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ANOTACIJA

Promocijas darba nosaukums ir ,,Lidera-padota mijiedarbiba un organizacijas uzticéSanas ka
konteksts un mikro-pamati organizacijas novatoriskumam?”.

Pétijuma mérkis ir izpétit attiecibas starp Lidera-padota mijiedarbibu (orig. Leader member
exchange vai LMX), organizacijas uztic€Sanos un organizacijas novatoriskumu un noteikt, kuri
specifiskie faktori organizaciju konteksta bitu janem véra vaditajiem, lai paaugstinatu
organizacijas novatoriskumu. Balstoties uz attiecibu vadibas teoriju, $aja pétijuma tiek pétita
lidera un padota mijiedarbiba ka organizacijas novatoriskuma socialais mikro-pamats.

P&tijuma ir izmantota jaukta metodologija. Kvantitativie dati ir iegiti, izmantojot strukturétu
aptauju 80 lielajos Latvijas uznémumos, izlasi veido 405 respondenti. Kvalitativo datu pamata
ir 8 padzilinatas intervijas ar lielu organizaciju biznesa vaditajiem-lideriem. Lai parbauditu
hipotézes, kvantitativajiem datiem tika izmantota hierarhiska regresijas analize un strukturala
vienadojuma modeléSana, savukart kvalitativajiem datiem tika izmantota tematiska analize un
pielietots MAXQDA instruments.

Rezultati parada, ka lidera-padota mijiedarbibas (LMX) kvalitatei ir statistiski nozimiga
saistiba ar organizacijas novatoriskumu, un organizacijas uzticéSanas nozimigi ietekme §is
attiecibas. Visspécigak uzticéSanas ietekmé organizacijas novatoriskuma strateégisko, procesa
un uzvedibas komponenti. Turklat uzticésanas kognitiva dimensija ir daudz svarigaka neka
emocionala. Ar organizacijas kontekstu saistitie faktori, kas ietekmé LMX - uzticéSanos -
organizatoriska novatoriskuma attiecibas, tika identificéti $adi: darbinieka vecums, darba stazs
organizacija, izglitiba, dzimums un komunikacijas valoda starp vaditaju un darbinieku.
Nodro$inot organizacijas novatoriskumu, emocionala uzticé$anas ir svariga tikai sievietem
(darbiniecém). LMX kvalitate ir svarigaka gados vecakiem darbiniekiem, savukart, ja
komunikacijas valoda starp vaditaju un padoto kaut vienam no viniem nav dzimta valoda,
uztic€Sanas klust par biitisku nepiecieSamibu organizacijas novatoriskuma nodrosinasanai.

Ieglitie dati apstiprina organizacijas uzticé$anas starpnieka lomu LMX un organizacijas
novatoriskuma attiecibas. Tiek identificéti konteksta faktori, kas ir svarigi organizacijas
novatoriskumam. Secinajumi ir saistiti ar attiecibu lideribas ipatnibam Latvijas konteksta un
tas lava izveidot novatoriskumu veicinoSas vaditaju uzvedibas vadlinijas, kuras var pielietot
Latvijas organizacijas.

S pétijuma originalitate pamatojas ta holistiskaja pieeja, jo hipotéze par lidera padota
mijiedarbibas un  organizacijas uzticé$anas ietekmi uz organizacijas novatoriskumu
apstiprinas, nemot véra kvantitativo un kvalitativo datu analizi, ka arT ar kontekstu saistitos
individuala limena faktorus — mikro-pamatus. Tadejadi $is p&tijums lauj pilnigak izprast lidera-
padota mijiedarbibu organizacijas un socialaja konteksta.

Promocijas darbs sastav no 240 Ipp., 34 tabulam, 19 attéliem; izmantoti 618 zinatniskas
literatiras un informacijas avoti, pievienoti 8 pielikumi.

Atslégas vardi: lidera-padota mijiedarbiba (LMX); lideriba, organizacijas uztic€Sanas;
organizacijas novatoriskums, mikro-pamati, konteksts, jaukta metodologija.



PETAMO PARADIBU DEFINICIJAS UN SKAIDROJUMS

Lidera-padota mijiedarbiba (LMX: Leader Member Exchange) - attiecibu lideribas
jédziens, kas uzsver attiecibu kvalitati starp vaditaju un sekotaju. Augsts LMX norada uz augstu
attiectbu kvalitati, bet zems LMX nozim& zemu kvalitati vaditaju un darbinieku (sekotaju)
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attiecibas. Saja darba vards “sekotajs”, “padotais” un “darbinieks” tiek izmantoti ka sinonimi.

Organizacijas uzticéSanas (organisational trust) - organizacijas dalibnieka pozitiva
attiecksme pret citu dalibnieku, ticiba, ka otra puse rikosies péc godigiem spéles noteikumiem
un neizmantos savas prieksrocibas riskanta situacija (Das and Teng, 1998).

Organizacijas uzticéSanas ir arT novertéjums, kuru sniedz darbinieks orgnizacijas uzticamibai.
Organizacijas uzticeSanas tiek defin€ta ka darbinieka uzticibas sajiita par to, ka organizacija
veiks darbibas, kuras vinam ir labvéligas vai vismaz nav kaitigas (Tan and Tan, 2000, p. 243).

Organizaciju novatoriskums (organisational innovativeness) - organizacijas vispargja
icksgja attieksme pret jaunam idejam un sp&ja eksperimentét un iesaistities radoSos procesos
(Wang and Ahmed, 2004, 205. Ipp.).

Novatoriskums ir inovaciju radiSanas priekSnoteikums (Walsh, et al., 2009; Utterback, 1994),
kas savukart nozimé jaunas klienta vértibas radiSanu un piegadi tirgii (Carlson and Wimot,
2006).

Novatoriskums tiek konceptualizéts ka daudzdimensionals jédziens; sastav no piecam
dimensijam: produkta, tirgus, procesa, uzvedibas un stratégiska novatoriskuma (Wang and

Ahmed, 2004).

Mikro-pamati (micro-foundations) - darbibas organizacijas, kas norisinas individa un grupas
limeni; individuala un grupas Iimena darbibas, kas veido stratégiju, organizaciju un, plasaka
nozimé — organizaciju dinamiskas prasmes (Eisenhardt, et al., 2010, 1263. Ipp.)



IEVADS

Viens no galvenajiem jautajumiem vadibas un uzn€méjdarbibas zinatnu joma ir saistits ar
uznémumu snieguma neviendabigumu vai, vienkarSojot, izpratni, kapec uzn€émumu darbibas
rezultati ir tik atskirigi (Molina-Azorin, 2014). Organizacijas snieguma atskiribu izcelsme, kas
ir makro ITmena paradiba (vai kolektivais mainigais), tradicionali tick pétita, pamatojoties uz
citiem kolektiviem mainigajiem lielumiem (piem&ram, resursiem un iesp&jam). Tomer pedg&jas
desmitgades laika “mikro-pamatu virziena zinatnieki ir uzsvérus$i, cik svarigi ir savienot
kolektiva limena rezultatu ar ta mikro-limena izcelsmi (Felin, et al., 2012; Foss, 2009). St pieeja
ir Tpasi vertiga praktikiem, jo vadiSana un 1€émumu pienemsana izriet no individuala Iimena
prasmém, talantiem un sp&jam (Leopold and Harris, 2009). Turklat izpratne par to, ka
organizacijas unikalas sp&jas var rasties individuala Iimena faktoru mijiedarbibas rezultata, ir
strat€giski svariga gan pétniekiem, gan praktikiem (Felin, et al., 2015).

Daudzi autori uzskata, ka organizaciju novatoriskums ka sp&ja radit jaunus
risinagjumus, eksperimentét un iesaistities radoSos procesos (Lumpkin and Dess, 2001) ir
organizaciju izdzivosanas un konkurétsp&jas pamatelements (pieméram, Little, et al., 2017;
Anderson, et al., 2014; Deschamps, 2009) un ir regionalas attistibas pamats (Broekel and
Brenner, 2011; Ludviga, 2012). Inovacijas un novatoriskums ir politiski pasludinatas par
organizaciju, naciju un cilvéces “izdzivosanas prasmi” (Schumpeter, 1942), un nesen pétnieki
tas ir sakus$i uzskatit par jaunu attistibas paradigmu visas nozarés (DeMiranda, et al., 2009).
Inovaciju politikas platforma (IPP, 2013), ko izstradajusi Ekonomiskas sadarbibas un attistibas
organizacija (ESAO) un Pasaules Banka, ir teikts, ka inovacijai ir iz8kiroSa nozime ekonomikas
ilgtermina izaugsmé, jo ta veicina konkurétsp&ju, rada darba vietas, palidz risinat vides un
veselibas jautajumus, veicina ilgtsp€jigu izaugsmi. Globalaja inovaciju indeksa 2019. gada
Latvija ienem 34. vietu, salidzinajuma ar Somijas 7. un Igaunijas 23. vietu (INSEAD, 2019).
Tadgjadi Latvijas ekonomikai ir aktuals jautajums ka paatrinat izaugsmi inovaciju joma un kas
var kalpot par pamatu organizaciju sp&jai radit inovacijas vai novatoriskumu, kas savukart
veicinatu sabiedribas labklajibu.

P&tijumi par organizaciju sp&ju radit inovacijas liecina, ka biezi organizaciju
novatoriskuma potencials netiek pilniba izmantos (Wang and Ahmed, 2007; Riivari and Lamsa,
2014). Sis pétijums mégina atklat iesp&jamos iemeslus novatoriskuma trikumam. Mikro-
Iimeni organizacijas sastav no individiem - darbiniekiem un vaditajiem, komandam un
mijiedarbibas procesiem starp viniem. Saskana ar “mikro-pamatu kustibas” pétniekiem,
individuala limena faktoru (to faktoru, kuri ir saistiti ar individiem) izpéte, ir svarigs
sakumpunkts, lai analizétu makro-limena (organizacijas) rezultatus, pieméram, organizaciju
novatoriskumu, jo individiem organizacija neapSaubami ir ietekme uz procesiem un kartibu,
kas savukart sp&lé nozimigu lomu organizaciju rezultatu radisana (Felin, et al., 2015).

Ieprieksgjie pétijumi parada, ka svarigu lomu organizaciju novatoriskuma spéle
vaditaji (piem&ram, Ricard, et al., 2017; Buschens, et al., 2013). P&tijumi liecina, ka liderim ir
organizaciju parmainu katalizatora loma (Trevino, et al., 2014). Augstakas vadibas atticksme
un [émumi rezon€ visa organizacija (Kaptein, 2008; Trevino, et al., 2003). Saskana ar Indan
pétijumu (Indans, 2010) apméram 90 000 Latvijas iedzivotaju ir emigréjusi uz citdm valstim
“tapec, ka bija vilusies vinu vaditajos un darba apstaklos” Saja pétfjuma lidz ar to galvena
uzmaniba tiek pieversta attiecibu lideribai, kura reprezenté organizacijas mikro-limeni.

Viena no popularakajam un noderigakajam pieejam, ka izprast attiecibu lideribu un
tas ietekmi uz darba rezultatiem, ir lidera-padoto mijiedarbibas (LMX) teorija (Yu, etal., 2018).
S1 teorija skaidro lideribu ka procesu, kas radies mijiedarbiba starp lideriem un padotajiem
(Graen and Uhl-Bien, 1995). Svarigs faktors vadi$anas procesa ir nepartraukts savstarpgjo
attiecibu veidosanas process starp Iideri ar vina atseviskiem padotajiem (Ferris, et al., 2009).



Vairakos pétijumos konstatéts, ka augstas kvalitates attiecibas starp abam pusém var
ietekm@t gan organizacijas vispargjo darbibu, gan darbinieku personisko labklajibu, kas ir loti
svariga individu un organizaciju darba dzives produktivitates un efektivitates nodrosinasanai
(Graen and Uhl-Bien, 1995). Ir daudz pétijumu par lideribu; tomér, saskana ar Lordu un
kolégiem (Lord, et al., 1991) darbinieku perspektiva joprojam nav pietiekami izprasta vadibas
procesos. Lidzigi, Houels un Samirs (Howell and Shamir, 2005) uzsver nepiecie$amibu iegiit
vairak ieskatu par to, ka vaditaju-padoto mijiedarbiba var veicinat padoto apmierinatibu un
izpetit to, ka s attiecibas atspogulojas uznémumu rezultdtos. Sis pétijums atbild uz 3o
aicinagjumu. Liela dala pétijumu par LMX ir veikti, koncentrgjoties uz Iideru un sekotaju
mijiedarbibu (Graen and Uhl-Bien, 1995). Jaunakie pétijumi apliecina nepieciesamibu sikak
izpétit saikni starp LMX un individa (Norvapalo, 2014), organizaciju (Gerstner and Day, 1997)
un sabiedribas (Nie, 2016; Hui un Graen, 1997) limena faktoriem, un §is p&tijums pamatojas
uz So augstakmin€to aicinajumu.

Zinatnieki ir atzinusi, ka Iidera un padota attiecibas neeksisté vakuuma (Yu, et al.,
2018), turklat vaditaji nevar nodibinat augstas kvalitates attiecibas ar visiem saviem padotajiem
(Yu, et al., 2018). Pé&tot attiecibas organizacijas, savstarpgja uzticéSanas biezi paradas ka
nozimigs aspekts (Poppo, et al., 2016). Uzticiba rada pozitivas ekspektacijas par partnera
nodomiem un izturéSanos (Connelly, et al., 2012). Biezi tiek diskutéts, ka uzticésanas ir btisks
pamats veiksmigai uzn€muma darbibai, jo ta ir nozimigs elements socialaja un ekonomiskaja
apmaina, kur svariga ir sadarbiba, ka arT apnemsanas un komunikacija (Savolainen, 2008). Lai
ar1 organizacijas uzticésanas ir kluvusi par pievilcigu un aizraujosSu jédzienu pétniekiem, un ta
iegiist arvien lielaku popularitati vadibas p&tijumos, uzticéSanas koncepts joprojam ir neskaidrs.
Daudzi pétijumi nedod skaidru redz&jumu par tas batibu un lomu (Kujala, et al., 2016). P&tnieki
apgalvo, ka uzticéSanos vislabak var konceptualizét ka kontekstam specifisku nevis
visparinamu jédzienu (Connelly, et al., 2012); to pasu var attiecinat uz lideru un padoto
mijiedarbibu (Nie, 2016). Saja pétijuma gan lidera-padota mijiedarbiba, gan uztice$anas tiek
uzskatiti par faktoriem, kuri ir atkarigi no organizacijas konteksta un kuri ari veido mikro-
pamatu tadam kolektivajam faktoram ka organizacijas novatoriskums.

Pec Desitiza teikta, individs nonak attiecibas noteiktos konteksta apstaklos, kas
ierobezo vai lauj reagét noteikta veida (De Souza, 2014), tapéc plasu un niansétu fenomena
izpratni var sasniegt tikai tad, kad tiek nemti véra konteksta faktori (du Toit, et al., 2018;
Bryman, et al., 1996). Pieméram, Huijs komunikacijas valodu un darbinieku darba stazu
identificgja ka sociali emocionalo faktoru, kam ir biitiska ietekme uz panakumiem un
pozitivajiem organizacijas limena rezultatiem (Huy, 2011). Sis pétfjums seko Spektora un
Brannika (Spector and Brannick, 2011) uzskatiem, kuri iesaka izvairities izmantot
demografiskos faktorus tikai ka kontroles mainigos, jo tie var izradities nozimigi konteksta
faktori. Vini iesaka Sos konteksta mainigos pétit sikak, jo biezi tie var izskaidrot novéroto
rezultatu iemeslus (Spector and Brannick, 2011).

Nemot veéra Latvijas sabiedribas tendences dalities péc nacionala principa (ka tas ir
atspogulots dazados masu mediju avotos, sk. Kaprans un Kudors, 2018), Latvijas uzn€mumi
rada interesantu kontekstu valodas izpg&tei, jo ta var eventuali ietekm&t vaditaju un padoto
savstarp&jo uzticéSanas un attiecibas. Attieciba uz paaudzu atSkiribam tiek apgalvots, ka dazadu
paaudzu individiem ir atSkirigas darba ekspektacijas (Beutell and Wittig-Berman, 2008,
Twenge, et al., 2010). P&tijums apskata arT §adu faktoru ietekmi ka dzimums, izglitiba, statuss
un staza ilgums viena organizacija. Tadgjadi tradicionalie kontroles mainigie (tadi, ka
dzimums, vecums, izglitiba, stazs un valoda) $aja pétijuma tiek izmantoti ka konteksta
specifiski faktori, kas var ietekm@t attiecibas starp neatkarigiem un atkarigiem mainigajiem.

Apkopojot augstakmingto, $is pétijums pamatojas uz sekojoso: organizaciju
novatoriskums nozimé organizaciju sp&ju generét jaunas un noderigas idejas, tadejadi radot
inovacijas. Lai tas realiz&tos, nepiecieSama savstarpgjas uzticéSanas atmosfera, kura var notikt



zinasanu un ideju apmaina. Tiek uzskatits, ka Saja procesa izSkiro$a nozime ir vaditajam, kurs§
var attistit augstas kvalitates attiecibas ar padotajiem, balstitiem uz savstarpgjo cienu, lojalitati
un uztice$anos. So abpusGjo attiecibu kvalitite rezoné visa organizacija un rada
novatoriskumam labvéligu vidi. Sis pétijums sniedz ieguldijumu lidera-padota mijiedarbibas
teorijas pielietosana Latvijas biznesa konteksta.

Petijuma merkis, uzdevumi, petijuma tezes un petijuma hipotezes

P&tljuma galvenais jautajums ir saprast, ka vaditaji var paaugstinat organizacijas
novatoriskumu. Lai to noskaidrotu, tiek nemti véra konteksta specifiskie faktori, vaditaju un
padoto attiecibu kvalitate, ka ari tiek noskaidrots, kada ir organizacijas uzticé$anas nozime $aja
procesa.

Pettjumam ir divi mérki:

e Pirmkart, izpétit saistibu starp LMX, organizacijas uztic€Sanos un organizacijas
novatoriskumu, lai sniegtu ieguldijumu vadibzinatné par LMX un tas ietekmi uz
organizacijas darbibu.

Sis mérkis atbilst organizaciju mikro-pamatu pétniecibas virzienam. Darba tiek analizétas
emocionalas un kognitivas uzticéSanas komponentes, ka ari to starpnieka loma LMX -
novatoriskuma attiecibas. Sis pétijums atskiras no citiem LMX pétijumiem, jo tas koncentrgjas
tikai uz biznesa nozari un lieliem uznémumiem Latvija. Turklat vienlaikus tiek analizétas
vairakas attiecibas, izmantojot strukturalo vienadojumu modeléSanas (SEM) metodi, tad€jadi
laujot atklat sakaribas stiprumu starp LMX, organizacijas uzticéSanos un novatoriskumu, ka ar1
precizak noteikt emocionalo un kognitivo uzticéSanas aspektu lomu Saja saikn€ un attieciba uz
dazadam organizacijas novatoriskuma formam (produkta, procesa, marketinga, stratégisko vai
uzvedibas novatoriskumu). P&tijuma tiek izmantota jaukta metodologija, kas Iidz §im LMX
pétijumos nav bijis.

e Otrkart, petijuma mérkis ir analizét LMX, organizacijas uztic€Sanas un novatoriskuma
attiecibas, izmantojot konteksta specifiskos faktorus, un izstradat uzvedibas vadlinijas,
ko Latvijas uznémumu vaditaji varétu izmantot organizaciju novatoriskuma attistiba.

Saja pétijuma konteksta faktori - valoda, darba stazs, dzimums, vecums (precizak: piederiba
paaudzei) un izglitiba, ir izmantoti ka pamats konkur&joSo hipotézu izstradasanai, atbilstosi
Spektora un Brannika (Spector and Brannick, 2011) rekomendacijam. P&tijums atklaj, kada ir
So faktoru ietekme uz saikni starp novatoriskumu (atkarigo mainigo) un LMX un organizacijas
uzticé$anos (attiecigi neatkarigo mainigo un mediatora mainigo).

Saskana ar mérki tiek izvirziti §adi pétijuma uzdevumi:

1. Kritiski analiz€t zinatnisko literatiru par attiecibu Ilideribu, organizacijas
uztic€Sanos un novatoriskuma teorijam, ka arl mikro-pamatiem stratégiskas vadibas, biznesa
gtikas un Iideribas petijumos;

2. Novertet esoSos modelus un instrumentus, kas saistiti ar petamajam paradibam,;

3. Veikt aptauju, izmantojot izvélétas metodes, un intervijas ar lielo uznémumu
vaditajiem;

4. Analizét rezultatus, izmantojot statistikas metodes, pieméram, korelacijas un
regresijas analizi, daudz-limenu analizi, izmantojot SPSS un smart-PLS, ka arT satura analizi
interviju interpretacijam,

5. Noformulét pétijjuma secinajumus un ieteikumus iesaistitajam pusém - lielo
uznémumu vaditajiem, darbiniekiem un izglitibas iestadém.



Pétijuma objekts: lielie biznesa uznémumi Latvija; Pétijuma priekSmets: saistiba starp
organizacijas LMX, konteksta faktoriem un uzticéSanos (organizacijas mikro-pamatiem) un
organizacijas novatoriskumu (makro-limena faktoru).

