be taught to new members as the correct
way to perceive, think, and feel in relation to those problems". This definition is based on
analysis of several other definitions, and is also used as the working definition in this study.

Many authors view values as the deepest level of culture. According to Parsons (1951),
cultural tradition emerges around values, which are defined as elements of a shared symbolic
system, that serves as a criterion or standard for selection among the alternatives of
orientation, which are intrinsically open in a situation. Values are also defined as ideas and
objects with a special meaning on the individual as well as organizational level (Dubkévics,
2009).

Most researchers agree that there are no good or bad values or cultures per se. A set of
values is good — effective — if it reinforces the mission, purposes and strategies of the
organization. To be effective, the culture must be appropriate to needs of the business,
company and employees (Wallach, 1983., Heskett, 2012). Culture can facilitate or limit
strategies and how they are implemented. Effective cultures result from the following: a clear
mission, shared assumptions, the right values and beliefs, the right behaviors, rites and rituals,
a good fit with the organization's competitive strategy and how it is executed (Heskett, 2012).
To be successful, an organization must ensure that it shapes its culture to its business,
mission, and strategy (Sanchez, 2006).

Engagement is mainly expressed in such employee behaviors as efforts at work. It is
described as the ability to bring all of who we are into our roles (Smith and Berg, 1987).

Engaged employees stay focused on their tasks and work hard to accomplish their work
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related goals (Kahn, 1992). They strive to move their work forward and put energy into it
(Schaufeli and Bakker, 2004). When employees are engaged, they fully inhabit their job roles,
instead of just working. They are very present in doing their work (Kahn, 1992). According to
Macey and his colleagues, engaged employees behave in more persistent ways, respond
proactively to emerging threats and challenges, expand their roles at work, and adapt more
readily to change (Macey et al., 2009). As a result, work engagement is one of the key
predictors of organization’s performance, financial and otherwise (Heskett, 2012). Individual
employee behaviors determine organization’s collective success over time. Performance is a
sum of what every employee does every day across the organization.

There are two definitions of work engagement that are quoted in research literature most
often. One of them belongs to Schaufeli and his colleagues, who define work engagement as
“a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication,
and absorption” (Schaufeli et al., 2002, 74). The three dimensions of work engagement
mentioned in this definition are described as follows:

1) Vigor — high level of energy and mental resilience while working, the willingness to

invest one’s effort in the work;

2) Dedication — being strongly involved in one’s work, experiencing a sense of
significance, enthusiasm, inspiration, pride and challenge;

3) Absorption — being fully focused and happily engrossed in one’s work, whereby
time passes quickly and one has difficulties with detaching oneself from the work
(Schaufeli, Bakker and Salanova, 2006).

The other of the most popular definitions belongs to Kahn (1990, 694), who is largely
credited with introducing the concept of personal engagement at work, and defines work
engagement as “the harnessing of organization members’ selves to their work roles; in
engagement, people employ and express themselves physically, cognitively, and emotionally
during role performances.” The dimensions of work engagement according to this definition
are described as follows:

1) Physical engagement is related to the physical energy exerted by the employees to

accomplish their work related tasks;

2) Cognitive engagement concerns employees’ beliefs about the organization, its
leaders and working conditions;

3) Emotional engagement is related to how the employees feel about the organization,
its leaders and working conditions — whether their attitude toward these factors is

positive or negative (Kular et al., 2008).
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These two definitions of work engagement are used as working definitions in the study
conducted as a part of this thesis. Despite slightly different perspectives, there are core
commonalities between these two conceptualizations of work engagement, as both of them
share similar physical-energetic (vigor), emotional (dedication), and cognitive (absorption)
dimensions (Schaufeli, 2014).

Drucker (2008) describes management as an integral part of any organization, which
holds the organization together and makes it work. According to Armstrong (2004),
management is a process of deciding what needs to be done and then getting it done through
people, as well as other resources, including knowledge, financial resources, materials,
equipment, etc. This definition puts an emphasis on people as the most important resource
available to managers, through which the other resources are be managed.

Perhaps the best way to distinguish approaches to understanding organizational culture
and the ways in which it is implemented and changed is to contrast those who focus on
culture as something organizations have (objectivist-functionalist approach) versus those who
describe culture as something organizations are (subjectivist-interpretive approach) (Smircich,
1983). From the objectivist-functionalist view or organizations have cultures perspective,
organizational culture is viewed as a variable or an attribute that is affected by and affects
other organizational variables. The interest is usually functionalist, trying to understand how
culture is linked to outcomes and effectiveness and thus how it can be changed to make the
organization more efficient and more productive (Davey and Symon, 2001). For example,
academic studies as well as practitioner thinking on organizational culture guided by this
perspective often proceed from an assumption that organizational culture is closely related to
performance of the organization. Advocates of this view believe that it is vital to uncover
casual relationships between forms of organizational culture and performance and to produce
knowledge that allows to affect specific cultural elements (values, norms, symbols, rites, etc.)
or cultures in their totality, so that outcomes considered beneficial can be achieved
(Sackmann, 2011). In scope of this view, leaders and managers of the organization are
considered to be the main source of the cultural adjustments, as mainly they have the power to
implement such changes.