Darba pirmas nodalas literaturas analizes rezultata tika izstradatas Sadas pétijuma hipotézes:
1. hipotéze: Vaditaja-padota mijiedarbiba (LMX) statistiski nozimigi ietekm@ organizacijas
novatoriskumu.

2. hipoteze: Vaditaja-padota mijiedarbiba (LMX) statistiski nozimigi ietekm& organizacijas
uztic€sanos.

3. hipotéze: Organizacijas Uztic€Sanas ir mediators (pastiprina saikni) attiecibas starp vaditaja-
padota mijiedarbibu (LMX) un organizacijas novatoriskumu.

4. hipoteze: Konteksta faktoriem, tadiem ka valoda, piederiba paaudzei, dzimums, izglitiba,
statuss un darba stazs viena organizacija, ir statistiski nozimiga modergjosa ietekme attiecibas
starp LMX, organizacijas uztic€Sanos un organizacijas novatoriskumu.

Pétijuma kvalitativas dalas realizéSanai ir izveidoti divi p&tijuma jautajumi:
Pétijjuma jautajums 1: Ka lielo uzpnémumu vaditaji saprot novatoriskuma un
organizacijas uzticé$anas nozimi sava darba dzive?
Petijuma jautajums 2: Ka lielo uznémumu vaditaji veérté mijiedarbibu ar vigu tieSajiem
padotajiem un $§is mijiedarbibas nozimi saistiba ar organizacijas uztic€Sanos un
novatoriskumu?

Tezes aizstavesanai:

1. Organizacijas uzticéSanas ir biitiska sastavdala, lai raditu un uzturétu organizacijas
novatoriskumu lielajos biznesa uznémumos; organizacijas uztic€$anas ir mediators
vaditaju-padota mijiedarbibas (LMX) un novatoriskuma attiecibas.

2. Lai pastavétu organizaciju novatoriskums, kognitiva uzticéSanas ir svarigaka neka
emocionala uztic€Sanas; tomer emocionala uztic€Sanas ir svariga sievietém.

3. Ja sazinas valoda starp vaditaju un padoto nav dzimta nevienai no komunikacija
iesaistitajam pusém, organizacijas uzticé$anas nodrosinasana klust butiskaka. Augsta
vaditaju un padoto mijiedarbiba (LMX) nav pietiekams faktors, lai raditu organizaciju
novatoriskumu.

4. Organizacijas konteksta faktoriem ir svariga loma lidera-padota mijiedarbibas,
organizacijas uztic€Sanas un organizacijas novatoriskuma attiecibas.

5. Lidera uzvedibu, kas pozitivi ietekmé organizacijas novatoriskumu, var iedalit 15
uzvedibas kategorijas un talak tas sagrupét 3 lielas kategorijas (novatoriskuma
vizualizésana, uzticibas un uzticamibas radiS$ana un novatoriskuma uzraudziba).

Izmantotas pétijumu metodes

Pé&tijuma pamata ir datu triangulacija, izmantojot jauktu metodologiju un integréjot kvantitativo
un kvalitativo datu analizes rezultatus, lai iegiitu daudzpusigas zinasanas par paradibu saistibu
(Creswell un Tashakkori, 2007). Kvantitativa rakstura primarie dati tiek iegtti, izmantojot
aptaujas anketas (n = 405). Dalgji strukturétas padzilinatas intervijas ar astoniem lielo
uznémumu vaditajiem veido pétjjuma kvalitativo dalu.
P&tfjuma izmantoti $adi instrumenti:

1) Lidera — padoto mijiedarbibas (Leader-member exchange, LMX) 7 apgalvojumu

skala (Graen un Uhl-Bien, 1995);

2) Organizacijas uzticéSanas: 11 apgalvojumu skala (McAllister, 1995);



3) Organizaciju novatoriskuma: 20 apgalvojumu skala (Wang un Ahmed, 2004);
4) Padzilinatas intervijas ar lielo uzn@mumu vaditajiem.

Kvantitativo datu statistiskai analizei tika izmantotas hierarhiskas regresijas analize, vidgjo
vertibu atskiribu testi un strukturala vienadojuma modeleSanas (SEM) tehnika, izmantojot
SPSS un PLS programmas. Kvalitativajiem datiem tiek izmantota tematiska analize.

Pétijuma novitate

Zinatniska novitate - LMX-uztic€Sanas-novatoriskuma saistibu analize tiek veikta
padzilinataka un detaliz&taka veida, neka tas tika darits [idz Stm:

1. atklata specifiska ietekme uz piecam organizacijas novatoriskuma dimensijam
(produktu, tirgus, procesu, stratégisko un uzvedibas aspektu);

2. atklata kognitivas un emocionalas uztic€sanas dazada ietekme uz atseviskiem
novatoriskuma aspektiem;

3. paradibas tiek pétitas no konteksta viedokla un ir atklata kontekstu faktoru ietekme;

4. izmantojot jaukto metodologisko pieeju (ieklaujot gan darbinieku, gan lideru
viedoklus), iegiits daudzpusigs skatijums;

5. attiecibas tiek pétitas lielajos biznesa uznémumos, kur inovacija ir konkurétspgjas
pamata.

Praktiska novitate - izveidots uzvedibas vadliniju modelis vaditajiem organizacijas
novatoriskuma attistibai, ietverot 15 vaditaja uzvedibas darbibas.

Pétijuma ierobeZojumi
Saja pétijuma tika iesaistitas tikai liclas biznesa organizacijas, lidz ar to secinajumus nevar
visparinat un pilna meéra attiecinat uz Latvijas biznesu kopuma, pieméram, mazajos
uznémumos pétitas attiecibas varétu bt citadas.

Tika veikts Skérsgriezuma pétijums gan atkarigo, gan neatkarigo mainigo mérisanai,
izmantojot vienotu aptauju. Sada pieeja vargja radit metodes kliidu (common method bias).
Tomeér jaatzime€, ka parbaudot datus péc Hartmana vienfaktora testa, metodes kliida netika
identificéta.

Peétijuma rezultatu aprobacija
S1 promocijas darba pétijuma rezultati tika prezentéti piecpadsmit zinatniskajas konferencés:

1) 29. Starptautiska zinatniska EBES (European Business Economics Society) konference,
Lisabona, 10.-12. 10. 2019. Jalija Zakemo, Iveta Ludviga, “ The effect of leader-
member exchange on organizational innovativeness and the mediating role of trust in
business sector organisations”.

2) EBEN (European Business Ethics Network) Starptautiska pétniecibas konference, 26-
29.09.2019., Roskilde, Jilija Zakemo “Leader — subordinate relationship quality
impacting organizational trust and innovativeness: the role of language.”

3) 12. ikgadgja Zinatniska Baltijas biznesa menedzmenta konference (ASBBMC 2019)
“Foreseeing Challenges and Opportunities for Organizations at the Macro and Micro
Level”, 21-23.02.2019. Julija Jacquemod, “LMX as Perceived by Leaders: A
Qualitative Study”.

4) 77. lkgadgja Latvijas Universitates zinatniska konference "Dalisanas ekonomikas
attistibas tendences", 12.02.2019. Jiilija Zakemo "LMX loma organizacijas uzticiba:
kvalitativs petijums".

5) 76. Ikgadgja Latvijas Universitates zinatniska konference “Konkuretspejas vadisanas
efektivitates paaugstinasanas problemas wun risindgjumi Latvijas uznémumos”
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30.01.2018. Jilija Zakemo, “Vaditaja-padoto attiecibu kvalitates nozime organizacijas
inovetspgjas veidosana”.

6) EBEN (European Business Ethics Network) Ikgad€ja Starptautiska zinatniska
konference, “Searching for Sustainability in Future Working Life “, Jyvaskyla, 12-14.
06. 2017. Julija Bulatova, "The role of ethical leadership on organisational
innovativeness, mediated by organisational trust."”

7) 9. Ikgadgja zinatniska Baltijas biznesa menedzmenta konference “Challenges of
Business Sustainability in the Digital Age.” 21-23. 04. 2016. Julija Bulatova “The
Impact of the Ethicality of Leadership on Organisational Innovativeness, Mediated by
Organisational Trust.”

8) IRIS — ALKONA Starptautiskais zinatniskais simpozijs “Economics, Business and
Finance” Jurmala, July 5 — 9, 2016. Julija Bulatova. “The Impact of leadership ethics
on organisational innovativeness.”

9) 75. Ikgadgja Latvijas Universitates zinatniska konference "Current issues in
organization management in Latvia,” 03.02.2017. Jalija Bulatova, "LMX loma
organizacijas uzticibas izpratng."

10) 74. Tkgadgja Latvijas Universitates zinatniska konference 03.02.2016. “Konkurétspejas
vadisanas  efektivitates paaugstindsanas probléemas un risindjumi Latvijas
uznemumos.” Jilija Bulatova, “Inovativa organizacija: kada ir lidera nozime?”

11) Starptautiska zinatniska konference “Ethical Organisation is Sustainable Innovation”
Kaunas, Vilnius University, 25.03.2015. “Organisational Innovativeness: how is it
connected with the ethics of the leader?”

12) EBEN (European Business Ethics Network) ikgad&ja Starptautiska zinatniska
konference, Berline, 12-14. 06. 2014. Jalija Bulatova “What is the Meaning of Shame
in Latvian Business Context?”

13) Starptuatiskais zinatniskais seminars par atbildigu biznesu (Respman). 11. — 12. 03.
2015. Tamperes Universitate, Tampere. “The role of ethical leadership in trust creation
and enhancement of organisational innovativeness.”

14) 7. Ikgadgja zinatniska Baltijas biznesa menedzmenta konference “Business and
Unceirtainty: challenges for emerging markets” RISEBA, 24. — 25. 04. 2014. Julija
Bulatova "Shame as a Leadership Virtue: Theoretical and Practical Grounds.”

15) 23. Starptautiska biznesa pétijumu konference, Melburna, Australija, 18. —20. 11. 2013.
Julija Bulatova “The Role of Shame in Understanding Ethical Leadership.”

Publikacijas
Galvenie pétijumu rezultati ir publicéti septinas zinatniskajas publikacijas:

1) Jacquemod, J., 2020. Organisational innovativeness: the role of LMX. Journal of
Economics and Management Research. Pienemts publicésanai.

2) Bulatova, J. 2016. Morality as an Index of Mental Health of the Organisation: Building
a Model of Healthy Leadership. In: Understanding Ethics and Responsibilities in a
Globalising World. M.C.C.de Arruda, B.Rok (Editors). The International Society of
Business, Economics, and Ethics Book Series. Springer International Publishing.

3) Bulatova, J. 2015. The Impact of Leadership on Organisational Innovativeness
mediated by Organisational trust: a Latvian perspective. In: Organizaciju Etika,
Novatoriskumas ir Darniosios Inovacijos. Mokslo monografija. R.Pucetaite,
A.Novelskaite, R.Pucinaite (Eds). Vilnius: Akademine Leidyba.

4) Bulatova, J. 2015. The Role of Leadership in Creation of Organisational Trust. Journal
of Business Management. 9, 28 — 33 Ipp.

5) Lamsa, A.-M., Pucetaite, R., Kujala, J., Medeisiene, R., Riivari, E., Bulatova, J.,
Heikkinen, A. (2015). Mixed Learning Approach to Teaching Ethics in Leadership and
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Management: A Case Course in a Multicultural Group. In G. Sardana, & T.
Thatchenkery (Eds.), Managing Complex Organization Change: Action-oriented
Approaches for Sustaining Positive Interventions (pp. 352-364). Bloomsbury
Publishing India. https://jyx.jyu.fi/handle/123456789/52946

6) Bulatova, J. 2014. The Role of Shame in Ethical Leadership. World Journal of Social
Sciences. 4 (3), 70 — 81 Ipp.

7) Bulatova, J. 2014. Shame as a Leadership virtue: theoretical and practical grounds.
Journal of Business Management. 8, 45 -51 Ipp.

Promocijas darba struktiira

Ievada ir aprakstits pétijjuma pamatojums, ta mérki un pétjjuma baze; aprakstiti ari galvenie
J&dzieni. Pirmaja dala ir sniegts parskats par mikropamatu kustibu vadibzinatng, un tam seko
lidera un padoto mijiedarbibas teorijas (LMX) apraksts, ka arT $is teorijas vieta citas vadibas
teorijas; ir analiz&ti organizacijas uzticéSanas un organizacijas novatoriskuma pamati, tadéjadi
nodros$inot $1 pétijuma teorétisko bazi. Otra dala ir veltita petijuma metodologijai: Seit tiek
apskatitas petjjuma metodes, instrumenti, petijuma izlase. Tam seko tresa dala, kura paraditi
pétijumu rezultati un secinajumi. Dalas nosléguma ir piedavatas interpretacijas un vaditaju
uzvedibas vadliniju modelis organizacijas novatoriskuma nodro§inasanai. Nosléguma ir
secinajumi un ieteikumi, ka ari ir noteikti p&tijuma ierobezojumi un ir noraditas turpmako
petijumu perspektivas.

Darba kopgjais apjoms ir 240 lappuses, tas ieklauj 34 tabulas, 19 att€lus; tika izmantoti 618
literattiras avoti un darbs ieklauj 8 pielikumus.

1. DALA. LMX UN TA IETEKME UZ ORGANIZACIJAS
UZTICESANOS UN NOVATORISKUMU

1.1. Lideribas attiecibu pieeja

Vaditaja-padota mijiedarbibas teorija, kas ir §1 pétijuma pamata, pieder pie ta saucamas
attiecibu pieejas vadibzinatng. Saja pieeja lideriba tiek apliikota ka attiecibas starp vaditaju un
darbinieku. Konkrétak, attiecibu pieeja apliko lideribu ka mijiedarbibas rezultatu starp
organizacijas darbiniekiem un vadibu (Fairhurst and Uhl-Bien, 2012; Hosking, 2007).
Attiecibu pieeja tiek uzsveérts ari lideribas attiecibu kontekstualais raksturs, pieméram,
sabiedriskais konteksts (Osborn, et al., 2002). Kopuma var teikt, ka salidzinajuma ar citam
pieejam, attiecibu pieeja ir versta uz lideribu ka mijiedarbibas procesu ar darbiniekiem, un abas
puses tiek uzskatitas par attiecibu veicinatajam. Turklat Jukls un kolegi (Yukl, et al., 2009;
Yukl, 2013) noradija, ka $aja procesa tiek sagaidits, ka gan vaditaji, gan sekotaji, pildot savus
pienakumus, izturas &tiski un respekt&jot viens otru.

“Attiecibu orientacija nozime atzit, ka organizaciju paradibas pastav savstarpgji saistitas
attiecibas un tam ir inter-subjektiva nozime” (Uhl-Bien, 2006, 655. lpp.). Saskana ar So
perspektivu lideriba ir jasaprot notiekoSo sarunu un attiecibu konteksta (Holmberg, 2000;
Graen un Uhl-Bien, 1995; Graen un Scandura, 1987). Organizacijas tiek uzskatitas par personu
tikliem, kuros apvienojas mijiedarbibas starp visam iesaistitajam pusém (Brower, et al., 2000).
“Attiecibu perspektiva vaditaji un tie, ar kuriem vini veido saskarsmi, ir atbildigi par to, kada
veida attiecibas vini kopa veido” (Dachler and Hosking, 1995, 15. Ipp.).

Pamatojoties uz attiecibu lideribas pieeju, Sis petijums péta vadibas uzvedibu ar mérki
izveidot kvalitativas darba attiecibas (Hosking, 2007). Individi tiek uzskatiti par vienibam ar
savu sp&ju macities (Brower, et al., 2009). Saja disertacija ir analizéts darbinieku viedoklis par
lideribas kvalitati, kas joprojam ir reti izmantota pieeja lideribas p&tijumos.
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1.2. Vaditaja — padota mijiedarbibas (LMX) teorijas pamati

LMX teorija ir izveidojusies no divam galvenajam teorijam: lomu teorijas (Graen, 1976; Graen
un Graen, 2006; Dienesch and Liden, 1986; Graen and Scandura, 1987) un socialas apmainas
teorijas (Wayne and Green, 1993; Erdogan, et al., 2006). LMX ir nepiecieSami tris elementi:
vaditajs, padotais (angl. orig. sekotajs) un mijiedarbiba (apmainas attiecibas) starp abam pusém
(Graen un Uhl-Bien, 1995).

Ka to raksturo Graens un Skandura (Graen and Scandura, 1987), LMX teorijas
pamatprincips atspogulojas divdimensiju vertikalas mijiedarbibas kvalitate, kas tiek balstita uz
emocionalajam un kognitivajam apmainam starp vaditaju un padoto (Dansereau, et al., 1975;
Graen, et al., 2010).

Lomu teorija apgalvo, ka organizaciju situacija katram dalibniekam ir sava loma un katrs
veic savu darbu atbilstosi tai (Graen, 1976; Graen and Graen, 2006). Tas akcenté cilvéka
socialo dabu, saskana ar kuru cilvéks iemacas savu uzvedibu piemérot noteiktai lomai
konkrétaja socialaja vide (Solomon, et al., 1985). Tas, cik liela méra darbinieki pilda uzdevumu
prasibas un apliecina savu uzticamibu, nosaka LMX attiecibu veidu, t.i., iesp€jas biit ieklautam
“iek$-grupa” vai atrasties “arpus-grupas” (Liden and Maslyn, 1998).

LMX teorija balstas arT socialas apmainas teorija, ta skaidro vadiSanu ka savstarp&ju
ietekmes procesu, kas laika gaita notiek starp vaditajiem un padotajiem (Yukl, 2008). Teorija
apgalvo, ka savstarpgja atlidziba tiek sanemta par pieskirtajiem labumiem (Jacobs, 1971).

Saskana ar LMX teoriju starp iesaistitajam pusém pastav informacijas (izzinas) un
emociju apmaina, un to var dévét par zemu un augstu LMX (Anand, et al., 2011; Liden,
Sparrowe and Wayne, 1997; Sparrowe and Liden, 1997). Augstas kvalitates LMX attiecibas
(augstas LMX) nozimé augstu informacijas apmainas kvalitati. Sadu attiecibu pamata ir
savstarp€ja ciena, uztic€Sanas, lojalitate, ka ar1 emocionals komforts un patika (Bauer un Green,
1996). Augstu LMX veido Iideris ar padotajiem, kuri veido “iek$-grupu” (Dansereau, et al.,
1975). Saskana ar socialas apmainas teoriju, cilvékiem ir tendence veidot augstas kvalitates
attiecibas, balstoties uz mijiedarbibas biezumu (Dienesch and Liden, 1986). Padotajiem, kuri
ietilpst “ieks-grupa”, tiek pieskirta liclaka atbildiba, vini sanem lielaku vaditaja uzmanibu un
viniem ir lielaka pieeja resursiem, viniem tiek dota arT lielaka briviba pildit savas lomas; Sada
veida attiecibas iziet arpus formala liguma robezam.

Pétijumos tika konstatéts, ka centieni attiecibu veidosana bija lielaki, ja individi ilgaku
laiku bijusi augstakas kvalitates attiecibas (Maslyn and Uhl-Bien, 2001; Uhl-Bien, 2011).
Cilveki augstas kvalitates attiecibas iegust vairak neka tie, kuri atrodas zemas kvalitates
attiecibas, ne tikai ekonomiskaja zina, bet ar1 socialas apmainas zina; precizak, tadas vertibas
ka savstarpgja uzticéSanas, saistibas, ciena, lojalitate un savstarp&js atbalsts klast par
domingjosam iezimém vaditaja attiecibas ar “iek$-grupas” dalibniekiem (Liden and Maslyn,
1998; Uhl-Bien, et al., 2014). Lideri un sekotaji $ajas augstas LMX attiecibas biezak norada uz
augstaku apmierinatibas un efektivitates Itmeni, ka ar1 par atvértumu komunikacija un par
gatavibu uznemties pildit papildu lomas, salidzinot ar tiem, kuri norada uz zemam LMX
attiecibam (Gerstner and Day, 1997).

“Arpus-grupas” dalibnieku gadijuma informacijas apmainas un emocionala atbalsta
kvalitate ir zema, kopuma uztic€Sanas limenis ir zemaks; no vaditaja puses tiek piemérota
lielaka kontrole un mazaka iniciativa tick novérota no padota puses . Sadas attiecibas norada
uz zemu LMX (Graen and Uhl - Bien, 1995). Zemas kvalitates attiecibas nostada padotos
relativi neizdevigaka situacija darba privilégiju un karjeras attistibas joma (Fernandez and
Vecchio, 1997). Zemas kvalitates attiecibas dalibnieki sanem mazaku piekluvi vaditaja
uzmanibai, resursiem un ierobezotakai informacijai, kas, iesp&jams, izraisa neapmierinatibu ar
darbu, zemaku iesaistiS8anos darba procesos, kas ar laiku var izpausties neproduktiva uzvediba
(Gerstner and Day, 1997). Zemas LMX attiecibas raksturo ekonomisko apmainu, kuras pamata
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galvenokart ir formalas un materialas vertibas, pieméram, darba ligumi un samaksa (Dulebohn,
etal., 2012).

Tadgjadi LMX raksturo socialo apmainu kvalitati vai attiecibas starp atsevisku
darbinieku un vina tieSo vaditaju (Wayne, et al., 2002). Tomer ir svarigi uzsvért, ka attiecibu
kvalitate neizriet no subjektivam izjitam (pieméram, kopigiem hobijiem vai lidzigam rakstura
iezZim&m), bet gan no ta, cik kvalitativi ir izpilditas socialas lomas, kuras japilda gan liderim,
gan padotajam (Pucetaite and Novelskaite, 2014). Tiesa socialas apmainas teorijas pieméroSana
LMX, Liden un kolégi (Liden, et al., 1997) aprakstija vaditaja un padota attiecibu attistibu ka
darbibu virkni, kas sakas ar sakotn&o mijiedarbibu starp divam pusém. Sai sakotngjai
mijiedarbibai seko apmainu virkne, kura individi “parbauda” viens otru, lai noteiktu, vai vini
var veidot uzticibas, cienas un uz pienakumu apzinas balstitas attiecibas, kas nepiecieSamas
augstas kvalitates mijiedarbibas attistibai (Uhl-Bien, et al., 2000). Ja uzvedibas uztverSana ir
pozitiva (pieméram, deleg€Sanas gadijuma) un puse, kas inici€ apmainu, ir apmierinata ar
atbildi (pieméram, padotais pienéma attiecigu lémumu), individi turpina apmainu. Ja reakcija
uz apmainu nav pozitiva (pieméram, neveidojas savstarpgja sapratne vai nenotiek kompetencu
pielietosana) vai, ja apmaina nav notikusi vispar, tad samazinas iesp&jas attistit augstas
kvalitates mijiedarbibu. Tadgjadi attiecibas, iesp€jams, saglabasies zemakajos LMX Itmenos
(Dienesch and Liden, 1986; Graen and Scandura, 1987; Uhl-Bien, et al., 2000). Lidz ar to,
veiksmigas LMX attiecibas vispirms balstas uz ekonomiskajam apmainam, kuram raksturiga
neliecla uztic€Sanas, un talak var veidoties attistitas socialas apmainas attiecibas, kuram
raksturiga spéciga uzticéSanas (Gerstner and Day, 1997).

Kvalitativas lideru un padoto mijiedarbibas (LMX) nosacijumi un sekas ir atspoguloti
zinatniskaja literatiira par LMX. Tie ir apkopoti zemak atbilstosi 1.1. un 1.2. tabula.

Tabula 1.1. LMX priekSnoteikumi (Autores kopsavilkums)

LMX attiecibu Avoti
prieksnoteikumi
Lidera ipasibas - Transformativas lideribas stils (Dulebohn et al., 2012; Anand,

etal., 2011; Maslyn and Uhl-Bien, 2001)

- Taisnigums (Scandura and Pellegrini, 2008; Schriesheim et al.,
1999; Bauer un Green, 1996; Murphy, et al., 2003; Masterson,
et al.,2000)

- Ekstraversija (Jiao, et al., 2011; Judge, et al., 2002;)

- Piekrisanas spé&ja (Jiao, et al., 2011; Tjosvold, 1984; Dulebohn,
etal., 2012)

Padoto 1pasibas - Spgjas (Graen and Scandura, 1987)

- Liela piecinieka personibas profils (Dulebohn, et al., 2012;
Perugini, et al., 2003; Erdogan and Liden, 2004), ipasi
apzinigums (Barrick and Mount, 1991; Berneth, et al., 2007),
ekstraversija (Hogan, 1986), sp&ja piekrist citu cilvéku
viedoklim (Perugini, et al., 2003; Erdogan and Liden, 2002),
atvértiba un intelekts (Bernerth, et al., 2007; Barrick and
Mount, 1991), neirotisms (Barrick and Mount, 1991)

- Lokusa kontrole (Dulebohn, et al., 2012).

Konteksta faktori - Fiziskais konteksts, organizaciju politika (Dienesch and Liden,
1986; Bryman, et al., 1996) un struktiira (Erdogan, et al., 2006;
Sparrowe and Liden 1997);

- Socio - politiskais conteksts (Nie, 2016; Pucetaite, 2014)

- Uzticésanas (Gomez and Rosen, 2001)
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Ka apgalvo Dulebons un kolégi (Dulebohn, et al., 2012), lai ari lideri dominé LMX attiecibu
kvalitates noteikSana, arT padoto ietekme ir svariga (Dienesch and Liden, 1986; Lapierre, et al.,
2006; Ferris, et al., 2009).

Runajot par LMX sekam, zinatnieki uzsver, ka padoto un vaditaju savstarp&ji vertgjumi
un prieksstati vienam par otru ir svarigi un tie ietekmé darba rezultatus (Liden, et al., 1997;
Uhl-Bien, 2006). Kad abas puses pieliek piiles, lai izveidotu augstas kvalitates attiecibas, tas
médz veidot augstaku partneru noveért&jumu, kas, savukart, pozitivi ietekmé visparéjos darba
rezultatus (Maslyn and Uhl-Bien, 2001; Cogliser, et al., 2009). P&tijumi ir sniegusi atbalstu
pozitivajai saistibai starp LMX un individualajiem darba izpildes rezultatiem, apmierinatibu ar
darbu (Graen and Uhl-Bien, 1995; Gerstner and Day, 1997), ka ari darbinieku apnemsanos
pildit organizaciju saistibas (Settoon, et al., 1996), socialo atbildibu (Ilies, et al., 2007) un
taisniguma uztveri (Dulebohn, et al., 2012).

P&c Isaksena un Akermansa domam (Isaksen and Akkermans, 2011), augsts LMX norada
uz lojalitati dualas attiecibas, kas izplatas visa organizacija, padarot darba vidi labvéligaku
jaunu ideju generéSanai - novatoriskumam. ArT Dzanga, Bartola (Zhang and Bartol, 2010) un
Savolainenas (Savolainen, 2008) pétijumi paradija, ka cienas pilna, taisniga un savstarpgja
vaditaja iztur€Sanas var uzlabot organizacijas spgjas ieviest jauninajumus. Augstas Iidera un
padota mijiedarbibas (LMX) sekas ir atspogulotas 1.2. tabula.

Tabula 1.2. LMX sekas (Autores kopsavilkums)

LMX sekas Avoti

Darba izpilde Graen, et al., 2010; Scandura, 1999; Janssen and Van Y peren,
2004; Wang, et al., 2005; Liden and Maslyn, 1998;
Schaubroeckl, et al., 2011

Darba mainas nodomi — | Gerstner and Day, 1997; Harris, et al., 2009; Nishii and
negativa korelacija Mayer, 2009

Apmierinatiba ar darbu Cropanzano and Mitchell, 2005; Gerstner and Day, 1997;
Dulebohn, et al., 2012
Organizaciju lojalitate Graen, et al., 2010; Liden and Maslyn, 1998; Settoon, et al.,

1996; Wayne, et al., 2009

Sociali atbildiga uzvediba, | Fisk and Friessen, 2012; Ilies et al., 2007; Erdogan and Bauer,
taisnigums, uzticéSanas un | 2010, Nie, 2016; Wat and Shafer, 2005; Cruz and Costa-
¢tiska organizacijas kultara | Silva, 2004; Isaksen and Akkermans 2011; Hansen, 2011

Novatoriskums Huhtala, et al., 2013; Zhang and Bartol, 2010; Savolainen,
2008; Isaksen and Akkermans, 2011

Lai arT novatoriskums ka LMX iznakums, tika apspriests ieprieksgjos pétijumos, tomer vél
joprojam nav izpétits, kurus novatoriskuma aspektus LMX ietekmé visvairak. Si pétijuma
merkis ir aizpildit So zinatnisko “plaisu”.

1.3. Organizacijas uzticéSanas
P&c Bartkusa un Deivisa (Bartkus and Davis, 2010) domam organizacijas uzticéSanas butibu
var definét $adi: “organizacijas uztic€Sanas ir grupas dalibnieku kumulativa vélme bt
neaizsargatiem pret §is grupas darbibam, pat ja vini nezina visus pargjos grupas dalibniekus un
pat tad, ja citu dalibnieku darbibu nevar uzraudzit un kontrol&t . Savukart Podsakovs uzsver,
ka “organizacijas uzticéSanas attiecas uz darbinieku ticibu korporativo mérku sasniegSanai un
organizacijas vaditajiem, ka ar1 uz parliecibu, ka organizacijas darbiba bus izdeviga
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darbiniekiem” (Podsakoff, et al., 1990). Tas nozimé, ka organizacijas uztic€$anas ir saistita ar
uzticibas un atbalsta sajiitu pret darba deveju un ir saistita ar parliecibu, ka darba devgjs bis
godigs un pildis savas saistibas. Organizacijas uztic€Sanos var saprast art ka pozitivas ceribas,
ko individiem rada organizacijas loceklu nodomi un izturé$anas, parlieciba un atbalsta sajtita
pret darba devéju (Gilbert and Tang, 1998, 322. Ipp.), vai arT no pienémuma, ka organizacijas
locekli ir 11dzigi cits citam un atbalsta viens otru (Creed and Miles, 1996).

Lai ari uzticESanas ir butisks pamats profesionalo attiecibu veidosana, lidz §im ir
saltdzinosi maz p&tijumu, kas sintez&tu uzticeé$anas attieciba uz LMX teoriju. Dazos pétijumos
tika parbaudita saistiba starp uzticéSanos un LMX un atklata statistiski nozimiga un pozitiva
saistiba (Dulebohn, et al., 2012, Wat and Shafer, 2005). Piem&ram, veicot p&tijumu par Turcijas
IT profesionaliem sabiedriskajas organizacijas, Ertuks (Erturk, 2014) secina, ka uztic€Sanas
vaditajam ir svarigs LMX veidojoSs faktors, kas savukart kalpo ka mediators starp darbinieku
nodomu nemainit eso$o darbu (palikt uzn@muma) un uzticésanos liderim. Vin$ arT secina, ka
cilveki iesaistas &tiska uzvediba, jo vini tic, ka vinu vaditaji ripg&jas par darbiniekiem ka par
savu gimeni. Tom&r LMX pétnieki joprojam diskuté par to, vai uztic€Sanas ir nosacijums vai
kvalitativu attiecibu sekas. Duelebons un kolégi (Duelebohn, et al.. 2012) un Gomezs un
Rozens (Gomez and Rosen, 2001) apskata uzticé$anos ka nosacijumu, savukart Vats un Safers
(Wat and Shafer, 2005) apgalvo, ka tas ir LMX ietekmes rezultats. Sis pétijums ari piedava
savus rezultatus attieciba uz $o zinatnisko diskusiju.

Rezumgjot, uzticéSanas ir kaut kas saistits ar “pozitivam” vai “parliecinoS§am” domam
par otru pusi un “v€lmi biit neaizsargatam” attiecibas taja skaita savstarp€jas atkaribas un riska
apstaklos (Bigley and Pearce, 1998; Kramer, 1999; Mayer, et al., 1995).

Shapiro un kolégu pétijumi rada (Shapiro, et al., 1992), ka sakuma ir “racionali jeb
kognitivi” aprekini, kurus var formulét ka “uzticies, bet parbaudi”. Sapiro un kolégi norada uz
uzticibas sakumpunktu “zem nulles”, jo Saja posma galvena probléma ir aizsargat savu
ievainojamibu. Atturigu uzticéSanos literatiira ari dévé par uztic€Sanos, kas ir balstita uz
aprékinu, lai noraditu, ka ta ir balstita ne tikai uz neaizsargatibu, bet uz priekSrocibam no
darfjumiem (Williamson, 1993). Veélaka posma, kad ir izveidots stabils pamats uzticibai, t.i.,
notiek atkartota mijiedarbiba un atbilstiba ceribam, rodas attiecibu uzticésands. Saja posma
puses demonstré gadibu vienam pret otru, emocionalu piekerSanos, empatiju, ta saukto
emocionalo uzticésanos (McAllister, 1995; sk. 1.1. attelu). Saja disertacija ir pienemts
Makalistera (McAllister, 1995) uzskats par uzticéSanos, izdalot to kognitivaja un emocionalaja
komponentg, jo tas ietver garengriezuma skatijumu Uz uzticéSanas veidoSanos. Turklat
Makalisters ir izveidojis instrumentu organizacijas uztic€Sanas meériSanai un veicis ta
validaciju.

Apkopojot dazadas teorétiskas diskusijas, Makalisters apgalvo, ka uzticibas attiecibas
sakas ar uztic€$anos, kas balstita uz aprékinu (kad dalibnieks izverte esoso attiecibu ieguvumus
un izmaksas un salidzina tas ar situaciju, ja notiek krapSana vai attiecibu partrauksana, sk.
Lewicki un kolégi, 2006), un attistas emocionalas apmainas limen.

Attiecibu uzticéSanas

Kumulativa uzticéSanas

Agrinais posms Vidgjais posms Velakais posms

Attels 1.1. Uzticibas attistiba laika gaita (Lewicki, et al., 2006, pielagots ar modifikécijam)
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Tadgjadi organizacijas uztic€Sanos var sadalit izzinas (jeb kognitivaja vai kumulativaja) un
emocionalaja komponenté. Kognitiva uzticésanas sastav no novertéjuma analizes un pieredzes,
ka ar1 zinasanam par otru pusi. Tas nozimég, ka viena puse uzticas otrai, jo abas ir ievérojusas
vienadus &tikas principus un pagatné rikojusas uzticami un kompetenti (Gulati and Sytch,
2008). Uz izzinu balstita jeb kognitiva uztice€Sanas vislabak darbojas Tstermina attiecibas,
turpreti lai panaktu efektivu ilgtermina sadarbibu, ir nepiecieSama emocionala uzticgSanas.
Emocionalo uzticé$anos raksturo abpusgja vértibu un intereSu saderiba, un ta izpauZzas
uzticamas, abpusgji “apbalvojosas” un efektivas attiecibas (Gulati and Sytch, 2008; Lamsa and
Pucetaite, 2006; Lewicki and Bunker, 1996).

1.4. Organizacijas novatoriskums

Organizacijas novatoriskuma nozime to konkurétsp€jas nodrosinasana ir acimredzama (Ruppel
and Harrington, 2000). Ka saka Kats (Katz, 1964, 132. Ipp.), “organizacija, kas ir atkariga tikai
no tas noteikta uzvedibas plana, ir loti trausla sociala sisttma”. Novatoriskums ir dazadu
organizacijas darbibu dzingjspeks (Isaksen and Akkermans, 2011). Gan p&tnieki no teorétiska
viedokla, gan organizaciju vaditaji atzist novatoriskumu ka faktoru, kas ietekmé inovaciju
pieaugumu. Saja darba tiek pienemts, ka organizaciju vaditaji var ietekmét novatoriskumu.
Tiek atzits, ka viena darbiba ietekmé citu ricibu, ko savukart ietekme ari citas darbibas,
inovacijas Seit nav iznémums (Kheng and Mahmood, 2013). Jaunu tehnologiju izpéte, iesp&ju
ierosinasana, jaunu darba metozu pielietoSana un resursu mekleSana ir inovativas uzvedibas
pieméri jaunu ideju Tstenosana. Organizaciju novatoriskuma noskaidro$ana patiesam ir bijis
viens no galvenajiem organizacijas darbibas mérkiem daudzus gadus (Riivari, 2016).

Organizaciju novatoriskums ir organizaciju spéja radit jaunas idejas un risinajumus,
eksperimentét un iesaistities radoSos procesos (Lumpkin and Dess, 1996), un tiek uzskatits, ka
tas ir inovaciju pamata (Wang and Ahmed, 2004; Pucetaite, 2014). Tadgjadi novatoriskums ir
nozimigs organizacijas attistiba (Cho and Pucik, 2005). Organizaciju novatoriskuma jédzienu
var uzskatit par visparigu terminu, kas aptver vairakas pieejas un viedoklus.

Ta ka inovacijas pastav dazadas formas, tiek izdalitas dazadas organizacijas
novatoriskuma dimensijas, piem&ram, produktu un procesu novatoriskums, radikals un papildu
novatoriskums , administrativais un tehnologiskais (Utterback, 1994). Saskana ar Garsijas un
Kalantones (Garcia and Calantone, 2002) teikto, novatoriskums visbiezak tiek izmantotas ka
inovacijas mérs. Pamatojoties uz Johanesenu ar kolégiem (Johannessen, et al., 2001), lai
atSkirtu novatoriskumu, jaizskata tris jautajumi: 1) kas ir jauns; 2) cik jauns; un 3) kam jauns.
P&c Adaira (Adair, 2009) domam, inovét nozimé atklat kaut ko jaunu, t.i., jaunu ideju, metodi
vai produktu. Vin$ uzskata, ka inovacija ir relativs jédziens, jo tas, kas vienam ir inovativs,
citam tas ir tradicionals darbibas veids. Bet inovaciju veido divi aspekti: sp€ja radit “jaunas”
idejas un realizét tas.

Ar1 “radoSums” ir jédziens, kas izskaidro jaunu un piemérojamu ideju raSanos par
produktiem, praksém, pakalpojumiem vai procediram (Tierney and Farmer, 2011; Sterneberg
and Lubart, 1999). Ta ka radosa uzvediba attiecas uz darbibam, kuru rezultata tick generétas
idejas, kas ir gan jaunas, gan noderigas (Sternberg and Frensch, 2014), ta ir saistita ar
“inovaciju” konceptu (Oldham and Cummings, 1996). Péc Andersona, Poto¢nika un DzZou
(Anderson, et al., 2014) teikta, kaut arT radosums ir skaidrots ka jaunu un noderigu ideju
generéSana, inovdcijas vairak apzimé gan radoSu ideju piedavasanu rado$a procesa
sakumposma gan ideju istenoSanu otraja radoSuma fazg. Tas atbilst arT Amabiles (Amabile,
1996); Oldhama un Kuminga (Oldham un Cummings,1996); Saleja un DZou (Shaley un Zhou,
2008) uzskatiem. Dazi zinatnieki (pieméram, Oldham and Cummings, 1996; Rank, Pace and
Frese, 2004) iestajas par izteiktu konceptualu atSkiribu starp radosumu un inovdciju. Vel cits
viedoklis (pieméram, Paulus, et al., 2002) radosumu saprot ne tikai ka inovaciju procesa
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sakumposmu, bet ta cikliska rakstura dé] - ideju generéSanas procesu un to ievieSanu - ka
novatoriskuma sinonimu (sk. art Basadur, 2004; Csikszentmihalyi, 2006).

Vairaki pétijumi parada, ka inovacijas process, attistoties laika gaita, patieSam ir
neskaidrs, atkartojas un biezi ietver divus solus uz priekSu pret vienu soli atpakal, ka ar1
vairakus sanu solus (Van de Ven, Angle, and Poole, 1989). Tiek arT apgalvots, ka radosums
attiecas uz absoliitu, “patiesu” jaunumu, turpretim inovacija ietver idejas, kas ir salidzinosi
jaunas - idejas, kas pienémtas un kuras var€tu biit pielagotas citas organizacijas (Anderson, et
al., 2004). Ranks un kolégi (Rank, et al., 2004) Sajas debatés ievie$ skaidribu - radosums, péc
vinu domam, galvenokart ir saistits ar individa iek§€jiem izzinas procesiem, turpretim inovacija
ir starp-individu socialo procesu rezultats.

Novatoriskuma biitiba tiek skaidrota ka sp€ja generét jaunas idejas, iesaistities jaunos
procesos, attistit jaunus produktus un sasniegt jaunus tirgus, un ir inovacijas priekSnosacijums
(Walsh, et al., 2009). Sis darbs izmanto Vanga un Ahmeda (Wang and Ahmed, 2004)
apsvérumus par organizacijas novatoriskumu. Autori ir izdalfjusi $adus organizaciju
novatoriskuma veidus: produktu, procesa, tirgus, uzvedibas un stratégisko novatoriskumu.
Produktu novatoriskums nozimé jaunu organizacijas produktu un pakalpojumu piedavajumu
tirgum. Tirgus novatoriskums attiecas uz jauno mérkauditorijas noteikSanu un jaunam
marketinga pieejam. Procesa novatoriskums ietver modernizétu vai citadi jaunu raZoSanas
metozu, vadibas stilu un tehnologiju izmantoSanu, kas stimulé razo$anas uzlaboSanu un tas
kvalitati. Uzvedibas novatoriskums nozimé darbinieku radosa potenciala stimulé$anu, kas
veido ta saukto “radoSo klimatu”. Visbeidzot, stratégiskais novatoriskums attiecas uz
organizacijas iesp&jam sasniegt savus merkus, esot atriem un elastigiem tirgd, un tas norada uz
vadibas gatavibu eksperimentét, mekl&t jaunus un originalus risinajumus.

2. DALA. PETIJUMA METODOLOGIJA

Sis pétijums ir balstits uz jauktu metodologijas pieeju, tadejadi parvarot ierobeZojumus, kas
piemit atseviski kvalitativajai un kvantitativajai metodologijai, un lauj pieveérsties pétitajam
paradibam holistiski (Creswell and Plano, 2011; TToxyxuna, 2017). Balstoties uz jaukto
metodologijas pieeju, Sis pétijums kvantitativi parbauda saikni starp LMX un organizacijas
novatoriskumu un péta, vai $ada saikne ir saistita (medi€ta) ar organizacijas uztic€Sanos.
Pétijums arl meklé saistibu starp LMX, organizacijas novatoriskumu un organizacijas
uztic€Sanos, izmantojot kvalitativu panémienu — tiek veiktas intervijas ar izvéleto lielo
uznémumu vaditajiem. Interviju mérkis ir noskaidrot vaditaju vért&jumu attiecibu kvalitates
nozimei ar padotajiem novatoriskuma veicinasana - ka vaditaji redz un izskaidro $o procesu.