In contrast, from the subjectivist-interpretive view or organizations are cultures
perspective, researcher's goal is to discover and understand what being part of an organization
means to people and what are the processes by which the culture develops and is understood
(Davey and Symon, 2001). Opposed to most studies on organizational culture, which suggest
that leaders can and should build and adjust the organizational culture in a determined way,

by using different tools and methods, representatives of the subjectivist-interpretive
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perspective argue that the role of leadership and management is rather limited. It is important
to acknowledge that culture is not just something that can be actively mobilized to make
people think, feel, value and behave in accordance with managerial requirements. Even more
— culture can frequently work as a source of employees' resistance to managerial objectives
and control. Intentions behind managerial interventions and arrangements, on the one hand,
and subordinates' reactions to those, on the other, may thus differ heavily.

After reviewing both — objectivist-functionalist and subjectivist-interpretive approaches
to organizational culture, it can be concluded that founders, leaders and managers within an
organization, are responsible for establishing and shaping organizational culture based on the
changing business needs, to make sure that the organizational culture values are in sync with
the organizational strategy. At the same time, leaders can only have a limited impact on how
their followers feel, behave, and react on leader’s attempts to influence their feelings and
behaviors.

There is a number of research and practice based approaches to fostering work
engagement. Job Demands-Resources (JD-R) model (figure 1.1.) (Bakker and Demerouti,
2008) is the most widely cited theoretical engagement model (Albrecht, 2014).

( \ Job Demands
Job resources - Work pressure
- Autonomy - Emotional demands
- Performance - Physical demands
feedback - etc.
- Social support
- Supervisory
coaching Performance
- etc. - In-role
Work Engagement performance
- Vigor - Extra-role
Personal Resources > - Dedication —> performance
- Optimism - Absorption - Creativity
- Self-efficacy - Financial turnover
- Resilience - etc.
- Self-esteem
- etc.

2 —/

A

Figure 1.1. The JD-R model of work engagement
Based on Bakker and Demerouti, 2008

The model suggests that there are two types of job components affecting employees'

engagement levels: job demands and job resources. Job demands represent characteristics of
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the job that potentially cause increased levels of stress, in case they exceed employee’s
adaptive capabilities. Demands in this context are viewed as those organizational, social, and
psychological aspects of job that require sustained physical and emotional effort and are
associated with certain psychological and physiological costs (Bakker et al., 2007). Job
demands are not necessarily negative, however, they can turn into stressors, when meeting
such demands requires high effort, from which the employee does not recover properly
(Meijman and Mulder, 1998).

Hobfool (1989) defines resources as objects, personal characteristics, and situations or
conditions that are valuable to the individual. According to the JD-R model, resources are
those physical, psychological, social, or organizational aspects of the job, that decrease job
demands, foster employee’s ability to work towards the work goals, and also stimulate
personal growth and development (Demerouti et al., 2001). Therefore, resources are not only
necessary to deal with the demands, but also in their own right (Hobfoll, 2002). Both,
resources and demands include physical, psychological, social and organizational components
of job.

In order to analyse the role of organizational culture among other antecedents of work
engagement according to earlier studies, a theoretical work engagement model was created

(figure 1.2.).
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Engagement
(feelings and behaviors)

Personal

Intangible

Personal

Organizational

Figure 1.2. Theoretical model of work engagement factors

Created by the author based on JD-R model by Bakker and Demerouti, 2008

The model is based on previously described Job Demands-Resources model by Bakker
and Demerouti (2008), which, following the suggestion by Albrecht (2010), is expanded with
additional contextual factors for work engagement — organizational demands and
organizational resources, including organizational culture. Such approach has not been used
in work engagement research before. Part of the model investigated more deeply in scope of
the empiric part of this study is highlighted in grey. So, the study is focused on the impact that
organizational culture, as a part of organizational resources, has on work engagement. Other
factors of work engagement described in the theoretical model are not in scope of the empiric
part of this study.

Both — demands and resources, affect the level of employee’s work engagement —
engagement feelings, which in turn lead to engagement behaviors. The engagement feelings
and behaviors further have an impact on different tangible and intangible outcomes, such as
individual performance, which further affect organizational performance. Both, individual and
organizational performance outcomes can have a reciprocal relationship with work

engagement, as different kinds of outcomes can affect or become resources or demands for
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engagement. Both, resources and demands, include three kinds of components — personal,
work, and organizational. Elements included in each of the six groups — personal resources,
personal demands, work resources, work demands, organizational resources, and

organizational demands — are described below. Table 1.1. summarizes the elements.

Table 1.1.