2.1. Petjjuma izlase

Pétijumam tika izveléti lielie biznesa uznémumi. Lielo uznémumu izvéles iemesls ir saistits ar
Eurostat (Eurostat, 2017) datiem, ka $ados uznémumos strada vislielakais darbinieku skaits un
Sadiem uznémumiem ir spéciga organizacijas kultira. Tiek apgalvots, ka lielie uzn€mumi biezi
ir “viedokla Iideri”, tie veido sabiedribas attieksmi, iezZimé€ attistibas robezas, ietekme veértibas,
tehnologisko attistibu un tadéjadi ietekmé ekonomikas progresu (Kooskora, 2008).

Turklat lielos uznémumus biezi pozicioné ka labakos darba dev€jus, vini iegiist
starptautiskus atzinumus, viniem ir pieejami inovaciju fondi, tie ir nozimigi kapitala aprites
dalibnieki un tadgjadi no viniem ir atkariga ekonomiska attistiba valstis, un Latvija Seit nav
iznémums. Turklat, ka zino ES finanséta projekta Eiropas Uznémumi Globalaja Ekonomika
(EFIGE), lielakas korporacijas ir produktivakas, tas maksa lielakas algas, guist lielaku pelnu un
ir veiksmigakas starptautiskajos tirgos (Eiropas Komisijas zinojums, 2012). P&tjjuma par
eksporta ietekmi uz novatoriskumu tika secinats, ka eksportgjosie uznémumi ir ievérojami
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lielaki (vinu vidgjais lielums ir apméram tris reizes lielaks par ne-eksportétajiem) un vini stipri
atskiras p&tniecibas un attistibas aktivitates zina (Research and Development), kaut arT tas var
atskirties, jo ir atkarigs no Ipasajam iezimém - struktiiras un specializacijas (Bratti and Felice,
2010).

Saskana ar Investorwords (2019) tieSsaistes resursu un Eurostat (Eurostat Statistics
Explained, 2016), liclais uznémums ir tads uznémums, kura apgrozijums parsniedz 5,75
miljonus sterlinu marcinu vai kura strada vairak neka 250 darbinieku. Centralas statistikas
parvaldes (CSB, 2017) dati par 2016. gadu liecina, ka Latvija bija 93775 ekonomiski aktivu
uznémumu, no kuriem mikro-uzn€mumi sastadija 86,2%, mazie uznémumi veidoja 11,1%,
vidgjie - 2,3% un lielie tikai 0,4%. Kopégjais lielo uzneémumu skaits Latvija 2017. gada bija 235.
Minimalais reprezentativas izlases lielums tika aprékinats péc Barleta un koleégu (Barlett et al.,
2001) piedavatas metodes, un tas ir 78 uznémumi. Izv€loties uznémumus, tika izmantots
maksimalas dazadibas princips, lai tie parstaveétu dazadas nozares.

Kvalitativajai pétijuma dalai nav nepieciesama liela izlase, jo kvalitativie p&tijumi ir
saistiti ar dzilumu, nevis plasumu - parasti iesaka 6-8 gadijumus (Flyvbjerg, 2007). Ideala
gadijuma mérkis Ir sasniegt teorétisko piesatinajumu, sniedzot pec iesp&jas sikaku informaciju,
kas ietver tadu individu vai gadijumu atlasi, kas var nodrosinat, ka izlas€ tiek ieklauti visi
pétamas paradibas aspekti. Kvalitativas fazes mérkis parasti ir izp&tit un interpretét statistiskas
analizes rezultatus, kas iegtti petijuma pirmaja, kvantitativaja faz€ (Yin, 2015). Tomér Saja
petijuma tika pielietots paral€lais dizains, jo intervijas ar vaditajiem notika paral€li kvantitativo
datu vaksanai. Tadgjadi bija iesp&jams dzilak saprast statistisko rezultatu nozimi. Interviju
analize tika izmantota tematiska analize, jo ta lauj salidzinat t€mas un kategorijas.

Dalibnieku atlases kvalitativajai analizei tika izmantota maksimalo variaciju izlases
veidosanas stratégija (Creswell and Tashakkori, 2007), kas lauj saglabat vairakas perspektivas,
pieméram, dazada veida novatoriskumu. Lai atlasttu lielo uznémumu vaditajus pétijuma izlasei,
tika izveletas sadas kategorijas:

o Uznémuma kapitals: arvalstu kapitals / vietéjais kapitals. Tiek apgalvots, ka arvalstu
kapitala uznémumi ieviesa Baltijas valstis citu pieeju uznémeéjdarbibai, tie piedavaja
biznesa &tikas pieeju, pakapeniski parveidojot biznesa kulttiru (Kooskora, 2008);

e RazoSanas uznémums / pakalpojumu uznemums. Tie darbojas dazadas uznéméjdarbibas
sféras, un, lai arT vadibas principi var but [idzigi, un parasti tie netiek izdaliti vadibas
macibu gramatas, §1 atSkiriba kalpo izlases variacijas IidzsvaroSanai;

e Vesturiskais (vai tradicionalais) Latvijas bizness | jauns Latvijas ekonomikas bizness.
Literatiira teikts, ka uznémumiem ar garaku vesturi ir vairak vertibu un tiem ir izveidota
organizacijas kulttra, kas var veicinat spécigaku uzticéSanos grupas ietvaros (Caldwell
and Clapham, 2003, Hofstede, 2003). No otras puses, atra un jauna sfera, pieméram, IT,
ir pazistama ar demokratiskam veértibam, lidzvertibas pieeju, zemu varas distanci un
akcentu uz komandas darbu (Sessa, et al., 2007);

e Piederiba inovativai nozarei. Sakara ar to, ka novatoriskums ir pétijjuma atkarigais
mainigais lielums, bija Tpasi interesanti izzinat, ka izpratne par inovaciju nozimi un
novatoriskumu var atSkirties nozares specifikas dél; ta saucamas “inovativas nozares”
ir izvéletas, izmantojot Latvijas Investiciju un attistibas agentiiras ieteikumus (LIAA,
2015);

o Vaditaja dzimums: virietis - vaditdjs / sieviete — vaditaja. Ka izriet no Ladkinas (Ladkin,
2010) petijumiem, salidzinot ar “tipisko” virieSu pieeju, kura galveno uzmanibu vaditajs
piever§ ekonomiskajiem aprékiniem, sievietes pieeja vadiSana ir vairak orientéta uz
attiecibam;

o Uzpemuma lielums: vairak neka 250 / vairak neka 500 darbinieku. P&tot lielo
uzpémumu Tpatnibas, tika atklats, ka prakseé uzp@émumus ar vairak neka 500
darbiniekiem biezi uzskata par tadiem uznémumiem, kuros vaditagjam nav tieSas
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kontroles, vértéjuma iesp&u un saskarsmes ar visiem padotajiem, turpreti 250
darbinieku uznémumos tas joprojam ir iesp&jams (Forbes, 2019);

o Kapitala apgrozijums. 15 lielakie p&c apgrozijuma uzp€mumi un uzn€mumi ar
salidzino$i zemu apgrozijumu (tika izmantoti Lursoft dati, n.d.);

o  Nozares etiskums: eétiski jutigs / étiski neitrals bizness. Ka izriet no preses un
vadibzinatnes literattiras, pie &tiski jiitigajam nozarém var€tu pieskaitit spelu industriju,
tabakas, alkohola razosanu, ka arT banku sektoru. Neskatoties uz pozitivo produkta t&lu,
sarazotie produkti vai pakalpojumi var radit psihologisko atkaribu, bet banku darbibas
gadijuma ir iesp&jamas manipulacijas ar ekonomiskajiem cikliem (Wehinger, 2013).

2.2. Pétijjuma hipotéZu pamatojums

Si sadala sniedz hipotézu izveides teorétisko pamantojamu. Ieprieki&jos pétijumos tika
parbaudita Iideribas loma galveno organizacijas mérku sasnieg$ana (Huhtala, et al., 2013; Yukl,
2008). Tomeér tikai dazi p&tijumi ir tie$a veida pieversusi uzmanibu attiecibu lideribas ietekmei
uz padoto novatoriskumu (Altunogua and Gurel, 2015; Pucetaite, 2014; Basu and Green, 1997,
Zhang, and Bartol, 2010; Atwater and Carmeli, 2009).

Pastav teorctiskais pamatojums tam, ka attiecibu lideriba, kuru méra izmantojot LMX
skalu, ietekm& organizaciju novatoriskumu (Basu and Green, 1997; Pucetaite, 2014). Ka
uzskata Van Diks ar kolégiem (Van Dick, et al., 2007, 134.Ipp.), “vaditaji riciba atspogulojas
padoto reakcija, un vaditaja uzvediba ir veiksmiga, ja ta tiek transforméta sekotaju riciba”.
Paredzams, ka vaditaji, kuri ir icinteres€ti inovativajos risinajumos, visticamak, centisies iegtt
novatoriskus rezultatus, mobiliz&jot sekotajus Sadu rezultatu radiSanai. Padoto mobilizéSanu
radoSo rezultatu iegtSanai vaditajs var sasniegt ar novatoriskuma veicinoSu uzvedibu,
pieméram, pauzot atzinibu par sekotdju centieniem, kuri ir versti uz inovativu rezultatu
radiSanu. Ari Tummers un Niss (Tummers and Knies, 2013) apgalvo, ka uz attiecibam balstita
lideriba uzsver to, ka vaditaji parvalda attiecibas ar darbiniekiem, lai p&c iesp€jas labak
izmantotu vinu talantus. Vaditaji, kuri skaidri prot noradit padotajiem uz saikni starp uzvedibu
darba un atalgojumu, veido saprotamu prieksstatu par uzdevuma prasibam. Tas sekmé sekotaju
centienus rezultatu sasniegSana, t.i. darbinieki skaidri saprot, kas no viniem tiek sagaidits, un
ka vini atbilst vaditaja prasibam (Bass and Avolio, 1995). Ka izriet no literatiiras analizes,
augsts LMX ir balstits uz uzticéSanos, cienu un savstarp&jam saistibam (Brower, et al., 2009;
Walumbwa, et al., 2011; Graen and Uhl-Bien, 1995). Saja procesa vaditajs ir virzitajs, kurs
veido attiecibas ar cilvékiem uznémuma, paradot savu sp&ju uznemties atbildibu par visu
organizaciju un tas biedriem (spgj parvaldit). Lidz ar to padotie, kuri sanem norades par darba
merki, atzinibu un uzslavas par savu darbu, izjtt pienakuma sajiitu pret vaditaju (savstarpiguma
princips, anglu — reciprocity principle). Visticamak, $aja gadijuma veidosies augstas kvalitates
attiecibas (Wayne, et al., 2002).

Tadgjadi mijiedarbiba starp vaditaju un padoto (LMX) var noradit uz vaditaja sp&jam
ietekmét organizaciju novatoriskumu. Lidz ar to tika izvirzita hipotéze, ka vaditaji, kuri veido
augstu LMX, visticamak, atbalstis novatoriskumu sekotaju vidi, salidzinot ar vaditajiem, kuri
veido zemu LMX attiecibas ar padotajiem (1. hipoteze):
1.hipoteze: Vaditaja-padota mijiedarbtba (LMX) statistiski nozimigi ietekmé organizacijas
novatoriskumu.

Pamatojoties uz Rikarda un kolégu (Ricard, et al. 2017) atzinumiem, Iideru uzvediba
ietekmé darbinieku sp&ju paaugstinasanos un veicina darbinieku uztic€Sanos un sadarbibas
atmosféras veidosanos (sk. ari Van Dierendonck, Patterson, 2015). Inovacijas izriet no
uznémumu darbinieku radoSuma izpausmém, balstoties uz uztic€Sanos (Pucetaite, 2014).
Pieméram, Ansels un Gass (Ansell and Gash, 2008) uzsver, ka vadibai jaizvirza mérki resursu
aktiviz€$anai un sadarbibas uzlabosanai (sk. art Huxham and Vangen, 2013). Lideris iesaista
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dalibniekus jaunu ideju ieviesana izmantojot nepiecieSamos resursus (Klijn, Edelenbos, and
Steijn, 2010). Lidz ar to ir jarada uzticiba, lai veidotos sadarbiba starp dalibniekiem ar atskirigu
izpratni par problémam, dazadam idejam par v€lamajiem risinajumiem un atskirigdm interesém
(McGuire and Agranoff, 2011; Koppenjan and Klijn, 2004). Jauninajumi var tikt raditi vidg,
kuru raksturo savstarpgja uztic€Sanas, kKas piemérota zinasanu apmainai. Ka jau tika minéts,
viens no veidiem, ka organizacijas var klut inovativakas, ir darbinieku sp&u mobiliz€Sana
jauninajumu ieviesanai (Van de Ven, et al., 2000; Amabile, 1996; Axtell, et al., 2000; Smith,
et al., 2008; Unsworth and Parker, 2003). Lai uzturétu nepartrauktu inovaciju plasmu,
darbiniekiem ir jabat sagatavotiem un jaspgj realizét jauninajumus. Saja konteksta darbinieki
var ievérojami uzlabot biznesa sasniegumus, izmantojot sp&jas generét idejas jaunu un labaku
produktu, pakalpojumu un darba procesu izveidei (DeJong and DenHartog, 2007; Huhtala,
2013; Riivari, 2016).

Lai Iideris veicinatu organizacijas novatoriskumu, sekotajiem vispirms jaiesaistas
radoSajos procesos, pieméram, probleému identificéSana, informacijas mekleésana un kodesana,
ka ar ideju un risinajumu generésana un to novertésana (Zhang and Bartol, 2010). Ka norada
Reiters-Palmons un Illijs (Reiter-Palmon and Illies, 2004, 55. Ipp.), “Radosi risinot problémas,
nepiecieSama plasa un intensiva izzinas apstrade.” Ja Sis radoSais process nav pilniba izpildits,
pieméram, probléma ir slikti izprasta, ne visa informacija tiek apkopota un izanaliz€ta vai ari
rodas parak maz alternativu ideju sakara ar darbinieku bailém noradit uz potencialam
problémam zemas dalibnieku uzticésanas del, cietis gala rezultata kvalitate (sk. arT Zhang and
Bartol, 2010). Tadgjadi tiek apgalvots, ka vadiSanas pozitivajai ietekmei uz inovativiem
rezultatiem ir jabalstas uz organizacijas uzticéSanos, jo iesaistitas puses apmainas ar zinasanam,
ir gatavas ieguldit savas idejas un atbalstit viena otru.

Teorétiskaja dala ir arT apgalvots, ka attiecibu kvalitate starp vaditajiem un sekotajiem,
iesp€jams, pozitivi ietekmé savstarp&jo sekotaju uztic€Sanos un visparéjo organizacijas
uzticé$anos. Turklat saskana ar Cenu un Hou (Chen and Hou, 2016), kad komandas dalibnieki
uzticas saviem vaditajiem, vini vélas vairak ievérot organizacijas &tiskas procediiras un
uznemties risku. Tika arT apgalvots (Gino and Ariely, 2012), ja sekotaji veérte savus vaditajus
ka neétiskus liderus, vini biezak izjit trauksmi, spiedienu un depresiju, problému risinasanas
laika izrada neproduktivu ricibu, pieméram, paradas tendence Krapties, kas kopuma samazina
darba rezultatus. Lai arT ir pieradits, ka uzticibai ir izSkiroSa loma profesionalajas attiecibas,
pastav relativi maz pétijumu, kas sintez€tu uzticéSanas izpéti saistiba ar LMX teoriju.

Skandura un Pelegrini (Scandura and Pellegrini, 2008) skaidro, ka uzticé$anas saistiba ar
LMX tika pétita ka viendimensiju konstrukts, pienemot to, ka oficialais darba ligums parasti
nozimé uz aprékina balstitu uzticéSanos. Tapéc $aja disertacija tiek izmantota div-dimensiju
Makalistera uztic€Sanas konceptualizacija, kas lauj daudzpusigak izpétit uzticéSanas ipatnibas
un parada arT emocionalas uztic€Sanas nozimi.

Balstoties uz socialas apmainas teoriju, lidera uzvediba veicina darbinieku uztic€Sanas
veidoSanos (Brown, et al., 2005). Ari Isaksens un Akkermans (Isaksen and Akkermans, 2011)
apgalvo, ka augsts LMX nozimg iesaistito pusSu lojalitati vienam pret otru un atklatu atbalstu,
kas rada attiecibas uzticibu. Zinatniski interesanti veikt pétijumu Latvijas biznesa kulttra, kur
vaditajiem ir spéciga ietekme uz organizacijas veérttbam (Mole, 2003). Atsaucoties uz
Huettingera datiem, varas distances indekss Latvija ir diezgan augsts - 44 punkti, turpreti
Danija, kur ir diezgan stabila biznesa kultiira un darbiniekiem ir vairak iesp&ju piedalities
Iémumu pienemsana, §is indeksa raditajs ir 18 punkti (Huettinger, 2008).

Otra hipotéze ir sekojosa:

2. hipoteze: Vaditaja-padota mijiedarbiba (LMX) statistiski nozimigi ietekme organizacijas
uzticeSanos.
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Literatiiras apskata rezultata tika secinats, ka organizacijas uztic€Sanas var veicinat pozitivas
attiecibas starp LMX un organizacijas novatoriskumu. lepriek$gjie vadiSanas un Iideribas
pétijumi iesaka izmantot uzticésanos ka mediatoru attiecibas starp &tisko Iideribu un dazadiem
uznémuma sasniegumiem (Den Hartog and De Hoogh, 2009; Pucetaite, 2014). “Inovativs
klimats™ biezi tiek saistits ar uzticamu vidi, kura ir “labi atrasties” (Dubkevics, 2015). EsoSie
pétljumi norada, ka lideriba un organizacijas klimats butiski ietekmé& individa radoSumu
(Somech and Drach-Zahavy, 2013). Ieprieksjos darbos ir uzsvérts, ka atbalsts inovacijam
rodas pie nosacijuma Kka ir izveidota uzticésanas (Scott and Bruce, 1994), tacu zinatnieki reti ir
apsverusi lideribas un organizacijas klimata saistibu ar ta svarigo komponenti — uztic€$anos, un
tas ietekmi uz novatoriskumu. Tas norada uz zinatnisko nepiecieSsamibu izveértét tieso saistibu
starp lideribu un organizacijas uzticéSanos ka vienotu pamatu novatoriskuma stimuléSanai
(Dubkevics, 2015; Somech and Drach-Zahavy, 2013). Ja radoSums attistas pateicoties
komandas spgjai ieviest to ikdienas praksé (Anderson and West, 1998), tad rodas jautajums -
kas veicina $o visu procesu? Pieméram, Valumbva ar kolegiem (Walumbwa, et al., 2011)
uzsver, ka radoSums ir specigaks to darbinieku vidi, kuri darbojas jauninajumu atbalstosa
klimata.

Rivari un kolégu pétijums (Riivari, et al., 2012) ir atklajis, ka vadibas konsekvence, sp&ja
diskutét un sniegt atbalstu, kas, saskana ar Kapteina (2008) teoriju ir &tiskas organizacijas
kultaras dimensijas un ir atkarigas no vadibas prakses, veicina organizacijas novatoriskumu.
Huhtalas un kolegu (Huhtala., et al., 2013) pétijums ir skaidri paradijis, ka vaditaju &tiskas
vertibas uzlabo organizacijas kulttru, kas, savukart ir pamats novatoriskumam. Rivari un
Lamsas (Riivari and Lamsa, 2014) dati ir apstiprinajusi, ka lideribas konsekvencei ir licla
nozime, lai veicinatu novatoriskumu, it 1paSi procesu un uzvedibas novatoriskumu
sabiedriskajas organizacijas un produktu un procesu novatoriskumu privata sektora
organizacijas.

Augsts LMX norada uz lojalitati starp-partneru attiecibas, kas var rezoné€t visa
organizacija, tadéjadi radot novatoriskumam nepiecieSsamo vidi (Isaksen and Akkermans,
2011). Ari Dzan, Bartola (Zhang and Bartol, 2010) un Savolainenas (Savolainen, 2008)
petijumi paradija, ka cienpilna, taisniga un uz savstarp€jo pateicibu vérsta vadibas uzvediba var
uzlabot organizacijas sp&jas radit, palielinot padoto ieks€jo motivaciju, veicinot proaktivas un
adaptivas prasmes. Nesen veiktie Pucetaites un Novelskaites (Pucetaite and Novelskaite, 2014)
petijumi tiesi bija veérsti lai parbauditu organizacijas uzticésanas mediatora lomu starp LMX un
novatoriskumu. Tika pieradits, ka saikng starp LMX un novatoriskumu uzticé$anas ienem
dal&ja mediatora lomu. Lepamaki un kolégi (Leppamaki, et al.. 2013) savukart ir mekl&jusi
uzticésanas modergjoso efektu starp LMX un novatoriskumu, un vini secinaja, ka moderésana
pastav, Kaut ari tai nav statistiski nozimigas vértibas. Disertacija turpina $o argumentacijas
virzienu un péta organizaciju uzticéSanos ka novatoriskuma nosacijumu. Tre$as pétijuma
hipotézes mérkis ir izzinat, vai uzticéSanas sp&lé mediatora lomu starp LMX un novatoriskumu:
3. hipotéze: Organizacijas uzticéSandas ir mediators (pastiprina saikni) attiecibas starp
vaditaja-padota mijiedarbibu (LMX) un organizacijas novatoriskumu.

Ka apgalvo Desiiza, individs nonak attiecibas noteiktos konteksta apstaklos, kas
ierobezo vai lauj vinam reagét noteikta veida (De Souza, 2014); tapéc plasu un niansétu
fenomena izpratni var sasniegt tikai tad, ja nem veéra konteksta faktorus (du Toit, et al., 2018).
Sis péettjums ieklauj $adus konteksta specifiskus faktorus: pusu sazinas valoda; respondentu
dzimums; statuss organizacijas; stazs organizacija un izglitibas limenis. Sekojot Spektora un
Brannika (Spector and Brannick, 2011) aicinajumam sikak pétit kontroles mainigo lomu, $aja
darba tipiskie kontroles mainigie tiek apskatiti ka konteksta faktori, kuriem ir moderatora loma
attiecibas starp atkarigajiem un neatkarigajiem mainigajiem.
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Nemot vera Latvijas sabiedribas tendences dalities péc nacionala principa (atspogulots
dazados masu informacijas lidzeklu avotos, sk. Kaprans un Kudors, 2018), bija svarigi izpétit,
vai vienas un tas pasas dzimtas valodas lietoSana ir savstarpgjas uztic€Sanas un vaditaju un
padoto attiecibu kvalitates ietekmé&joss faktors misdienu Latvija. Citiem vardiem sakot,
pétijuma tiek parbaudits, vai valodas platformai (abu pusu ikdienas komunikacijas valoda ir
dzimta abiem, vai vienam no partneriem, vai nevienam no komunikacija iesaistitajam pusém)
ir ietekme uz saikni starp LMX, organizacijas uztic€Sanos un novatoriskumu.

Citas zinatniskas diskusijas skar paaudzes jautajumu. Misdienu darbaspeku veido
individi no Cetram paaudzém: “Klusa paaudze” (dzimusi 1925. — 1945. gados), “Bérnu
uzplaukuma paaudze” vai Baby Boomers (dzimusi no 1946. lidz 1964.), “X Paaudze” (GenX;
dzimusi 1965-1981) un “Y Paaudze” (GenMe, zinama ari ka Millennials un iGen; dzimusi
1982.-1999.) Petijumi norada uz paaudzu atskirtbam personibas Ipasibas, atticksm& un
uzvediba (pieméram, Kessler, et al., 2005; Twenge, et al., 2010). Tiek apgalvots, ka $is
atskiribas ietekmé attieksmi pret darbu (Twenge and Campbell, 2008). Kopuma tiek uzskatits,
ka “X Paaudze” un 1pasi “Y paaudze” ir vairak individualistiska un vérsta uz sevi (pieméram,
Sessa, et al., 2007; Twenge, et al., 2010). Zurnali Business Week, Fortune un Wall Street
Journal apraksta, ka mainas uzn@mumu prakse, pielagojoties “Y paaudzes” darba veértibam
(Gloeckler, 2008; Needleman, 2008). Pieméram, SAS ir sava sporta zale; Google nodrosina
velas mazgasanu un masazas darba vieta. Citi uzn€mumi ir méginajusi piesaistit jauno paaudzi
ar programmam, kas lauj darbiniekiem brivpratigi sniegt citiem palidzibu vai kas uzsver vinu
darba socialo labumu (Needleman, 2008). Attieciba uz paaudzu atSkiribam, tiek apgalvots, ka
dazadu paaudzu individiem ir atSkirigas darba ekspektacijas (Beutell and Wittig-Berman, 2008,
Twenge, et al., 2010). Nemot véra socialas formacijas izmainas (socialisma veértibas un
kapitalisma vertibas), kuras daudzi Latvijas iedzivotaji ir piedzivojusi sava dzive, Sis faktors
tika uzskatits par svarigu, un tapec Saja pétijuma tam ir pieversta uzmaniba.

Pétijumos ir apskatiti arT jautajumi par dzimumu, izglitibu, statusu un stazu viena
organizacija. Pieméram, Norvapalo (2014) apgalvoja, ka pieredze taja pasa organizacija var
icteckmét darbinieka uzvedibu neatkarigi no vaditaju ricibas, ka ari ta var€tu uzlabot
organizacijas uzticéSanos un attiecibas starp vaditajiem un padotajiem.

4. hipotéeze: Konteksta faktoriem, tadiem ka valoda, piederiba paaudzei, dzimums,
izglitiba, statuss un darba stazs viend organizdacija, ir statistiski nozimiga moderejosa loma
attiecibas starp LMX, organizdacijas uzticeSanos un organizacijas novatoriskumau.

Ieprieksgjie petijumi par saistibu starp vadibu un novatoriskumu atklaj dualo
skatijumu uz So procesu. LMX ipasas iezimes liecina, ka tas var darboties abos veidos - uzlabot
vai kavét novatoriskumu. ArT organizacijas uzticéSanas vienlaikus var bit gan pastiprinatajs,
gan kavetajs. Tiesi tapec, lai izpétitu So paradibu biitibu, bija nepiecieSams kvalitativs pétijums.
Ta ka pétijumos veél nav atseviski diskutéts par to, ka lielo uznémumu vaditaji uztver LMX
nozimi un ka vini noverte tas lomu organizacijas uzticé$an0s un novatoriskuma veicinasana, ir
nepiecieSams vairak pétijumu par So t€mu. Tas dod iesp&ju vispusigak aptvert attiecibas un
pétamo paradibu nozimi, it ipasi, ja kvalitativos datus salidzina ar aptaujas rezultatiem. Tapéc
Saja petijuma jautajumi tika apskatiti arT kvalitativi, kas agrak netika veikts. Kvalitativas dalas
pétijuma jautajumi:

PJ1: Ka lielo uznemumu vaditaji saprot Novatoriskuma un organizacijas uzgticeSanas
nozimi ikdienas darba dzive?

PJ2: Ka lielo uznemumu vaditaji verte mijiedarbibu ar vinu tieSajiem padotajiem un
Sts mijiedarbibas nozimi saistiba ar organizacijas uzticéSanos un novatoriskumu?

Kaut arT lielo organizaciju pieredze bija pétita ieprieks, tomér padzilinata izpéte biznesa
konteksta netika veikta. Valodas loma starp iesaistitajam pusém ka atsevisks konteksta faktors
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lai notiktu LMX nebija pétita. Ieprieksgjos petijumos tika apskatita uztic€Sanas attiecibas starp
LMX un organizacijas novatoriskumu, tacu nebija skaidrs, vai tas ir LMX nosacTjums vai
rezultats. Bez tam dzilaka izp&te nepieciesama lai noskaidrotu uzticésanas komponentu ietekmi
uz dazadiem novatoriskuma aspektiem.

2.3. Petijuma konceptualais modelis

S darba dala iepazistina ar pétijuma mainigajiem un paskaidro pétijumu procediiru un
metodes. Saja pétijuma tika izmantoti $adi mainigie:

Atkarigais mainigais: Organizacijas novatoriskums (Wang and Ahmed, 2004), analiz&ts ka
tirgus, procesu, uzvedibas, stratégiskais un produktu novatoriskums.

Neatkarigais mainigais: LMX - lidera un padota mijiedarbibas kvalitate, kas tika mérita péc
LMX skalas (Graen and Uhl-Bien,1995).

Mediators: Organizacijas uztice$anas (McAllister, 1995), kas tika mérita ka (1) emocionala
uzticeSanas un (2) kognitiva uztic€Sanas.

Moderatori: konteksta faktori - pusu komunikacija izmantota valoda, piederiba paaudzei
(mérita ka vecums), dzimums, izglitiba, statuss organizacija, darba stazs organizacija.
Kontroles mainigais: nozare.

Petijuma konceptualais modelis it paradits 2.1. Attela zemak.

Uzticésanas:

e Emocionala H3
e Kognitiva
Organizaciju novatoriskums:
Lidera-padota
mijiedarbiba H1 e Tirgus novatoriskums
(LMX) e Procesa novatoriskums
e Uzvedibas novatoriskums
H4 e Stratégiskais novatoriskums
- e Produkta novatoriskums
Konteksta faktori:
e valoda
e vecums
e dzimums
o izglitiba
e statuss
(Iideris/padotais)
e stazs

Attéls 2.1. Petijuma konceptualais modelis

1. Hipoteze: Vaditaja-padota mijiedarbiba (LMX) statistiski nozimigi ietekmé organizacijas
novatoriskumu.
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2. Hipotéze: Vaditaja-padota mijiedarbiba (LMX) statistiski nozimigi ietekmé organizacijas
uzticésanos.

3. hipotéze: Organizacijas uztic€Sanas ir mediators (pastiprina saikni) attiecibas starp vaditaja-
padota mijiedarbibu (LMX) un organizacijas novatoriskumu.

4. hipotéze: Konteksta faktoriem, tadiem ka valoda, piederiba paaudzei, dzimums, izglitiba,
statuss un darba stazs viena organizacija, ir statistiski nozimiga moder&josa ietekme attiecibas
starp LMX, organizacijas uztic€Sanos un organizacijas novatoriskumu.

Pétijuma kvalitativajai dalali, tika izvirziti $adi pétijjumu jautajumi:

l.pétijuma jautajums: Ka lielo uzn@mumu vaditaji saprot novatoriskuma un
organizacijas uzticéSanas nozimi ikdienas darba dzive?

2.petijuma jautajums: Ka lielo uzn@mumu vaditaji vérteé mijiedarbibu ar vinu tieSajiem
padotajiem un §1s mijiedarbibas nozimi saistiba ar organizacijas uzticéSanos un novatoriskumu?

2.4. Petijuma kvantitativas dalas metodes un procediira

Lai izméritu mainigos lielumus, tika izstradata struktur€ta anketa ar 45 jautdjumiem un
apgalvojumiem, un dati tika iegtiti izmantojot elektronisku aptauju. Elektroniska anketa tika
nositita 80 lieliem uzng@mumiem un tika sanemtas 405 derigas atbildes.

Anketa sastav no §adam cetram dalam:

1) demografiska dala, kas noskaidro respondenta vecumu, dzimumu, izglitibu, statusu,
darba stazu dotaja organizacija un nozari, kura darbojas uznémums, ka ari lietoto sarunas
valodu komunikacija ar tieSo prieksnieku,

2) LMX skala (Graen and Uhl-Bien, 1995);

3) Organizacijas uzticé$anas divu skalu instruments (McAllister, 1995);

4) Organizacijas novatoriskuma piecu skalu instruments (Wang and Ahmed, 2004).

Neatkariga mainiga lieluma merisana: LMX tika merita ar 7 apgalvojumu anketu (Graen
and Uhl-Bien, 1995), izmantojot piecu punktu Likerta skalu (1 nozimé “pilnigi nepiekritu” un
5 “pilnigi piekritu”™).

Mediatora mainiga lieluma mérisana: Saja p&tijuma organizacijas uzticé$anas fenomena
analizei tiek izmantota Makalistera (McAllister, 1995) organizacijas uzticéSanas
konceptualizacija. Makalistera uzticeSanas meriSnas instruments lauj atseviSski novertet
emocionalo un kognitivo uztic€Sanos, un tas sastav no 11 apgalvojumiem. leprieks€jie petijumi
(Dirks and Ferrin, 2001; Korsgaard et al., 2002; Podsakoff, et al., 1990) pieradijusi augstu
skalas ieks&jo uzticamibu un koncepta validitati. Apgalvojumus méra septinu punktu Likerta
skala, 1 nozime “pilnigi nepiekritu” un 7 “pilnigi piekritu”.

Atkariga mainiga lieluma merisana: Organizacijas novatoriskums noteik$anai tika
izmantota Vanga un Ahmeda (Wang and Ahmed, 2004) anketa, kas sastav no 20
apgalvojumiem un aptver piecas skalas: produkta (4 apgalvojumi), tirgus (4 apgalvojumi),
stratégiskais (4 apgalvojumi), procesa (4 apgalvojumi) un uzvedibas novatoriskums (4
apgalvojumi). Apgalvojuma pieméri: “Jauni produkti un pakalpojumi miisu uznémuma biezi
izsauc mums jaunus konkurentus”, “maisu uzneémuma mes pienemam personas, kas dara lietas
citadak.” Seit arf tiek pielietota 7 punktu Likerta skala (1 - “pilnigi nepiekritu”, 7 - “pilnigi
piekritu”). Tresais, sestais, devitais un devinpadsmitais jautajums ir apgriezto jautajumu skala.

Moderéjoso mainigo lielumu mériSana: Anketas pirmaja dala ir informacija par
respondentu pieredzi, t.i. sociali demografiska informacija, kas ietver dzimumu, izglitibu, stazu
un statusu organizacija, valodu, ko izmanto sazina ar tieSo vaditaju. Tika izmantota nominala
skala.
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Kontroles mainiga lieluma noteiksana: Ta ka nozares faktors ir arpus organizacijas
Iimena un to nekontrolé uznémuma vaditajs, nozare nav S§1 p&tijuma tieSaja fokusa un ta tiek
uzskatita par kontroles mainigo.

Anketa tika tulkota no anglu valodas uz latviesu valodu un tad atpakal uz anglu valodu,
tika izmantota tulkosanas un atpakal-tulkosanas metode, kas tiek uzskatita par validu metodi
socialajos p&tijumos (Brislin, 1970).

Anketas parbaudei tika izmantots pilot- périjums. Tam tika identificéti Cetri dazadi
uznémumi, izmantojot “€rtibas” izlases metodi, tas palidz&ja precizét pétijuma gala dizainu.

Datu vaksanai tika izmantota anketa Webropoolsurveys.com platforma. Sakotngjie
kontakti ar organizacijam tika nodibinati pa talruni, péc tam tika izsttiti e-pasti un atseviskos
gadijumos tika veiktas atkartotas telefona sarunas, lai precizétu aptaujas mérkus, tehniskas
prasibas un citus aspektus. Uznémumu vaditaji vai personala vaditaji nosiitija e-pastu
darbiniekiem ar ligumu piedalities anketé€Sana un noradija URL saiti uz aptauju. Aptauja bija
atverta 60 dienas. Ta ka aptauja tika veikta interneta, katrai iesaistitajai organizacijai tika
nodroSinata unikala URL saite, lai nodroSinatu analizes iesp€jas. Aptauja iesaistitajas
organizacijas registréto atbilzu skaits bija atskirigs.

2.5. Pétijuma kvalitativas dalas metodes un kartiba

Kvalitativo datu ieglisanai tika izmantotas padzilinatas intervijas. Kvalitativa dala lava izprast
LMX - novatoriskuma un LMX - uzticéSanas attiecibas un secinat, cik svarigas tas ir masdienu
Latvijas biznesa vaditajiem. Saja p&tijuma tika intervéti astoni uznémumu vaditaji no dazadiem
Latvijas uznémumiem. Sis pétijuma dalas mérkis bija izpétit, ka vaditaji ikdienas dzive izprot
lideribas attiecibu aspektu un ka vini to sasaista ar uztic€Sanos un novatoriskumu. Bija
pielietota padzilinatas un dalgji strukturétas intervijas tehnika; datu analizeé tika izmantots
Maxgda programmas instruments.

3. DALA. PETIJUMA REZULTATI

3.1. Petijjuma kvantitativie dati un rezultati

Kopuma aptaujas dalibnieki tika atlasiti no 80 organizacijam, respondentu vecums bija 22 - 73
gadi un vidgjais vecums - 46 gadi. Visas 405 atbildes tika kodgtas, un to attiecigas datu vértibas
tika ievaditas SPSS datné statistikas analizei. No sakotng&jas datnes tika iznemtas vairak neka
70 respondentu atbildes, kuras tika konstatétas iztrikstosas ailes (netika atbildéts uz visiem
jautajumiem), ka ari gadijumi, kuros respondentu darba pieredze uznémuma bija mazaka par
vienu gadu. Dati, kas raksturo izlases etnografisko aspektu, ir sniegti 3.1. tabula zemak.

Tabula 3.1. Respondentu sociali demografiskais profils (n = 405)

Mainigie Raditaji Biezums Procenti
. Viriesi 224 55,31%
Dzimums
Sievietes 181 44,69%
Dzimta valoda abiem 162 40%
Komunikacijas valoda Dzimta valoda vienam komunikacijas partnerim, bet 177
starp vaditaju un padoto | Otram —né 43,71%
Nav dzimta valoda nevienam no komunikacijas 66
partneriem 16,29%
Profesionala skolas 7 1,73%
Izglitiba Augstakas profesionalas izglitiba 57 14.07%
Bakalaura gréds 186 45,93%
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Magistra grads 120 26,63
Doktora grads 35 8,64%
Paaudze “Z” 81 20,00%
vecums (piederiba Paaudze “Y” 176 43,46%
paaudzei) Paaudze “X” 120 29,63%
Bérnu uzplaukumu paaudze (“Baby Boomers™) 28 6,91%
Darbinieks vai specialists 331 81,73%
Statuss uznémuma Vidus-limena vaditajs 57 14,07%
Augstakas vadibas parstavis 17 4,20%
Mainigie Raditaji BieZums Procenti
1 Iidz 2 gadi 77 19,01%
Darba pieredze dotaja 2 Iidz 5 gadi 189 46,67%
uznemuma 5 lidz 15gadi 66 16,30%
vairak par 15 gadiem 73 18,02%
sektors 1 38 9,38%
sektors 2 76 18,77%
sektors 3 46 11,36%
Industrijas sektors sektors 4 57 14,07%
sektors 5 67 16,54%
sektors 6 45 11,11%
sektors 7 76 18,77%

Talak ir apkopoti galvenie aprakstosas statistikas rezultatu secinajumi. Skalu iek$€ja satura
ticamibas parbaudes LMX, organizacijas uzticé$anas un organizacijas novatoriskuma skalam
noradija uz augstiem Kronbaha alfa koeficientiem (virs 0.7), kas nozimé augstu icksgjo
ticamibu un to, ka datus var izmantot turpmakai analizei.

Tabula 3.2. Kronbaha Alfa koeficienti un statistiskie raditaji (n=405)

Mainfeais ;’gﬂ)u Kronbaha | Vidgja | Standart- | Minimala | Maksimala
& el Alfa | vertiba | novirze | vértiba vertiba

LMX 7 0,88 3,69 0,67 1,00 5,00
Organizacijas uzticiba 11 0,80 5,22 0,77 3,08 7,00
Emocionala uzticé$anas 5 0,87 5,15 0,89 2,40 7,00
Kognitiva uzticesanas 6 0,86 5,28 0,76 3,20 7,00
Novatoriskums 20 0,80 5,18 0,71 1,90 6,60
Produktu 4 0,84 5,30 0,94 2,50 7,00
novatoriskums

Tirgus novatoriskums 4 0,75 5,22 0,85 1,00 6,75
Procesa novatoriskums 4 0,79 5,24 0,82 1,00 6,75
Strategiskais 4 0,75 5,18 0,81 2,25 6,75
novatoriskums

Uzvedibas 4 0,88 497 | 097 1,00 7,00
novatoriskums

27



Turpmak ir sniegti hierarhiskas regresijas analizes rezultati (sk. 3.3. tabulu). Pielagotais R?
norada, cik modelis ir “labs” atkariga mainiga veértibas prognozésanai un izskaidrosanai (Stock
and Watson, 2012, 227. Ipp.).

Dati tabula 3.3. (1. modelis) parada, ka nozares faktoram novatoriskuma prognozesana
sastada tikai 6% (pielagotais R? = 0,06). Interesanti, ka 6. sektors, kur$ attiecas uz pétfjuma
sleju “citas nozares” (ietilpst maksla, izklaide, veselibas apriipe un socialas aktivitates, ka ar1
izglitiba) uzradija vislielako novatoriskumu, kam seko 2. sektors “elektriba, gaze, tidens apgade
un atkritumu apsaimniekoSana” un 3. sektors “razo$ana un biivnieciba”. Interesanti, ka 5.
sektora (“pakalpojumi”) netika atklata statistiski nozimiga ietekme uz organizacijas
novatoriskumu.

Analizei pievienojot LMX (2. modelis), modelis izskaidro 33% no organizacijas
novatoriskuma (pielagotais R?> = 0,33), kas apstiprina 1. hipotézi (H1: LMX ir statistiski
nozimiga ietekme uz organizacijas novatoriskumu).