Elements of work engagement model

Resources Demands

e Personality characteristics
Personal e Physical energy
Emotional energy

e Human needs
e Life outside work

e Task characteristics e Challenging goals
Work e Role characteristics e Workload

e Material resources

e Organizational culture

e Organizational climate

e Supervisor support and Sl

Organizational management style

Interpersonal relationships

e Group and intergroup
dynamics

e [External environment factors

Based on Alderfer and Smith, 1982; Bakker, Albrecht and Leiter, 2011; Bindl and Parker, 2010; Byrne, 2015;
Hackman and Lawler, 1971; Hall and Richter, 1989; Kahn, 1990; Latham, 2007; Macey et al., 2009; Meijman
and Mulder, 1998; Rice, Marlow and Masarech, 2012; Scherbaum et al., 2010

2. Empiric analysis of the impact of dimensions of organizational culture on

dimensions of work engagement in the ICT sector in Latvia

In order to investigate the organizational culture and work engagement within
organizations operating in the ICT sector in Latvia, as well as to analyse the impact of
dimensions of organizational culture on dimensions of work engagement, an empiric study
was performed. In scope of the study employees of organizations operating in the ICT sector
in Latvia (n = 393) were surveyed. The survey questionnaire contained 3 research instruments
— Revised edition of Organizational Culture Profile (OCPR) by Sarros et al. (2005) for
organizational culture assessment, Job Engagement Scale (JES) by Rich, LePine and
Crawford (2010) and Utrecht Work Engagement Scale (UWES) Schaufeli et al. (2002) for the
assessment of work engagement.

Mean scores of all seven dimensions of organizational culture measured by the OCPR

instrument are displayed in figure 2.1.
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Stability 3,674

Performance Orientation 3,850
Emphasis on Rewards 3,452
Innovation 3,656
Supportiveness 3,665
Social Responsibility 3,644
Competitiveness 3,731
1 2 3 4 5

Figure 2.1. Organizational culture profile — score by dimensions of OCPR

Organizational culture profile in the ICT sector in Latvia can be characterized as
balanced, since all seven dimensions of the culture are rated rather similarly by respondents.
All seven dimensions of organizational culture have received average scores — between 3,45
and 3,85 of 5. Almost all dimensions are rated higher that 3,6, except for emphasis on
rewards which is rated at 3,45 out of 5. An average score of 3,2 was used to distinguish
between positive and negative perceptions of the organizational culture dimensions by
respondents, where scores above 3,2 indicate a positive perception and scores below 3,2 a
negative perception of the specific dimension. Such cut-off point for differentiation between
positive and negative perceptions of average score is suggested by the Human Sciences
Research Council (Odendaal and Roodt, 1998). Based on this differentiation it can be
concluded that all dimensions of organizational culture in ICT sector in Latvia measured by
the OCPR instrument are perceived positively by respondents. Dimension evaluated the
highest is the performance orientation, which is rated at 3,85.

Mean scores of all three dimensions of work engagement measured by the JES

instrument are displayed in figure 2.2.

Cognitive 4,070
Emotional 3,818
Physical 4,064
0 1 2 3 4 5

Figure 2.2. Work engagement — score by dimensions of JES

50



The overall level of work engagement in the ICT sector in Latvia measured by the JES
instrument can be regarded as average. Two of the dimensions — cognitive engagement and
physical engagement are evaluated slightly higher than 4 points out of 5, while the emotional
dimension of work engagement has scored 3,8 out of 5.

Mean scores of the UWES dimensions of work engagement are displayed in figure 2.3.

Absorption 4,089
Dedication 4,273
Vigor 4,112
0 1 2 3 4 5 6

Figure 2.3. Work engagement — score of dimensions by UWES

The overall level of work engagement in the ICT sector in Latvia measured by the
UWES instrument can be regarded as average. One of the dimensions — dedication is rated
slightly higher than the other two - 4,3 out of 6 instead of 4,1.

The proportion of disengaged, neither disengaged nor engaged and engaged employees
measured by the UWES instrument is displayed in figure 2.4.

Disengaged
16,3%

Engaged
34,9%

Neither

disengaged
nor engaged
48,9%

Figure 2.4. Proportion of employees of ICT sector in Latvia belonging to different
engagement levels measured by UWES
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According to the results of measurement by UWES, 35% of employees are engaged,
49% are neither disengaged nor engaged, while 16% of employees in ICT sector in Latvia are
disengaged.

In scope of correlation analysis between organizational culture and work engagement,
Spearmans’s rank correlation coefficient was calculated between the dimensions of OCPR

and the dimensions of JES. The correlation coefficients are displayed in table 2.1.

Table 2.1.
Spearman’s rank correlation between OCPR dimensions and JES dimensions
JES OCPR
=
= g | 2
2| = » 5| €
2 =
5 E > % % g g 5 - >
p<0,01 S| 8| | z| 8| 2| €] | S| =
% = = B & = N o o 3
ElE| 2] 2] 2] &] 2] 2| 2|
=B 2 < N
S Bl =] & F| £ E
Cl g g &
A &5 E
" Physical 1,00
= | Emotional 0,69 | 1,00
Cognitive 0,86 | 0,73 | 1,00
Competitiveness 0,42 10,49 | 0,41 | 1,00
Social Responsibility | 0,42 | 0,56 | 0,41 | 0,74 | 1,00
Supportiveness 0,36 | 0,50 | 0,33 | 0,55 | 0,74 | 1,00
g Innovation 0,46 10,53 10,42 10,69 0,72 | 0,67 | 1,00
& | Emphasis on 0,26 | 0,48 | 0,28 | 0,57 | 0,65 | 0,65 | 0,62 | 1,00
Rewards
Performance 0,410,552 0,41 | 0,67 | 0,72 | 0,64 | 0,73 | 0,74 | 1,00
Orientation
Stability 0,310,491 0,32 | 0,51 | 0,64 | 0,65 | 0,54 | 0,74 | 0,67 | 1,00

Correlation between the dimensions of organizational culture and dimensions of work
engagement measured by the JES is positive and statistically significant (p < 0,01). Strength
of the correlation between different organizational culture dimensions and the physical and
cognitive dimensions of work engagement is weak to moderate (» = 0,26 to 0,46, p < 0,01).
The only dimension that has a moderate correlation (» = 0,48 to 0,56, p < 0,01) with all seven
dimensions of organizational culture is the emotional engagement. Correlation coefficient for
the emotional dimension of work engagement ranges from » = 0,48, p < 0,01 with emphasis
on rewards to r = 0,56, p < 0,01 with social responsibility. Organizational culture dimensions

that have the strongest correlation with all three dimensions of work engagement measured by
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the JES instrument within organizations operating in the ICT sector in Latvia are social
responsibility (r = 0,41 to 0,56, p < 0,01), innovation (r = 0,42 to 0,53, p < 0,01), and
performance orientation (r = 0,41 to 0,52, p <0,01).

Multiple linear regression analysis with forward method of variable selection was
performed in order to determine the organizational culture dimensions that have the most
significant impact on dimensions of work engagement.

Based on the regression analysis between dimensions of organizational culture
measured by the OCPR (independent variables) and the dimensions of work engagement
measured by the JES (dependent variables) it can be concluded that certain organizational
culture dimensions have a significant impact on specific dimensions of work engagement.

In regards to physical dimension of work engagement measured by the JES instrument,

calculations lead to the following regression equation:

u (Physical engagement) = 2,51 + 0,288 x Innovation + 0,134 x Competitiveness

According to the regression equation, an increase of 1 unit of organizational culture
value innovation would lead to an increase of 0,288 (p < 0,01) units of physical engagement,
and 1 unit of organizational culture value competitiveness to 0,134 (p < 0,05) units of physical
engagement, if all other independent variables remain constant.

In regards to emotional dimension of work engagement measured by the JES

instrument, calculations lead to the following regression equation:

u (Emotional engagement) = 1,356 + 0,23 x Social responsibility + 0,254 x Innovation
+ 0,19 x Stability

According to the regression equation, an increase of 1 unit of organizational culture
dimension social responsibility would lead to an increase of 0,23 (p < 0,01) units of emotional
engagement, 1 unit of innovation to 0,254 (p < 0,01) units of emotional engagement, and 1
unit of stability to 0,19 (p < 0,01) units of emotional engagement, if all other independent
variables remain constant.

In regards to cognitive dimension of work engagement measured by the JES instrument,

calculations lead to the following regression equation:

U (Cognitive engagement) = 2,54 + 0,22 x Performance orientation + 0,187 X Innovation
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According to the regression equation, an increase of 1 unit of organizational culture
dimension performance orientation would lead to an increase of 0,22 (p < 0,01) units of
cognitive engagement, whereas an increase of 1 unit of organizational culture dimension
innovation to 0,187 (p < 0,01) units of cognitive engagement, if all other independent
variables remain constant.

The relative importance of regression coefficients (standardized coefficient 3) of the

independent variables in predicting the dependent variables are summarized in figure 2.5.
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Figure 2.5. Dimensions of organizational culture that have a significant impact on dimensions

of work engagement by JES (* p <0,05, ** p <0,01)

The only organizational culture dimension that has an impact on all dimensions of work
engagement measured by the JES is innovation. Four other dimensions of organizational
culture each have a significant impact on only one dimension of work engagement —
competitiveness have an effect on physical engagement, performance orientation on cognitive
engagement, and social responsibility and stability on emotional engagement. Organizational
culture dimensions supportiveness and emphasis on rewards do not seem to have a significant
impact on the level of work engagement among employees of organizations operating in the
ICT sector in Latvia.