Tabula 3.3. Hierarhiskas regresijas rezultatu kopsavilkums

Mainigais Modell | Model 2 | Model3 | Model4 | Model5 | Model6 | Model7 | Model8 | Model9
Industrijas Sekt 2 0,47%*% | 0,44*** | 0.24* | 0024* | 027* | 0024* | 023* | 0,23* 0,18

Industrijas Sekt 3 0,49%** | 0,34** 0,10 0,10 0,08 0,05 0,03 0,03 0,08

Industrijas Sekt 4 0,33* 0,18 0,09 0,09 0,13 0,10 0,09 0,10 0,13
Industrijas Sekt 5 0,05 015 | -021* | -021 | -015 | -016 | -015 | -0,15 -0,16
Industrijas Sekt 6 0,60*** | 0,30* 0,12 0,12 0,15 0,16 0,14 0,12 0,11
Industrijas Sekt 7 0,31* 0,18 0,15 0,15 0,19 0,18 0,18 0,18 0,19
LMX 0.56%%* | 0.30%** | 0.30%** | 0,33%%* | 0,34%** | 0,34*** | 0,35%** | 0 36***
UzticéSanas 0,41%%* | 0 41%** | 0,38*** | 0,38*** | 0,38%** | (0 3***7 | 0 36***
Dzimums (vir.) -0,01 0,00 0,01 0,01 0,01 -0,03
Paaudze Y -0,06 -0,06 -0,07 -0,07 -0,08
Paaudze X 0,09 0,09 0,01 0,01 0,01
Paaudze BB 0,26* 0,26* 0,16 0,16 0,18

Statuss (vidgja
Iimena vaditaji)
Statuss (augstaka

-0,12 -0,14 -0,13 -0,19*

-0,11 -0,15 -0,14 -0,24

vadiba)

Szﬁ:g) s 002 | 002 | 000
Stazs (15 un vairak) 0,23** | 0,23** | 0,25%**
Valoda 2 0,06 0,05
Valoda 3 0,09 0,10
Izglitiba 3 -0,08
Izglitiba 4 0,30%**
(Constant) 4,86 2,91 1,83 1,84 1,87 1,86 1,90 1,82 1,83
Pielagotais R Square 0,06 0,33 0,46 0,46 0,47 0,47 0,48 0,48 0,53
R Square Change 0,08 0,27 0,13 0,00 0,01 0,00 0,01 0,00 0,05
F Change 543 | 162,94 | 9333 0,02 3,46 1,42 5,28 0,78 | 20,84
Sig. F Change 0,00 0,00 0,00 0,89 0,02 0,24 0,01 0,46 0,00

*p<0.05; **p<0.01; ***p<0.001

Tresais modelis, kas pievieno organizacijas uztic€Sanos ka prognoz€jamo mainigo,
spej izskaidrot 46% no organizacijas novatoriskuma (korigéts R? = 0,46), un izmainas ir
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nozimigas (sig. F izmainas = 0,00), kas apstiprina 3. hipotézi (H3: organizacijas uzticéSanas
faktoram ir mediatora loma starp LMX un organizacijas novatoriskumu).

Pievienojot konteksta faktoru mainigos, tika parbauditas nakamas hipotézes, proti,
konteksta faktoru modergjosa loma LMX, uzticésanas un novatoriskuma attiecibas. 4. modelis
demonstrg, ka dzimumam nav papildu ietekmes uz novatoriskumu (korigéts R? = 0,46; tas ir
tads pats ka iepriek$€ja modeli, un izmainas nav nozimigas). 5. modelis parada darbinieka vai
vaditaja vecuma ietekmi (mé&ra piederibu paaudzei) un spgj izskaidrot papildu 1% no
organizacijas novatoriskuma (korigéts R? = 0,47; Sig. F izmainas = 0,02), un §is izmainas ir
statistiski nozimigas. Tadgjadi vecumam ir ietekme uz novatoriskumu, un tika atklats, ka
izteiktaka ietekme uz atkarigo mainigo ir Tpasi “Baby Boomers” paaudzes gadijuma.

Sestais modelis parada statusa efektu un ari izskaidro 47% no organizacijas
novatoriskuma (korigéts R? = 0,47), tadgjadi statuss nepievieno papildu speku modelim. Tomér
darba stazs organizacijas ietvaros (7. modelis) parada papildu ietekmi uz organizacijas
novatoriskumu (koriggtaiss R? = 0,48; Sig. F izmaina = 0,01). Turklat, ja darba stazs parsniedz
15 gadus, tad ietekme uz atkarigo mainigo ir vél ievérojamaka (B = 0,23; sig = 0,007).

Sazinas valoda (8. modelis) modelim nepievieno nekadu skaidrojosu speku (korigétais
R? = 0,48; Sig. F izmaina = 0,46). Tomér galigajam modelim, kas papildinats ar izglitibu (9.
modelis), ir papildu 5% izskaidrosanas spéka (korigéts R? = 0,53; Sig. F izmaina = 0,00). Tatad,
9. modelis izskaidro 53% no organizacijas novatoriskuma.

Hierarhiskas regresijas analizes rezultati apstiprina 1. un 3. hipotézi; tomér tie tikai dal&ji
atbalsta 4. hipotézi.

Lai iegiitu dzilaku ieskatu, rezultati tika analizeti, izmantojot Smart PLS riku un strukturalo
vienadojumu modelé$anas panémienu. Zemak redzamais modelis attélo sakaribas starp LMX,
uztic€Sanos un novatoriskumu:

TRUST
0.568 (0.000) 0.4389 (0.000)

0.289 (0.002)

LM% INMNOW

Attéls 3.1. Pilns konceptu attiecibu modelis

Modelis (3.1. attéls) parada cela koeficientu relativas vértibas; cel§ starp LMX un
novatoriskumu ir vajaks (grafiski att€lots ka planaka linija) neka cels LMX -> uzticiba ->
novatoriskums. Tapéc var secinat, ka organizacijas uzticéSanas klatbiitne pastiprina sakaribu
starp LMX un organizacijas novatoriskumu.

Rezultati rada, ka modelis bez uzticésanas mainiga var izskaidrot 34% no novatoriskuma,
ka noradits ar R? = 0,34. Tomér modelis ar uzticgSanos (emocionalu un kognitivo kopa)
izskaidro 49% no novatoriskuma (R? = 0,49). Primarie SEM modelu vértesanas kritériji ir R
rezultati. Endogéno latento mainigo lielumu R? vértibas 0,75, 0,50 un 0,25 attiecigi norada uz
butisku, mérenu vai vaju prognozesanas sp&ju (Hair, et al., 2011). Ka paradits, modelim bez
uzticesanas R?ir 0,34, kas nozimg, ka modelim ir diezgan vaja sp&ja prognozet novatoriskumu.
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Modelim ar uzticésanos ir mérena prognozeSanas sp&ja. Tas nozimé, ka organizacijas
uztic€Sanos var uzskatit par mediatoru starp LMX un novatoriskumu.

0.130(0.121)

0.532 (0.000)

0.024 (0.752)

/
0.197 (0

"0.221(0.007)

0.523 (0.000)

0.093 (0.207)

_____.0.310(0.002) "

IPROC

T0.350 (0.000) gy

LM
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Attels 3.2. Pilns modelis ar piecam novatoriskuma un divam uzticeSanas dimensijam.

Koeficienti 3.2. att€la parada, ka LMX ir visspécigaka tiesa ietekme uz uzvedibas
novatoriskumu (koeficients = 0,35; sig = 0,000), kam seko procesa novatoriskums (koeficients
= 0,31; sig = 0,002). Atklajas, ka LMX neietekmé stratégisko novatoriskumu, jo koeficients
nav statistiski nozimigs.

Celu koeficienti no LMX uz abiem uzticéSanas aspektiem ir specigi un statistiski
nozimigi, lidz ar to tiek apstiprinata 2. hipotéze (H2: LMX ir statistiski nozimiga ietekme uz
organizacijas uzticésanos).

(koeficients = 0,37; sig = 0,000), kam seko stratégiskais novatoriskums (koeficients = 0,37; sig
=0,000), un tirgus novatoriskums (koeficients = 0,27; sig = 0,004).

Ta ka LMX tiesa saikne ar stratégisko novatoriskumu nav nozimiga (koeficients = 0,09;
sig = 0,21), bet netieSa saikne caur kognitivo uzticéSanos ir nozimiga, tadéjadi ir redzama
kognitivas uzticéSanas nodibinasanas svarigums. Augsts LMX vien, bez uzticeSanas, nebiis
pietiekams faktors strategiska novatoriskuma nodrosinasanai.

Lidzigs rezultats tiek iegiits attieciba uz produktu novatoriskumu. LMX tie$a saikne nav
statistiski nozimiga (koeficients = 0,16; sig = 0,08). Produkta novatoriskumam ir nepiecieSama
kognitiva uzticésanas, jo tika atklata statistiski nozimiga saikne (koeficients = 0,18; sig =
0,047). Tikai viena emocionala uzticé$anas faktora klatbutne nebas pietiekama (koeficients =
0,13; sig = 0,12) lai izskaidrotu produkta novatoriskumu.

Atklats, ka tom@r emocionalajai uzticésanas dimensijai ir nozime, un tai ir visspécigaka
ietekme uz uzvedibas novatoriskumu (koeficients = 0,22; sig = 0,001), kam seko stratégiskais
novatoriskums (koeficients = 0,20; sig = 0,004).

Lai analiz&tu kontekstam specifisko faktoru saistibu, tika veikta Multi-group (vairaku
grupu) analize, un secindjumi ir paraditi zemak.
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Statuss organizacija: rezultati parada, ka vidéja limena vaditajiem saikne LMX ->
novatoriskums ir statistiski nozZimiga, un vidgja limena vaditajiem uztic€Sanas nav nozimigs
organizacijas novatoriskuma veicinatajs. Zemakaja statusa grupa (1. statuss: darbinieki un
specialisti) visas parejas ir statistiski nozimigas. Spécigaka LMX ietekme uz organizacijas
uzticé$anos ir atklata tiesi $aja grupa. Tadgjadi ir skaidrs, ka LMX rada uzticibu un ir nozimigs
faktors respondentiem ar zemaku statusu organizacija — darbiniekiem un specialistiem. Turklat,
ka izriet no aprékiniem, kognitivajam uzticésanas faktoram ir liclaka ietekme uz novatoriskumu
neka emocionalajam.

Paaudzes: “Z” un “Baby Boomers” paaudzém pareja starp kognitivo uzticéSanos un
emocionalo uztic€Sanos Uz novatoriskumu nav nozimiga. Tas norada, ka §Im paaudzém
uzticésanas nav tik svariga novatoriskumam, salidzinot ar to, cik svariga viniem ir LMX
kvalitate. Tomér paaudzém “X” un “Y” saikne starp organizacijas uztic€Sanos un
novatoriskumu ir nozimiga. Tadejadi kognitiva un emocionala uzticéSanas ir svariga cilvékiem
vecuma no 25 lidz 55 gadiem. Tas sakrit ar Eriksona attistibas teoriju par produktivitates
vecumu gan privataja, gan profesionalaja darbiba (sk. Douvan, 1997). Turklat paaudzei “X”
tiesa pareja starp LMX un novatoriskumu nav nozimiga - tas nozimé&, ka LMX neietekmé vinu
novatoriskumu, ja nav nodibinata uztic€sanas.

Komunikacijas valoda: Cela koeficienti un to statistiskais nozimigums liecina, ka LMX
ir saistits ar uzticéSanos visam grupam. Kognitivajai uzticésanas dimensijai ir butiska statistiska
nozime visas trijas grupas p —vertibas ir zemakas par 0,01, (1. grupa: komunikacija notiek abu
partneru dzimtaja valoda, 2.grupa: vienam no komunikacijas partneriem saskarsme notiek
dzimtaja valoda, otram - n€, un 3. grupa: abi komunikacijas partneri sava starpa lieto
sveSvalodu). Tas lauj domat, ka kognitivas uztic€Sanas klatblitnei ir nozimiga loma
novatoriskuma visas tris dalibnieku grupas. Tomér dalibniekiem, kuri zinoja par atskirigajam
dzimtajam valodam komunikacija, emocionalajai uzticibai ir daudz nozimigaka loma
novatoriskuma izskaidro$ana. Interesanti, ka tiem, kuri runa viena un taja pasa dzimtaja valoda,
emocionala uzticéSanas nav tik svariga (statistiski mazak nozimiga), kognitivas uzticéSanas
faktoram ir pietickami daudz prognozesanas sp&ju. Tie, kuri izmanto sazinai ar tieSo vaditaju
vai tieSo padoto savu dzimto valodu, uztic€$anas ne vienmér ir mediators organizacijas
novatoriskuma radiSana. Tas ir izskaidrojams ar to, ka uzticéSanas spélé attiecibu stabilizéSanas
lomu un vienas un tas paSas valodas platformas gadijuma ta uzsver grupas dalibnieku
viendabigumu, Kuru laika gaita vairs neapstrid, grupas dalibnieki uzticéSanos var neuztvert ka
aktualu aspektu. respondentu grupam attieciba uz valodas izmantoS$anu Interesanti, ka pareja
starp LMX un organizacijas novatoriskumu nav statistiski nozimiga (p = 0,08> 0,05 otrajai
grupai; un p = 0,47> 0,05 tresajai grupai) tiem, kuru dzimta valoda ir atSkiriga, un tiem, kuri
sazinas sava komunikacijas partnera dzimtaja valoda. Tas pierada, ka dzimtas valodas atskiribu
gadijuma pat augsts LMX nav pietiekoss faktors novatoriskumam, jo bez uzticéSanas
organizaciju novatoriskums nav iesp&jams. Tapéc, ja pastav valodu daudzveidibas (2. un 3.
grupa), uzticésanas loma klist par izSkirosu faktoru novatoriskuma nodrosindsand, un ar
augstu LMX vien nepietiek.

Konstatéts, ka LMX ir svariga loma visam trim grupam uzticéSanas veidosana - gan
emocionalaja, gan kognitivaja limeni. Tomeér tiek atzits, ka LMX ka novatoriskuma nosacijums
ir 1pasi svarigs dalibnieku grupai, kura zinoja, ka izmanto to pasu dzimto valodu. Tas liek
domat, ka saikne starp LMX un novatoriskumu ir spécigaka cilvékiem, kuri lieto vienu un to
pasu valodas platformu, un ta var bt atbilde uz miisdienu Latvijas sociali politisko situaciju:
attiecibu kvalitate tiek verteta augstak vienas un tas pasSas dzimtas valodas nes€ju vidii un tai ir
lielaka ietekme uz vispargjo novatoriskumu.

Dzimums: datu analizes rezultata tika atklats, ka dzimumu svarigu kontekstu LMX->
uzticeSanas -> novatoriskuma attiecibas. Kognitivas uzticesanas faktoram ir augstaks
koeficients novatoriskuma izskaidroSana; tad€jadi uzticesanas izzinas aspekts ir svarigs abiem
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dzimumiem. Pareja starp emocionalo uztic€$anos un novatoriskumu respondentiem-viriesiem
nav nozimiga (p = 0,25> 0,05). Var secinat, ka darbinieki-virie$i palaujas Uz kognitivo
uztic€Sanos, turpretl sieviettm emocionala uztic€Sanas ir svariga novatoriskuma
nodrosinasana.

3.2. Petijjuma kvalitativas dalas rezultati

Petijuma kvalitativaja dala tika izmantotas padzilinatas intervijas un tematiskas analizes
metode. Ta rezultatad tika identificéti piecpadsmit Iideru uzvedibas vadlinijas, kas veido
septinus uzvedibas blokus, kuri savukart tika iedaltti tris galvenajas kategorijas, skatit 3.4. un
3.6. tabulu zemak:

Tabula 3.4. Kategoriju sadalijjums apaks-kategorijas (autores sintéze)

Nr. | Kategorija Apaks-kategorija Attiecas uz pétijjuma
(Vaditaja uzvediba) mainigo
1. | Novatoriskuma uzraudziba Inovativas domasanas veicinasana | Novatoriskums
(novatorisku risinajumu atziSana
saistiba ar organizacijas efektivitati un | Zinasanu izplatisanas stimulésana, | LMX
produktivitati) abpuseja ciena pret kompetencem
2. | Intelektuala stimuléSana Intelektuala stimulesana LMX (transformativa
(novatoriskas izveles stimulésana un lideriba)
zinasanu izplatisanu atbalstisana) Personigas izvéles stimulésana LMX, Uzticé$anas
radosajos lemumos un atbildibas
stimulésana
3. VizualizeSana  (novatoriskums  ka | Kopiga redzéjuma nodroSinasana | LMX (transformativa
organizdcijas identitate) (kopigi radit), motivésana lideriba)
novatoriskiem risindjumiem
Uzdevumu sadalisana reali LMX (helping),
sasniedzamos uzdevumos novatoriskums
(strukturésana,
inkubacijas periods)
Organizacijas kultiras izveidosana | UzticéSanas, LMX
Organizdcijas identitates | LMX (transformativa
izveidoSana lideriba)
4. | Komunikdcija un atgriezeniskas saites | Atvertas un caurspidigas LMX
sniegSana komunikacijas stimulésana
Konkrétas atgriezeniskas saites LMX (transaktiva
sniegSana padotajiem lideriba)
Atklatas komunikacijas un LMX; UzticeSanas
atgriezeniskds saites sniegSanas
stimuléSana (no padotajiem
vadibai)
5. UzticeSanas Uzticiba darbinieku kompetencem Uzticésanas; LMX
Delegesana un uzticesanas
6. Lomu modelesana Lomu modelésana LMX; Uzticésanas
7. Uzraudziba Klidu iespéjas pielausana un LMX; UzticéSanas
moralas izvéles lemumu atzisana
Uzvedibas kontrole un sankcijas LMX (transaktiva
pret neatbilstosu ricibu, uzdevumu | lideriba)
izpildes uzraudziba

Interviju analize liecina, ka lielajas organizacijas Latvija vaditaji apzinas novatoriskuma nozimi
un sasaista to ar organizacijas uzticésanos. Tika atklats, ka vaditaji prasmigi vargji definét un
operacionaliz€t organizacijas uztic€Sanos, tas liek domat, ka organizacijas uztic€Sanas
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vaditajiem ir zinams jédziens. Intervétie vaditaji vargja sniegt skaidrojumus par to, ka vini redz
uzticésanas nozimi. Kas attiecas uz attiecibu lideribu un LMX, tas nebija viegli identificgjams
jédziens, un atbildes atklaja zinamu neskaidribu par attiecibu kvalitates izpratni vai vaditaja-

padota mijiedarbibu.

3.3. Kvantitativo un kvalitativo metoZu iegiito rezultatu integracija

Kvantitativa un kvalitativa pétijuma rezultatu integracija ir aprakstita attieciba uz visiem trijiem
galvenajiem pétljuma mainigajiem lielumiem: organizacijas novatoriskumu, organizacijas
uztic€Sanos un Vaditaja-padotd mijiedarbibu. Secindjumi par metozu integréSanu saistiba ar
petijuma hipotézeém ir apkopoti 3.5. tabula.

Tabula 3.5. Secinajumi par hipotézém un izpétes jautajumiem, izmantojot jauktu

metoZu pieeju

Hipotézes un pétijjuma
jautajumi

Kvantitativa  pétijjuma
rezultati  (aptauja -
padoto perspektiva;

HLM un SEM analize)

Kvalitativa pétijjuma rezultati
(intervijas — vaditaju perspektiva)

1. Hipotéze: Vaditaja-padota
mijiedarbiba (LMX)
statistiski nozimigi ietekmé
organizacijas novatoriskumu

Atbalstita: LMX izskaidro
34% no organizacijas
novatoriskuma

Dalgji atbalstita: nebija skaidra saite
starp novatoriskumu un LMX, bet,
skaidrojot novatoriskumu, vaditaji
runaja par atseviskam LMX
dimensijam

2. Hipoteze: Vaditaja-padota
mijiedarbiba (LMX)
statistiski nozimigi ietekmé
organizacijas uzticé$anos

LMX >
cela

Atbalstita:
uzticéSanas
koeficients ir 0,52**

Dalgji atbalstita: LMX kvalitate bija
saistita ar atbildibas palielinasanu,
uzdevumu delegésanu un ar vaditaju
uzvedibu, kas vérsta Organizacijas
kultaras uzlabo$anu, varas distances
samazinasana un darbinieku
pilnvaro$anu. Taja pasa laika, bija
arT komentari par stingras kontroles
nepiecieSamibu un skaidru
noradijumu sniegSanu, kas norada
uz uzticibas jédziena
neviennozimigo raksturu

Organizacijas
uzticesanas ir mediators
attiecibas starp vaditaja-
padota mijiedarbibu (LMX)
un organizacijas
novatoriskumu.

3. hipotéeze:

Atbalstita;  modelis ar
uzticéSanos izskaidro 46%
organizacijas
novatoriskuma
(Uzticesanas pieskir
papildus 13%
organizacijas

novatoriskumam); tika
atklata dalgja mediacija
VAF=49%

Atbalstita:  Uzp@mumu  vaditaji
organizacijas uzticé$anos ir skaidri
identific€jusi ka svarigu faktoru, kas
veicina inovaciju un vispargjo
novatoriskumu

1.petijuma jautajums:

Ka lielo uzpémumu vaditaji
saprot novatoriskuma un
organizacijas  uzticéSanas
nozimi  ikdienas  darba
dzive?