In scope of correlation analysis between organizational culture and work engagement,
Spearmans’s rank correlation was calculated between the dimensions of OCPR and the

dimensions of UWES. The correlation coefficients are displayed in table 2.2.
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Table 2.2.

Spearman’s rank correlation between OCPR dimensions and UWES dimensions

UWES OCPR
[
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cl'-‘,d) Vigor 1,00
2 | Dedication 0,84 | 1,00
= | Absorption 0,85 | 0,84 | 1,00
Competitiveness 0,46 | 0,46 | 0,42 | 1,00
Social responsibility | 0,47 0,51 | 0,44 | 0,74 | 1,00
Supportiveness 0,42 10,42 10,37 |0,55|0,74 | 1,00
% | Inovation 0,48 | 0,51 | 0,43 | 0,69 | 0,72 | 0,67 | 1,00
& | Emphasis on rewards | 0,42 | 0,47 [ 0,35 [ 0,57 | 0,65 | 0,65 | 0,62 | 1,00
Performance 0,51 (0,54 | 0,43 | 0,67 | 0,72 | 0,64 | 0,73 | 0,74 | 1,00
orientation
Stability 0,46 | 0,43 | 0,33 | 0,51 | 0,64 | 0,65 | 0,54 | 0,74 | 0,67 | 1,00

Correlation between the dimensions of organizational culture measured by the OCPR
and the dimensions of work engagement measured by the UWES is positive and statistically
significant (p < 0,01). Based on the correlation strength criteria by Evans (1996) correlation
between different organizational culture dimensions and the vigor as well as dedication
dimensions of work engagement is moderate (r = 0,42 to 0,54, p < 0,01). The only dimension
of work engagement that has weak correlations (» = 0,33 to 0,37, p <0,01) with three of seven
dimensions of organizational culture measured by the OCPR instrument is the absorption (r =
0,33, p < 0,01 with stability, r = 0,35, p < 0,01 with emphasis on rewards, and r = 0,37, p <
0,01 with supportiveness). Similar to previously described correlation analysis between
different dimensions of the OCPR and JES, organizational culture dimensions that have the
strongest correlation with all dimensions of work engagement within organizations operating
in the ICT sector in Latvia are social responsibility (r = 0,44 to 0,51, p < 0,01), innovation (r
=0,43 t0 0,51, p <0.01), and performance orientation (r =0,43 to 0,54, p <0,01).

Based on the regression analysis between dimensions of organizational culture
measured by Organizational Culture Profile (independent variables) and the dimensions of

work engagement measured by Job Engagement Scale (dependent variables) it can be
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concluded that certain organizational culture values have a significant impact on specific

dimensions of work engagement.

In regards to vigor dimension of work engagement measured by the JES instrument,

calculations lead to the following regression equation:

u (Vigor) = 0,861 + 0,364 x Performance orientation + 0,249 x Stability + 0,256 %

Innovation

According to the regression equation, an increase of 1 unit of organizational culture
dimension performance orientation would lead to an increase of 0,364 (p < 0,01) units of
vigor, an increase of 1 unit of stability to 0,249 (p < 0,01) units of vigor, and an increase of 1
unit of innovation to 0,256 (p < 0,01) units of vigor dimension of work engagement, if all
other independent variables remain constant.

In regards to dedication dimension of work engagement measured by the JES

instrument, calculations lead to the following regression equation:

u (Dedication) = 0,657 + 0,43 x Performance orientation + 0,274 x Social responsibility +

0,263 X Innovation

According to the regression equation, an increase of 1 unit of organizational culture
dimension performance orientation would lead to an increase of 0,43 (p < 0,01) units of
dedication, an increase of 1 unit of social responsibility to 0,274 (p < 0,01) units of
dedication, and an increase of 1 unit of innovation to 0,263 (p < 0,01) units of dedication
dimension of work engagement, if all other independent variables remain constant.

In regards to dedication dimension of work engagement measured by the JES

instrument, calculations lead to the following regression equation:

U (Absorption) = 1,426 + 0,263 x Performance orientation + 0,255 % Social responsibility +

0,198 X Innovation

According to the regression equation, an increase of 1 unit of organizational culture
dimension performance orientation would lead to an increase of 0,263 (p < 0,01) units of
absorption, an increase of 1 unit of social responsibility to 0,255 (p < 0,01) units of
absorption, and an increase of 1 unit of innovation to 0,198 (p < 0,05) units of absorption

dimension of work engagement, if all other independent variables remain constant.

56



The relative importance of regression coefficients (standardized coefficient 3) of the

independent variables in predicting the dependent variables are summarized in figure 2.6.

o Y
Competitiveness
Vigor

Social responsibility

Supportiveness

Innovation Dedication

Emphasis on rewards

Performance orientation

Absorption
Stability

Figure 2.6. Dimensions of organizational culture that have a significant impact on dimensions

of work engagement by UWES (* p < 0,05, ** p <0,01)

Two organizational culture dimensions — innovation and performance orientation have
a significant impact on all three dimensions of work engagement measured by the UWES —
vigor, dedication, and absorption. Organizational culture dimension social responsibility has
a significant impact on two of the work engagement dimensions — dedication, and absorption,
while stability has an impact on vigor. Organizational culture dimensions competitiveness,
supportiveness, and emphasis on rewards do not have significant impact on any of the work
engagement dimensions measured by UWES.

Based on results of correlation and regression analysis between organizational culture
dimensions measured by OCPR and dimensions of work engagement measured by JES and
UWES, it can be concluded that organizational culture dimensions that have the most
significant impact on level of work engagement among employees of organizations operating

in the ICT sector in Latvia are innovation, performance orientation, and social responsibility.
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3. Views on the impact of organizational culture on work engagement from
representatives of organizations operating in the information and

communication technology sector in Latvia

In order to determine topicality of the study among organizations operating in the ICT
sector in Latvia, as well as present and discuss the research results with practitioners, 7
focused interviews with representatives of organizations operating in the sector were
conducted. This chapter also contains practical advice regarding management of
organizational culture and work engagement, based on real life examples provided by top
managers of some of the leading organizations within the ICT sector in Latvia. Company
representatives who participated in the interviews are (in the order in which the interviews
were conducted):

1) Santa Lice-Krtize — Human resources director at Draugiem Group;

2) Ernests Gabrans — Managing director at Wunderkraut Latvia,

3) Uldis Leiterts — Co-founder and chairman of the board at Infogram;

4) Ivars Puksts — Chairman of the board and chief executive officer at Exigen Services

Latvia;
5) Valdis Vancovi¢s — Chairman of the board and chief executive officer at Tele2
Latvia;

6) Juris Binde — President and chairman of the board at Latvijas Mobilais Telefons;

7) Ingrida Rone — Member of management board and personnel management director

at Lattelecom.

Based on many authors’ works on organizational culture reviewed in scope of this
study, it can be concluded that initially founders of a company are responsible for building the
culture and defining its values. According to Uldis Leiterts — co-founder of one of the most
successful Latvian tech start-up companies Infogram, there are two possible approaches to
establishing the organizational culture. By using one of them, founders define the culture and
use people they employ as a fence to protect it. In this approach, when hiring new people,
founders filter everything through themselves and their own values in the process. As a result,
company stays where it is and does not grow. However, in order for a company to learn,
founders need to hire people smarter than themselves. For a company to learn, culture needs
to be inclusive, when every person who joins the organization creates a mutation and the
culture develops. In reality it means hiring people who fundamentally fit the organization

culturally, but also add to it. This significantly decreases the already limited number of
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suitable candidates. However, if such people are found and hired, they will never leave and
will contribute to a very strong team, where everybody thinks in the same way.

Majority of the organizations, whose representatives were interviewed in scope of this
study, have clearly defined their values. In addition, all the experts consider the organizational
culture in their companies as effective and fostering the achievement of the organizational
goals. In order to remain effective, organizational culture needs to be managed and adjusted in
order to support the continuously changing business needs. All the experts interviewed in
scope of this study agree with the theory that managers of the organization are able to manage
the organizational culture and responsible for doing that. Top management determines the
tone, priorities and how words match the actions. Managers define the culture not as much
through words, as through their behavior and actions.

Experts recognize that work engagement is a very important factor for reaching
organizational goals. Engagement means that employees believe in what the organization
does and invest themselves in it. When being at work, engaged employees are focused on
work. They focus on other things outside working hours. Therefore, work engagement is
much more important that the number of hours spent at the office. Asked about the
engagement level in their respective organizations, experts estimate that majority of their
employees are either engaged or highly engaged. The engagement, however, is fluctuating
over time and dependent on many factors, including personality characteristics, job contents,
financial rewards, etc.

During the interviews, experts also shared their suggestions, on how to increase the
level of work engagement, based on research results. For example, Santa Lice-Kriize suggests
that in order to foster organizational culture dimension innovation, conditions of limited
resources (time, material, budget, human resources, etc.) should be created for a certain period
of time, when an innovative solution to a problem is required. In regards to fostering
performance orientation, Ingrida Rone suggests to implement common documentation and
workflow management tools within the organization.

In general, company representatives conclude that results of the study are not very
surprising and reflect the current situation in the sector. Experts also recognize that
organizational culture and work engagement are relatively hot topics, especially considering

the limited availability of human resources in the ICT sector in Latvia.

59



Conclusions and recommendations

Conclusions:

I.

Capabilities derived from how people are managed have become one of the most
important sources of competitive advantage for organizations nowadays. Compared
to other, more traditional sources, as economies of scale, technology, etc., which
now are more available than in the past and therefore matter less, capabilities related
to human capital are also more difficult for competitors to imitate. According to
industry experts of the ICT sector in Latvia, management of human resources is
especially important in the current situation, when the number of IT specialists in
the labour market is very limited.