Nav analizéts

Novatoriskums tiek uzskatits par
svarigu sasniegumu, un radosie
léemumi tiek uzskatiti par
konkurétspgjigiem. Organizacijas
novatoriskumu saprot ka rezultatu
tadam darbibam ka atbalsts
inovativai domasanai, varas
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distances mazina$anai, darbinieku
attistibas veicina$anai, daliSanas ar
idejam, iniciativas un zinasanu
nodosanas stimulé$ana, kas saskan
ar Vanga un Ahmeda (Wang and
Ahmed, 2006) inovacijas koncepta
definiciju

Organizacijas uzticeé$anas bija
saistita ar atbildibas palielinasanu,
delegésanu un tadam praksém ka
organizacijas kultiiras uzlabosana,
varas distances samazinasana,
darbinieku pilnvaro$ana. Taja pasa
laika bija arT atziméta kontroles
nepieciesamiba un skaidru
noradijumu sniegSana, ka arT tiesas
atgriezeniskas saites sniegSana, kas
norada Uz neviennozimigo
uztic€Sanas izpraSanu

2.pétijuma jautajums: Ka
lielo uzpémumu vaditaji
verté mijiedarbibu ar vinu
tieSajiem padotajiem un S§is

mijiedarbibas nozimi
saisttba ar organizacijas
uzticéSanos un

novatoriskumu?

Nav analizéts

Termins “attiecibu kvalitate” vai
“mijiedarbibas kvalitate” nav zinams
biznesa vaditajiem, ka arT “attiecibu
lideribas” koncepts nebija zinams.
Toties LMX dimensijas, tadas ka
savstarp&ja uztic€Sanas, profesionala
ciena, lojalitate un v&lésanas sniegt

ieguldijumu  attiecibas, paradas
diskusijas ~ par  novatoriskuma
attistibu.

4. hipoteze: Konteksta
faktoriem, tadiem ka valoda,
piederiba paaudzei,
dzimums, izglitiba, statuss
un darba stazs viena
organizacija, ir statistiski
nozimiga modergjosa
ietekme attiecibas starp
LMX, organizacijas
uztic€Sanos un organizacijas
novatoriskumu.

Atbalstita:

Paaudze, stazs, izglitiba:
vecaka paaudze un ilgaks
darba stazs vienas
organizacijas ietvaros, ka
art cilveki ar augstako
izglittbu augstak  verté
novatoriskumu;
Dzimums: darbiniekiem-
virieSiem emocionala
uztic€Sanas nav svariga,
Sazinas valoda:
komunikacijas partneriem,
kuriem valoda nebija
dzimta  nevienam  no
dalibniekiem, uztic€Sanas
klast par svarigako faktoru
novatoriskumam.

Nav analizéts

Balstoties uz kvantitativo un kvalitativo pétijuma rezultatu integraciju, ka ari uz Jukla (Yukl,
2002) piedavato vadibas uzvedibas taksonomiju, tiek izveidotas vaditaja izturéSanas vadlinijas
organizacijas novatoriskuma palielinasanai (sk. 3.6. tabulu).
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Piedavatas piecpadsmit vaditaju uzvedibas vadlinijas ir sagrupé&tas trijas kategorijas:
Novatoriskuma vizualizé$ana, UzticESanas un uzticamibas radiSana un Novatoriskuma
uzraudziba. Salidzinot ar Jukla (Yukl, 2002) taksonomiju, piedavatais modelis ir apgriezts.
Vizijas radiSanu var saistit ar parmainu meta-kategoriju, kas Juklas modelt ir pedgja vieta,
tomér S$aja modell tas ir pirmais solis novatoriskuma attistiba. P& novatoriskuma
vizualiz&Sanas ir svarigi radit uzticibas klimatu, kas ietver abpus€ju uztic€sanos - uzticésanos
darbiniekiem no vaditaju puses un vaditaja uzticamibu. Visbeidzot, ir jauzrauga novatoriskums,
jo, ka teica intervétie vaditaji, tam jabit saistitam ar organizacijas efektivitati un lietderibu.

Tabula 3.6. Vaditaja uzvedibas vadlinijas organizacijas novatoriskuma attistibai

Nr. | Vaditaja uzvediba Uzvedibas Kategorija
1. | Vizijas kopiga radiSana, kura novatoriskums ir uzn€muma
galvenais virzitajspeks

2. | Organizacijas kultiiras veidoSana, kas veicina radosu ideju
apmainu un eksperimentéSanu

3. | Novatoriskuma ieklau$ana organizacijas identitaté

Novatoriskuma
vizualizésana

4. | Personigas izveles stimuléSana radoSos 1@&mumos un atbildibas
palielinasana

5. | UzticéSanas izteik§ana darbinieka kompetencei

6. | Delegésana un uzticésanas

7. | Savstarp&jas uzticibas klimata radiSana, uzsverot kognitivo un
emocionalo uzticé$anos

8. | Atklatas komunikacijas stimuléSana

9. | Tie$as atgriezeniskas saites snieg$ana (vaditaji padotajiem)
10. | Darbinieku aicinasana sniegt atgriezenisko saiti vaditajiem
11. | Vaditaja parauglomas apzinasanas: vaditajs ka radoSa un
inovativa cilveka paraugs, kuram darbinieki var uzticéties

12. | Lidera un padota attiecibu kvalitates parraudziba

13. | Inovativu risinajumu atziSana saistiba ar organizacijas
efektivitati un produktivitati Novatoriskuma
14. | Kludu iesp&jas pielausana un moralas izvéles Iémumu atziSana uzraudziba
15. | Uzvedibas kontrole un sankcijas pret neatbilstosu ricibu

UzticeSanas un
uzticamibas radiSana

Analizgjot intervijas datus un attiecinot tos uz stratégisko vadibzinatnes literatiiru, ka ari
atsaucoties ipasi uz Jukla (Yukl, 2002) vaditaju uzvedibas taksonomiju, tika izstradats
piecpadsmit vaditaju uzvedibas vadliniju modelis. Kopa ar pétijjuma kvalitativas dalas
rezultatiem un secindjumiem tas veido pamatu rekomendacijas dalai.

SECINAJUMI UN PRIEKSLIKUMI

S pétijuma pamatojumu noteica nepiecie$amiba risinat organizaciju novatoriskuma problému
un meklét iesp&jas ta palielinasanai. Saja promocijas darba tika empiriski pétita saikne starp
vaditaju un padoto attiecibu kvalitati, ko méra péc LMX skalas, darbinieku izpratne par vinu
organizacijas uzticé$anos un novatoriskumu un vaditaju viedokli par So paradibu saistibu
Latvijas biznesa konteksta. Petijjuma rezultata tika izdariti §adi secinajumi:

1. Latvijas lielo uznémumu darbinieki uztver novatoriskumu ka augstu - visas skalas tika
novertétas ieverojami virs vidgja limena (7-punktu Likerta skala veértgjums virs 5).
Latvijas organizacijas augstak verteé produktu un procesu novatoriskumu, bet zemak -
uzvedibas un stratégisko novatoriskumu. Tas var€tu liecinat par lielaku koncentré$anos
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10.

uz aktivitatém, kuru mérkis ir uzsvért produktu un procesu novatoriskumu
organizacijas, un uz salidzino§i mazaku uzmanibas pievérSanu uzvedibas un
stratégiskajam novatoriskumam.

Latvijas lielo uznémumu vaditaji apzinas novatoriskuma nozimi un pétijjuma rezultati
parada, ka darbinieki apstiprina $o uzskatu. Ar darbinickiem tiek diskutéts par
novatoriskuma nozimi individualo kompetencu un vinu individualo sniegumu Iiment
(Tpasi IT nozares uznémumos un un banku sektora).

Nozarei, kura darbojas organizacija, ir statistiska nozime, kaut gan tai ir tikai neliela
ietekme uz organizacijas novatoriskumu (ta veido tikai 6% no organizacijas
novatoriskuma). Sektors “Cita nozare”, kas apvienoja makslas, izklaides, veselibas
apriipes un socialas aktivitates, ka ar1 izglitibas nozari, noradija uz visaugstako
novatoriskumu, tam seko “elektriba, gaze, udens apgade un atkritumu
apsaimniekoSana” un “razosana un buivnieciba”. Pakalpojumu nozaré novatoriskums
nav augsti vertets.

Lideru un padoto mijiedarbibas (LMX) kvalitatei ir butiska nozime organizaciju
novatoriskuma palielinasana (ta veido no 27% lidz 31% no organizaciju
novatoriskuma). Spécigakais LMX efekts tika atklats uzvedibas novatoriskuma, tam
seko - procesu novatoriskums un visvajaka LMX ietekme tika konstatéta produktu
novatoriskuma. LMX ka vienigais faktors butiski neietekmé stratégisko un produktu
novatoriskumu. Tas parada, ka vaditaja attiecibam ar padoto ir tieSa ietekme uz
uzvedibu un procesiem organizacija (mikro-pamatu Iimenis), bet nav tiesas ietekmes uz
strat€gisko un produktu novatoriskumu (makro-pamatiem).

Intervijas atklajas, ka vaditaji labi apzinas novatoriskuma nozimi, saistot to ar
organizacijas uztic€Sanos, kura, savukart tika saistita ar €tisko organizacijas kultiiras
izveidi. Lideri apzina, ka viniem $aja procesa ir batiska loma. Tomer “lidera — padota
attiecibu kvalitate” vai “attiecibu mijiedarbiba” vaditajiem nebija skaidrs jédziens, kaut
LMX dimensijas, pieméram, savstarpgja uzticéSanas, profesionala ciena un lojalitate,
bija miné&tas ka svarigi darba dzives aspekti.

Vaditaji bija gatavi runat par vinu ricibu un lomu organizacijas kultiiras, novatoriskuma
un uzticéSanas veidoSana, nevis uzsverot darbinieku ieguldijumu Sajos procesos.
Patiesiba, ka izriet no intervijam, lojalitate, neatlaidiba un uztic€Sanas tiek sagaidita no
darbiniekiem, nevis no vaditajiem attieciba uz vinu padotajiem vai organizaciju. Tas
apstiprina vadibas un biznesa €tikas literattiras argumentus, ka lideriba ieklauj zinamu
fokuséSanos uz sevim.

Lideru izpratne par savu lomu LMX izveidé nav tik skaidra; atbildes neliecinaja par
lideru interesi par sekotaju vajadzibam un padoto ceribam (ekspektacijam) attieciba uz
vaditaju. Vardi Lidera gadiga attieksme Vvai ripes nebija pieminétas. Bet intervijas bija
uzsverts, ka lielajas organizacijas ir griiti izradit gadibu un empatiju. Tas pierada §1
pétijuma aktualitati un nepiecieSamibu popularizét LMX teoriju Latvijas konteksta.

Ta ka Latvijas organizaciju vaditdji neiedzilinas vaditdju un padota mijiedarbibas
kvalitates nozimé&, un, nemot véra, ka speécigaka LMX ietekme tika atklata tieSi uz
uzvedibas novatoriskumu, varétu secinat, ka tas ir iemesls tam, kapéc uzvedibas
novatoriskums Latvijas organizacijas ir novertéts viszemak. Tas ari pierada
nepiecieSamibu uzskatit LMX ka svarigu mikro-pamatu organizacijas attistibai.
Uzticésanas organizacija ir butisks faktors, lai raditu organizacijas novatoriskumu, jo ta
pastarpina attiecibas starp LMX un novatoriskumu. Kvalitativa lidera-padota
mijiedarbiba bez uzticéSanas klatblitnes sp&j izskaidrot tikai 33% no organizacijas
novatoriskuma, bet uzticésanas faktora klatbttne paskaidro jau 44% no novatoriskuma.
Latvijas organizacijas kognitiva uzticeSanas tiek vertéta augstak neka emocionala
uzticeésanas. Kognitivajam uzticesanas faktoram bitiska ietekme ir atklata uz visam
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novatoriskuma dimensijam, turpreti emocionalas uzticésanas faktoram ir ictekme tikai
uz uzvedibas un stratégisko novatoriskumu.

Stratégisko un uzvedibas organizaciju novatoriskumu nevar palielinat bez organizacijas
uztic€Sanas, nepietiek tikai ar augstu LMX faktora esamibu.

Ar kontekstu saistitie faktori (dzimums, komunikacijas valoda starp padoto un vaditaju,
piederiba paaudzei, izglitiba, statuss un stazs viena organizacija) ietekmé attiecibas
starp LMX, organizacijas uztic€Sanos un organizacijas novatoriskumu, lidz ar to,
konteksta faktori maina LMX un uztic€$anos nozimi, tap&c vaditajiem tie ir janem vera.
Dzimums neatklaj atskiribas starp LMX, organizacijas uztic€San0S un organizacijas
novatoriskuma noveértéjumu. Tomér atSkiribas ir saistitas ar organizacijas uzticé$anas
nozimi: respondentiem-virieSiem emocionala uztic€Sanas nav tik svariga ka sievietém,
vaditaja uzvedibas un organizaciju novatoriskuma saikné.

Statusam nav butiskas ietekmes uz organizaciju novatoriskumu vert§jumu, tomer
zemaka statusa darbiniekiem uzticésanas ir butiskaka organizacijas novatoriskuma
nodro$inasanai. Turklat kognitivajam uzticéSanas faktoram ir lielaka ietekme uz
novatoriskumu neka emocionalajam. Vid&ja limena vaditaji izradija mazaku jutibu pret
uzticésanos faktoru; vinu grupa LMX bija pietickami svarigs novatoriskuma noteicgjs.
Bet zemaka limena darbiniekiem ir svarigi izjust gan emocionalo, gan kognitivo
uzticésanos lai noveértétu organizaciju novatoriskumu.

Darba stazs vienas organizacijas ietvaros ietekmé Iidera-padota mijiedarbibas
vertgjumu. Augsts LMX ir svarigaks darbiniekiem ar lielaku darba stazu, tapat to
augstak verté organizacijas jaunie darbinieki.

Paaudzu atskiribu analize atklaja, ka “Z” un “Baby Boomers” paaudzém novatoriskuma
nodroSinasanai vissvarigaka ir LMX kvalitate, bet uzticésanas nav tik svariga. Tomer
paaudzém “X” un “Y” uzticé$anas sp&lé nozimigu lomu. Turklat “X” paaudzei LMX
ietekme uz novatoriskumu nav statistiski nozimiga, ja uztic€$anas nav nodibinata.
Valodai, kura runa vaditajs un padotais, ir nozime LMX ietekmé uz organizacijas
novatoriskumu. Grupu analize paradija, ka kognitivajam uzticé$anas faktoram ir butiska
statistiska nozime visas trijas grupas (1: komunikacija notiek abu partneru dzimtaja
valoda, 2: vienam partnerim komunikacijas valoda ir dzimta, otram - n&, un 3: nevienam
no komunikacijas partneriem komunikacijas valoda nav dzimta). Tapéc kognitiva
uzticésanas spéle lielu lomu novatoriskuma. Tomér dalibniekiem, kuriem ar savu tieSo
vaditaju ir dazadas dzimtas valodas, emocionala uzticéSanas ir svarigaka neka tiem,
kuriem ir viena un ta pati dzimta valoda.

LMX ir nozimiga loma visam trijam valodu grupam emocionalas un kognitivas
uzticéSanas veidoSana. Tomér augsts LMX ka novatoriskuma nosacijums ir ipasi
svarigs tiem, kuriem dzimta valoda ir vienada. Tas liek domat, ka sakariba starp LMX
un novatoriskumu ir pasi spéciga cilvékiem, kuri lieto vienu un to paSu valodas
platformu, un tas atspogulo misdienu Latvijas sociali politisko situaciju, proti, attiecibu
kvalitate tiek vertéta augstak vienas dzimtas valodas gadijuma un ta ir cieSak saistita ar
novatoriskumu.

Ja sazinas valoda nav dzimta valoda vienam vai abiem komunikacijas partneriem,
uzticeésanas loma kliist par iz8kiros$u faktoru novatoriskuma nodrosinasanai. LMX bez
organizacijas uzticeSanas faktora klatblitnes nav pietiekams faktors novatoriskuma
nodroSinasanai.

Interviju datu apstrades rezultata tika izveidots modelis organizacijas novatoriskuma
nodro§inasanai - izstradatas piecpadsmit vadibas uzvedibas vadlinijas, kas sagrupétas
trijas kategorijas: Novatoriskuma vizualiz€$ana, Uztic€$anas un uzticamibas radisana
un Novatoriskuma uzraudzisana.
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Saskana ar piedavatajam piecpadsmit vaditaju uzvedibas vadlinijam, kas apkopotas modelt un
kuras veicina organizacijas novatoriskuma nodrosinasanu, lielo uznémumu vaditajiem ir
izstradatas sekojosas rekomendacijas (rekomendacijas izriet no vaditaju uzvedibas vadliniju
modela, tadejadi paskaidrojot tas detalizeétak). Rekomendacijas ir sagrupétas trijas uzvedibas
kategorijas:

Novatoriskuma vizualizéSana

1) Vizijas kopiga radisana, kur novatoriskumam ir pieskirta uznémuma galvend
virzitajspeka loma. Vaditajiem jauztver lidera-padota mijiedarbiba ka div-virziena
process un jaiesaista darbinieki organizacijas vizijas veidosana. Liderim mijiedarbibas
procesa vajadzétu mudinat darbiniekus sekmé&t novatoriskumu vizijas izveidosanu un
to istenosSanu, lai novatoriskums kltitu par darba ikdienas praksi.

2) Organizacijas kultiras veidoSana, kas veicina radosu ideju apmainu un
eksperimentéSanu. Ipasi biitu jaatista uzvedibas novatoriskums, jo Latvijas
organizacijas tas tiek vertéts viszemak (starp visiem novatoriskuma veidiem). Ta ka
LMX ir visspécigaka ietekme (starp visiem novatoriskuma veidiem) tiesi uz uzvedibas
novatoriskumu, vaditaju spékos ir attistit darbinieku novatorisku ricibu, veicinot
radoSa organizacijas klimata izveidi, t.i. sekm&ot domu apmainu un respektgjot
individualas atskiribas un talantus. Pieméram, organizacijas darba grupas un jaunrades
/ radoSuma darbnicam un seminariem janotiek pat tad, ja darbinieku tieSie uzdevumi
nav saistiti ar radoumu. Sadas aktivitates parasti veicina vispargjo jaunrades limena
paaugstinasanos. Ari tad€jadi visiem bitu skaidrs, ka radoSums tiek uzskatits ka darba
vertiba un veido uznémuma organizacijas kultiiru. Tapéc daliba $ados seminaros
varétu tikt ieklauta gada novertejumos.

Jaizveido vide, kura darbiniekiem ir iesp&ja augt un kludities (sapratigas
robezas). Vaditajiem jaatbalsta eksperimentéSana un javeicina tadas organizacijas
kultiiras veidoSana, kura organizacijas darbinieki var palauties viens uz otru; jasniedz
kognitivais un emocionalais atbalsts novatoriskumam. Pieméram, vaditajiem jaatrod
laiks lai uzklausitu radosas idejas, viniem bitu janonvérté to, ka savienot finanses,
dalibnieku sp€jas un darba laiku lai jauna ideja varétu bit ieviesta. Ir svarigi izveidot
vidi, kura dalibnieki nebaiditos izteikties. Darbinieki jastimul€ izteikties, nebaidities
no kolégu nosodosiem komentariem vai stingras varas hierarhijas.

3) Novatoriskuma ieklausana organizacijas identitate. Organizacijam vajadzétu
pozicionét sevi ka inovativas, ieklaujot novatoriskumu organizacijas veértibas. Latvijas
uznémumos otrs viszemak novertétajs novatoriskums (no visiem novatoriskuma
veidiem) ir stratégiskais novatoriskums, un LMX faktora klatbiitne to nespgj ietekmét
bez uzticésanas. Tapec ir vajadzigas darbibas organizaciju stratégiskaja limeni. Ka
izriet no pétijuma, vaditaji var veicinat stratégisko novatoriskumu tikai tad, ja pastav
uztic€Sanas, jo Tpasi emocionala uzticésanas. Pieméram, organizacijas veértibas, misija
un vizija var ietvert emocionali pievilcigus sauklus, kas saistiti ar strat€égisko
novatoriskumu. Stm vértibam ir arf jabat Tstenotam sapulcés, kopigajos pasakumos,
darbinieku un vaditaju novertésanas procesa.