Organizational culture has both — internal and external environment of the company
and its daily operations; therefore, it has a major strategic significance. Leaders and
managers within organizations need to take responsibility for establishing and
shaping the culture according to the changing business needs. At the same time,
leaders can only have a limited impact on how their followers feel, behave, and
react on leader’s attempts to influence their feelings and behaviors.

Work engagement is a multidisciplinary construct. By definition, it is very much
related to psychology. From the business administration perspective, work
engagement has a major impact on each employees’ individual performance, and
consequently performance of the organization they work for. According to industry
experts of the ICT sector in Latvia, for this reason the level of work engagement is
more important that the number of hours employees spend at work. Simultaneously,
pre-requisites for the employees to be engaged are largely dependent on how they
are led and how the organization they work for is managed. Therefore, work
engagement is an important construct in the management science.

Two main definitions of work engagement cited in the research literature to date are
the conceptualizations by Kahn (1990), and Schaufeli et al. (2002). Even though
there are differences between the two definitions, they can be considered rather
similar, since both of them distinguish between the same three dimensions of work
engagement — behavior, cognition, and affect.

Work engagement is often compared to other constructs in organizational research
(e.g., satisfaction, motivation, commitment and involvement) and criticized for
being an old wine in a new bottle. Many of those constructs are closely related to

work engagement, however, they are not the same.
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6.

10.

11.

12.

So far the number of studies focused on interaction between organizational culture
and work engagement is very limited.

The level of employee’s engagement at work is affected by different individual,
work and organization related factors, which can be divided into resources and
demands. The right balance, when demands are high and resources sufficient, leads
to engagement feelings and behaviors, which have an impact on different tangible
and intangible individual and organizational outcomes. Both, individual and
organizational outcomes can have a reciprocal relationship with work engagement.
Years at the current organization, age and gender are either minor or statistically
insignificant determinants of dimensions of work engagement among employees
working for organizations that operate in the ICT sector in Latvia.

Organizational culture profile in organizations operating in the ICT sector in Latvia
can be characterized as balanced, since all dimensions of the culture are perceived
positively by the employees. Dimension evaluated the highest is the performance
orientation, while emphasis on rewards dimension has been rated the lowest.

Survey item high pay for good performance included in the emphasis on rewards
dimension of organizational culture is perceived negatively by the employees of
organizations operating in the ICT sector in Latvia, despite the fact that the average
salary in jobs related to this sector is much higher than in most other economic
sectors as well as the overall average salary in Latvia. This phenomenon might be
related to the workforce deficit within the ICT sector in Latvia and the fact that the
average salary for jobs related to this type of activity in Latvia is significantly lower
than the average European Union level. Despite the negative perception on the high
pay for good performance, employees of organizations operating in the ICT sector
in Latvia rate the fairness of rewards as high.

Organizations operating in the ICT sector in Latvia are focused on having a good
reputation, which is related to their external image — how the company is viewed by
others — customers, competitors and society in general. At the same time,
organizations seem to be significantly less focused on their internal environment —
having a clear guiding philosophy and reflecting on themselves.

The level of work engagement in the ICT sector in Latvia can be interpreted as
average, when measured by both research instruments — JES and UWES.
Comparing the average scores by engagement dimensions (behavior, cognition, and
affect), all three dimensions are rated rather similarly by respondents. However,

analysis of statistically significant differences between the dimensions shows, that
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13.

14.

15.

16.

17.

such differences are not detectable between cognition and behavior dimensions,
while they exist between behaviour and affect as well as affect and cognition
dimensions of work engagement.

Measuring the proportion of engaged, neither engaged nor disengaged, and
disengaged employees within the ICT sector in Latvia, it can be concluded that 35%
of employees are engaged, 49% are neither engaged nor disengaged, while 16% of
employees within the ICT sector in Latvia are disengaged.

Latvia has been included in several global work engagement studies. Results of such
studies are difficult to compare due to different research methodology and
definitions of different levels of engagement and disengagement. Two out of three
global studies reviewed in this study show that the level of work engagement in
Latvia is similar to the average European and global level, or slightly higher than it.
Correlation between dimensions of organizational culture and dimensions of work
engagement is positive and statistically significant, which confirms hypothesis 1.
Strength of the correlation between different dimensions of organizational culture
and work engagement is weak to moderate. Organizational culture dimensions that
have the strongest correlation with all three dimensions of work engagement within
organizations operating in the ICT sector in Latvia are social responsibility,
innovation, and performance orientation.

Certain dimensions of organizational culture profile have a significant impact on
work engagement among employees of organizations operating in the ICT sector in
Latvia. Therefore, hypothesis 2 is confirmed. Organizational culture dimensions that
have the most significant impact are innovation, performance orientation, and social
responsibility. Innovation has an impact on all three dimensions of work
engagement — behavior, cognition and affect, performance orientation has a
significant impact on the cognition, while the social responsibility dimension of
organizational culture has a major impact on the affect dimension of work
engagement.

Purpose of the study — to investigate the organizational culture and work
engagement within organizations operating in the ICT sector in Latvia and to
determine the impact that certain dimensions of organizational culture profile have

on the dimensions of work engagement — is achieved.
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Recommendations:

1.

Founders and managers are recommended to ensure synchronization between
cultural values and business strategy in their organizations. In order to foster
organizational culture that contributes to strategy, managers are recommended to
clearly define and communicate cultural values, as well as to act and make decisions
in accordance with them. Additionally, managers are recommended to identify
personal values of their potential employees during recruitment process and hire
candidates whose values are compatible with the organizational culture.

Considering continuously changing business environment, it is recommended for
managers to review organizational culture and its values on a regular basis. It is also
recommended to involve employees in the culture review process through dedicated
surveys and workshops. By involving employees, managers facilitate compliance
between organizational values and individual values of the employees.

In order to promote decisions and behaviors that are based on organizational culture
and foster organization’s ability to reach its goals, managers are recommended to
provide their employees with case studies, where different positive and negative
examples of specific decisions, behaviors and consequences are described.
Managers of organizations are recommended to create engaging work conditions in
order to foster work engagement and help their employees, who currently are either
disengaged or neither engaged nor disengaged become more engaged in their daily
work performances. That can be achieved through designing and balancing different
work-related and organizational factors for engagement, as task and role
characteristics, level of workload, management style, as well as other elements of
the engagement model described in this thesis.

Based in literature analysis, it can be concluded that employee’s ability to engage is
affected by certain personality traits, that can be contributory (e.g. self-efficacy,
optimism, adaptability, proactive personality) or impedimental (e.g. neuroticism and
insecurity) to engagement. Therefore, during recruitment process, managers are
recommended to evaluate personality characteristics of the candidates in addition to
their competence, work experience and personal values. Certain personality
characteristics can be detected by use of appropriate testing tools, as well as
interview questions. However, making recruitment decisions only based on the
above mentioned engagement affecting personality characteristics might lead to
hiring employees with only extroverted personality traits, while many jobs within

different organizations require qualities typical to more introverted personalities.
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Therefore, managers are recommended to also consider compatibility between the
potential candidate’s personality traits and the traits required for the specific job
role.

In order to foster work engagement, managers within organizations operating in the
ICT sector in Latvia are recommended to put more emphasis on organizational
culture dimension innovation. Some of the methods for fostering innovation include
creating conditions of limited resources (time, material, budget, human resources,
etc.) for a certain period of time; organizing regular (weekly/monthly/quarterly)
innovation workshops, where employees are given a chance to share knowledge and
ideas; and organizing internal innovation competitions, where employees are invited
to work on innovative ideas individually or in teams. Additionally, different joint
company activities, where employees from different parts of the organization can
come together and communicate, foster innovation too.

In order to foster work engagement, managers within organizations operating in the
ICT sector in Latvia are recommended to focus on organizational culture dimension
performance orientation. This can be done through improving ways in which daily
work is organized. Organizing programming related work within IT organizations
can be a very challenging task, as it usually involves multiple interdependent
phases, as setting requirements, prioritization, programming, testing, deployment,
etc. In order to manage their daily work, teams can use one or a combination of the
so called Agile methodologies (e.g. Scrum, Kanban, Extreme programming, etc.).
These working methods can be adapted in a flexible way, by adjusting them to the
needs of every specific organization or team. In addition, organizations are
recommended to use common documentation and workflow organization tools, such
as Microsoft OneNote and similar. It is important that everyone within the
organization uses the same tools instead of each employee or department using their
own. These tools can be included in the IT system package offered by the company.
In order to foster work engagement, managers within organizations operating in the
ICT sector in Latvia are recommended to put more emphasis on organizational
culture dimension social responsibility through defining and communicating a clear
guiding philosophy and being reflective. In regards to being reflective, managers are
recommended to encourage their employees to reflect on their recent achievements
and failures. This can be achieved through the so called retrospective meetings,
which often are a part of Scrum methodology (mentioned in the previous

recommendation), where members of a team are invited to discuss, what part of
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10.

11.

their work went well and what could have been done better during the previous
sprint (a pre-defined period of time during which a specific amount of work has to
be completed).

Researchers are encouraged to use the theoretical framework and research
methodology of this study and perform similar studies in other sectors of economy,
in order to expand the knowledge of the impact of organizational culture dimensions
on dimensions of work engagement in different types of organizations.

Researchers are recommended to conduct similar studies in other countries and
compare research results in order to determine, how national culture differences
affect the impact of specific organizational culture dimensions on dimensions of
work engagement.

Researchers are invited to apply the theoretical model of work engagement factors
developed in scope of this study to their studies and investigate, what factors have
the most significant impact on work engagement, and what is the most effective

approach to foster work engagement.
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