4) Personigas izveles stimulésana radosos lemumos un atbildibas palielinasana.
Uzvedibas novatoriskuma stimulé$ana nodrosina citas novatoriskuma komponentes
nozimi un pieaugumu, un vaditajiem ir iesp&jas ietekmét uzvedibas novatoriskumu.
Lai stimul&tu darbinieku personigo izveli par labu novatoriskai uzvedibai, janem véra
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organizacijas konteksts, jo dazadas darbinieku grupas atskirigi reagé uz lidera-padota
mijiedarbibu.
a) statuss organizacijas hierarhija - vidéja limena vaditajiem novatoriskuma
novertéSanai var pietikt ar augstvértigam attiecibam, balstitam uz cienu un
savstarpgjo atbildibu, savukart zemaka limena darbiniekiem (darbiniekiem un
specialistiem) ir svarigi lai butu izveidota organizacijas uzticésanas. Lai raditu
darbinieku uztic€sanos, vaditajiem galvena uzmaniba japiever§ kognitiviem
argumentiem, pastavigi komunicgjot ar darbiniekiem par to, kas un kapéc tiek
augsti novertéts vinu riciba, ka ar aicinat ar cienu izturéties pret kolégu
kompetenc€m, zinaSanam, un labiem I@mumiem. Svarigi veidot vidi, kura
darbinieki var palauties viens uz otru darba jautajumos.
b) Janem véra darbinieku vecums. Jaunakiem darbiniekiem (“Z paaudzei”) un
vecakiem darbiniekiem ("Baby Boomers") pietick ar augstvértigam lidera un
padota attiecibam lai vert€tu novatoriskumu organizacijas, savukart “X” un Y
paaudze€m” svarigs ir organizacijas uzticéSanas faktors. Lideriem jabut loti
uzmanigiem 1pasi ar “X paaudzes” darbiniekiem, jo viniem tikai LMX nav
pietiekams faktors lai ietekmétu novatoriskumu. Tadejadi, “X paaudzes”
darbiniekiem ir svarigi zinat, pie ka var griezties, ja rodas darba problémas.
Viniem ir svarigi veidot kol€gialas attiecibas ar cilvékiem, kuriem var uzticéties,
atklajot savas darba un dzives Saubas, ka ari sanemt atzinibu vinu acis. Tapéc
vaditajiem vajadzetu veidot vidi, kura sekme atklatibu, lai darbinieki varétu
justies dro$i un sanemt abpus€jo atzinibu. SadaliSana darba grupas, ka ari
kopgjie pasakumi un briva laika pavadiSanas aktivitates var biit rekomend€tas
Saja sakara.
UzticeSanas un uzticamibas radiSana
5) Uzticésanas izteiksana darbinieka kompetencei.
Lideriem ir jaapzinas, ka augstas kvalitates lidera-padota mijiedarbiba ir loti svariga,
lai veicinatu organizacijas novatoriskumu (ta atbild par apméram 30% no
novatoriskuma). Vaditajiem skaidri jademonstré, ka vini ciena darbinieku pieredzi,
atzist vinu zinaSanas un kompetences un to, ka vinus interesé darbinieku viedokli.
Vaditajiem ir jabut gataviem uzklausit savus darbiniekus un sniegt viniem
konstruktivo atbalstu, ka arT empatiju un palidzibu, veidojot stipru organizacijas
mikro-pamatu.
6) Delegésana un uzticesanas.
Delegésana ir vaditaja uzvediba, kas veido lidera-padota kvalitativo mijiedarbibu un
rada gan kognitivo gan emocionalo uzticé$anos. Deleggjot, vaditaji apstiprina, ka
darbinieki var tikt gala pasi ar darba uzdevumiem, bez kontroles. Lai arT augstas
kvalitates lidera-padota mijiedarbiba ir svariga, organizacijas uzticéSanas ir loti
butiska, lai veicinatu organizacijas novatoriskumu (ta atbild par 13% no
novatoriskuma), delegésana ir majiens visiem organizacijas dalibniekiem, ka te
strada profesionali, kuriem var ticét; tadéjadi veidojas mikropamats novatoriskumam.
7) Savstarpéjas uzticibas Klimata radisana, uzsverot uzticeSanas kognitivos un
emocionalos aspektus.
Lideriem organizacijas javeido uz savstarpgjo uztic€sanos balstitu klimatu, kas ietver
gan uzticé$anas kognitivo, gan emocionalo komponenti. Ja kognitivo uzticé$anos var
radit ar tieSu pazinojumu starpniecibu, tad emocionalas uztic€Sanas radiSana ir
sarezgitaks process. Lideriem janem véra organizacijas konteksta foktori:
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8)

9)

10)

11)

a) Darbinieku dzimums. Organizacija, kura ir liels sievieSu dzimuma darbinieku
procents, vaditajiem jarada emocionala uztic€sanos, jo Sis uzticéSanas aspekts ir
bitisks sievietém. Uzticibas emocionala sastavdala Latvijas organizacijas tiek
vertéta zemak neka kognitiva; tadejadi vaditdjiem bitu jadoma par tas
pastiprinatu pielietosSanu. To var izdarit, piem@ram, izmantojot vestijuma
nodo$anu ar stastu palidzibu, , ka arT radot emocionali drosu vidi (bez verbaliem
draudiem, bez bosinga vai mobinga), aktualiz&ot darbinieku individualas
vajadzibas atklatas sarunas, ar kuram panakt abpusgji izdevigus risinajumus.
b) valoda, kura runa vaditajs un sekotajs. Lideriem biitu janodroSina kognitiva
uzticéSanas visiem darbiniekiem, bet ar darbiniekiem, kuriem ir cita dzimta
valoda, emocionala uzticé$anas ir fundamentala, jo Siem darbiniekiem ta ir
daudz nozimigaka. Ta ka situacija, kad Iideru-padota sazinas valoda atSkiras no
abu partneru vai vienu no partneriem dzimtas valodas, latviesu organizacijas ir
diezgan bieza, vaditajiem janem véra, ka svarigi ir radit organizacija ieksgjo
savstarp&jo uzticésanas klimatu, ievérojot kultiiras atskiribas. Vaditajam ir jabiit
inform&tam par citu kulttiru tradicijam, humora ipatnibam, svarigiem kultiiras
simboliem un citam kulttras atSkirtbam.
Atklatas komunikacijas stimulésana ir veids, ka vaditaji var palielinat gan kognitivo,
gan emocionalo uzticéSanos. Komunikacijai jabut atvertai, “caurspidigai” un
parredzamai visa organizacija, un darbiniekiem jaspgj izteikt savas bazas saistitas ar
darba izpildi. Pieméram, varétu bt ieteiktas atklatas sarunas, kuru pamata ir logiski
argumenti, rezultata paliclinasies kognitiva uzticéSanas. Vaditajiem ieteicams
respektét darbinieku sajiitas un izradit emocionalo inteligenci (piemé&ram, lidzjatibu),
jo tas palielina emocionalo uzticéSanos.
Tiesas atgriezeniskas saites sniegSana (vaditaji padotajiem) ieteicama, lai palielinatu
kognitivo uzticeSanos un visparéjo Ilidera-padota mijiedarbibas kvalitati.
Atgriezeniskajai saitei jabalstas uz pieradijumiem un jabiit verstai uz darbinieku
uzvedibu, bet ne uz personibu. Ja kaut kas notika nepareizi vai nepilna apjoma — tas
ir jaizruna “viens pret vienu”. Kad darbinieki izvirza konkr€tus racionalus
risinajumus vai problé€mas, ir arkartigi svarigi sniegt konstruktivu atgriezenisko saiti,
reagét un, ja iesp&jams, atrast veidus, ka ieklaut jaunas idejas organizacijas darba un
lémumos.
Darbinieku aicinasana sniegt atgriezenisko saiti vaditajiem. Tas radis uzticamu
atmosferu organizacijas, un vaditaji bus labak informéti par notickoSo. Iep&ja shiegt
atgriezenisko saiti veicina darbinieka v€lmi iesaistities, atbalstit organizaciju
vertibas un gatavibu emocionali atbalstit savus vaditajus, piedavajot art viniem kadus
konstruktivus solus vai noradot uz kadam jaunam perspektivam. Tadgjadi veidojas
dzilaka, “emocionala” darbinieku un vaditaju attiecibu kvalitate, jo vaditaji ari
iemacas uzklausit darbinieku viedoklus un padomat par to, ka vinus uztver
darbinieki, kas ir viens no svarigakiem priek$noeteikumiem kvalitativas LMX
izveidoSana.
Vaditaja parauglomas apzinasanas. Vaditajiem vajadz&tu darboties ka radosam un
novatoriskam personibam, pildot solfjumus un praktiz&jot vértibas, kuras veicina
darbinieku uzticéSanos. Darbinieki uzticas un seko tiem vaditajiem, kurus vini
uzskata par paraugiem. Vaditajiem jasaprot, ka vini nevar gaidit no darbiniekiem
uzvedibu, kuru vini pasi nedemonstré.
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12) Lidera un padota attiecibu kvalitates parraudziba. Ka izriet no pétijuma, lideru-

padota mijiedarbibas kvalitate ietekm@ organizacijas uztic€sanos un novatoriskumu.
Sis mijiedarbibas kvalitates limena uzraudzibai vajadz&tu biit pastavigam procesam
organizacijas. Pieméram, vaditaji var izmantot LMX skalu, lai méritu darbinieku
uztveri par So attiecibu kvalitati ikgad€jas darba procesa kvalitates aptaujas ietvaros.

Novatoriskuma uzraudzi§ana

13)

14)

15)

Inovativu risindjumu atzisana saistiba ar organizacijas efektivitati.

Lideriem ir jauzrauga organizacijas novatoriskums, lai veicinatu organizacijas
efektivitati. Ta ka Latvijas organizacijas stratégiskais novatoriskums ir otra zemak
novertéta novatoriskuma komponente, biitu vélams paaugstinat tas nozimi. Lideri to
var izdarTt, sasaistot darbinieku inovativo uzvedibu un risindjumus ar stratégiskajiem
meérkiem, atzistot un apbalvojot darbinieku piedavatus inovativus risinajumus, kuri
atbilst galvenajiem darbibas raditajiem (key performance indicators) un sekmé
stratégisko mérku istenosanu.

Kludu iespéjas pielausana un moralds izveles lemumu atzisana.

Vaditajiem biitu janodroSina, ka darbinieki izjit, ka vini var kontrolét savu darba
vidi, jo sp€ja kontrol€t ap sevi notiekoSo ir tieSi saistita ar vaditaja uztic€Sanos
darbinieka uzvedibai. Atzistot to, ka darbinieki pienem moralas izvéles lemumus,
vaditaji nodros$ina, ka darbinieki pasi izjtut kontroli par savu darbu; tas veido augstas
kvalitates attiecibas ar darbiniekiem un uzticamu organizacijas klimatu.

Uzvedibas kontrole un sankcijas pret neatbilstosu ricibu. Ta ka lideru un padoto
mijiedarbiba ir div-virzienu process un tas ietekm€& organizacijas uztic€Sanos,
darbiniekiem ar vajadzetu rupéties par kvalitativas LMX izveidoSanu. Vaditajiem,
l1dz ar to, ir jabiit sp€jigiem ar1 kontrol&t padoto riciba un ieguldijums organizacija,
peéc tadiem kriterijiem, ka pieméram, kvalitativa uzdevumu izpilde, terminu
ieverosana, gataviba dalities ar savam zinaSanam un sp&jam novatoriskuma attistibai.

Citas rekomendacijas
Atbilstos$i pétijuma rezultatiem ir izstradatas rekomendacijas eso$o un topoSo vaditaju
izglitoSanai dazadas institiicijas, pieméram, biznesa skolas:

16)

17)

Biznesa skolam toposSo organizaciju vaditaju izglitibas procesa jauzsver LMX
teorijas nozime, ipasi tados studiju kursos, ka organizaciju uzvediba, stratégiska
vadiba, biznesa &tika, vadibas psihologija, un personala vadiba.

Studiju kursos par inovaciju vadibu, radoSumu un problému risinaSanu japievers
uzmaniba jédzienam ‘“‘uztic€Sanas” un “uzticams klimats” ka svarigam
priek$noteikumam organizacijas novatoriskuma izveide.

18) Izglitojot sabiedribu kopuma, ir jauzsver cienas un uzticibas vértibu nozime (jo tas

veido pamatu kvalitativai lidera — padota mijiedarbibai) un plasak japopularizé
dazadu organizaciju un uzn€mumu izcilas vadiSanas prakses piemeri.

NOSLEGUMS

Uznémgejdarbibas vide Latvija kopuma ir loti “jauna” un uznémumi Sobrid tikai sak izprast
tadas jaunas paradigmas ka organizacijas uztic€Sanas, attiecibu kvalitate un vispargjais
novatoriskums Pe&tijuma tiek apgalvots, ka tada sabiedribas paradiba ka attiecibu lideriba ir
atkariga no konteksta un ta biitu jaanalize saistiba ar vésturisko, socialo un politisko kontekstu.
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Peétijuma rezultati parada, ka biznesa organizaciju vadibas Ipatnibu izpraSanai ir svarigi nemt
vera plasaku sabiedribas kontekstu un vesturi, ka arT jasaprot konkrétas organizacijas konteksts.
Apzina par organizacijas uztic€Sanas nozimi veicina jaunas pieejas veidosanos biznesa, kas
balstas uz vélmi dalities ar zinaSanam un savstarp&jo uzticibu, izskaujot aklu konkurences cinas
paradibu.

ST pétijuma meérkis bija izpétit saistibas starp LMX, organizacijas uzticé$anos un
organizacijas novatoriskumu un analiz&t §is attiecibas, izmantojot kontekstam atbilstoSus
specifiskos faktorus, tadus ka valoda, darba stazs, dzimums, izglitiba un vecums. Papildus,
pétijums sniedz praktiskus padomus Latvijas biznesa lideriem. Rezultata mérkis ir sasniegts, ta
ka ir identificeta LMX, uzticéSanas un konteksta faktoru ietekme uz novatotiskumu, ka ar ir
izveidots piecpadsmit vaditaju uzvedibas vadliniju modelis novatoriskuma veicinasanai.

Tomér pétijuma laika bija jasaskaras ar vairakiem ierobeZojumiem:

1) Iespgjama metodes kluda aptauja (common method bias). Tika veikts Skérsgriezuma
peétijums un petijuma mainigie (LMX, organizacijas uzticiba un organizacijas
novatoriskums) tika iegiiti no viena un ta paSa avota (t.i., darbiniekiem), ka rezultata
var€ja rasties kop€jo metozu izmanto$anas novirze atbildés. Diemzgl to bija griiti
parvarét, jo petijumam bija janodro§ina anonimitate, un p&tijjuma mérkis bija parbaudit,
ka viens faktors var ietekmét par€jos. Bet $is ierobezojums tika parbaudits ar statistisko
metodi (Hartmana viena faktora testu), kas paradija, ka rezultati nebija jutigi pret
kop€jo metozu izmantoSanas novirzi, un datus var uzskatit par ticamiem.

2) Interviju atbilzu objektivitates nobides ierobezojums. Interviju atbildes varétu bt
neobjektivas un saistitas ar reakciju uz pétijuma jautajumiem. Proti, ja p&tnieku interesé
kada paradiba, interv€jama persona demonstré v€lmi sniegt sociali pienemamus
rezultatus, lai raditu labu priekSstatu par progresivu uzn€mumu vai sevi. Rezultati toméer
saskan ar faktu, ka pétamo liclo uznémumu novatoriskums ir atzits gan viet&ja, gan
starptautiska meroga, lidz ar to p€tamajas organizacijas novatoriskums nebija svess
jédziens.

3) Ierobezojumi, kas saistiti ar p&tamo uznémumu lielumu. Saja pétijuma tika ieklautas
tikai lielas organizacijas. Ideala situacija visparinasanas nolikam izlaseé vajadzetu
icklaut atskirigus péc lieluma uznémumus, tadgjadi paradibu attiecibu aina tiktu
analiz&ta dzilak. Maziem un vidgjiem uznémumiem var biit savas Tpatnibas attieciba uz
savstarpgjo uzticésanos un LMX, ka arT uz novatoriskumu. Tadgjadi vélama nakamo
pétijumu alternativa bitu dazadu izlagu izmanto$ana un to atbilzu salidzinasana. Saja
petijuma tika dota priekSroka lielajiem uznémumiem, ta ka tie, ka jau bija pamatots
metodologijas nodala, visbiezak dikté regiona attistibu un nosaka industrijas attistibu.

4) Vel viens ierobezojums var bt saistits ar to, ka respondenti vargja sniegt sociali
velamas atbildes, baidoties no kontroles, proti, zemakas vértibas noradiSana kada no
skalam var eventuali tikt uzskatita par zemo lojalitati uznémumam. Latvijas
uznémumiem ir raksturiga darbinieku lojalitates nozimes parvértésana. No
darbiniekiem tiek sagaidita lojalitate, kas tick saprasta ka prasiba neizpaust arpus
uznémuma informaciju par organizacijas iek$¢jiem jautdjumiem, uznéméjdarbibu un
darbinieku darbibu. Lojalitate ka organizacijas vértiba darbiniekiem tiek biezi
atgadinata un uzsverta. Nemot véra So situaciju, pétijuma respondentiem tika garanteta
anonimitate, dalibnieki atbild€ja individuali, lai izslégtu grupas ietekmeSanas iesp€jas
uz atbildém un citu respondentu rezultatu izzinasanu.

5) Ierobezojumi varétu bt arT saistiti ar pétjjuma metodologiju: $kérsgriezuma pétijuma
dizaina tiek sniegtas $1 briZa atbildes, kas nelauj izdarit secinajumus par ieprieksgjam
attiecibam un par attiecibu izmainam garengriezuma.
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6) Vietas ierobezojums - dati tika vakti Latvija un tikai biznesa organizacijas. Biznesa
sektors izvE€lets apzinati, jo organizaciju sp€ja biit inovativiem ir vairak aktuala tiesi
uznéméjdarbiba.

Nemot véra ierobezojumus un saskana ar pétjjuma rezultatiem, turpmakajiem pétijumiem
tiek izstradati $adi ierosinajumi.

Var€tu izmantot garengriezuma pétijuma dizainu, jo tas lautu uztvert jégpilnas izmainas
starp LMX un organizacijas uzticé$anos, tas biitu nakamais solis apspriezot LMX un tas ietekmi
uz organizacijas uztic€Sanos un novatoriskumu un katra nakamaja izpétes karta varétu nemt
vera attiecibu dinamiku.

Sis pétijums ir sagatavojis pamatu modela un mérinstrumentu izstradei, kuru mérkis ir
atbildét, kadas vaditaju uzvedibas vadlinijas stimulé novatoriskumu. Talak batu jarisina
jautajumi par to, ka stimulét dazadus organizaciju novatoriskuma veidus, kadas kompetences
ir uzrunatas uznémumos un ka tas saskan ar organizacijas &tikas kodeksiem, ka ari biitu
jaanalize, ka paaugstinat sabiedribas ilgtsp€jibu, nemot veéra zinasanas par novatoriskumu.
Gadijuma analizes pieeja biitu risinajums $adiem pétijumiem. Turpmakajos petijumos lielaka
uzmaniba japievers ilgtsp€jigam inovacijam un $o petijumu var izmantot ka pamatu tiem.

Varétu paplasinat p&tijuma geografiju, ieklaujot taja citu valstu biznesa organizacijas,
tadgjadi, salidzinot datus, ieklaut citu valstu pieredzi.
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ABSTRACT

The Thesis title is "Leader-member exchange and organisational trust as context-related micro-
foundations of organisational innovativeness".

The aim of the research is to investigate the relationship between leader-member exchange
(LMX), organisational trust, and organisational innovativeness and identify context-specific
factors, which should be considered by leaders aiming to increase organisational
innovativeness. Based on relational leadership phenomenon, this research explores leader-
member exchange as social micro-foundation of organisational capacity to innovate.

Mixed methodology approach was applied. The quantitative data were gathered via a structured
survey within 80 large-size organizations with a total number of 405 respondents. The
qualitative data was based on the 8 in-depth interviews with business leaders of the large-size
organisations. To test the hypotheses hierarchical regression analysis and structural equation
modelling were used for quantitative data, while thematic analysis and MAXQDA tool was used
for the qualitative data.

The results showed that the quality of the relationship between the leader and the follower
(LMX) plays a statistically significant role in organisational innovativeness and this
relationship is mediated by organisational trust. The strongest impact of trust is on strategic,
process and behavioural components of organisational innovativeness. Moreover, the cognitive
component of trust appeared to be more important than emotional one. As context-related
factors, which have an impact on the relationship among LMX, organisational trust and
innovativeness the following ones were identified: generation, tenure, education, gender, and
language spoken in dyads of the leader and subordinate. To ensure organisational
innovativeness, emotional trust is important only for female followers, quality of LMX is more
important for older employees, and if the language spoken between leader and member is not
native for neither one of them, trust becomes an essential necessity for organisational
innovativeness to occur.

The findings support the mediating role of trust in the relationship between LMX and
organisational innovativeness. Context related factors important for organisational
innovativeness were identified. The relationship leadership peculiarities of Latvian business
context were highlighted; fifteen behavioural practices for the organisational leaders to enhance
organisational innovativeness were proposed.

The originality of this research is that it focusses on the integration of leader-member exchange,
trust, organisational innovativeness and context related micro-foundations. This study allows a
more comprehensive understanding of LMX from the organisational and societal context
perspective, applying a mixed methodology approach.

The total volume of the Thesis is 240 pages including 34 tables, 19 figures, and 2 equations; it
has 618 sources of references and includes 8 appendices.

Keywords: leader-member exchange (LMX); leadership; organizational trust; organisational
innovativeness, micro-foundations, context, mixed methodology.
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GLOSSARY OF KEY TERMS

Leader-Member Exchange (LMX) relational leadership construct, which emphasises the quality

Organisational trust

Organisational innovativeness

Micro-foundations

of relationship between leader and follower. High LMX refers
to high quality of relationship, while low LMX means low
quality of relationship among leader and follower.

a positive attitude held by an organization’s member towards
another member that the other party will act by fair-play rules
and will not take an advantage of one’s vulnerability and
dependence in a risky situation (Das and Teng, 1998).

Also, the evaluation of an organization’s trustworthiness as
perceived by the employee. Organizational trust is defined as
an employee’s feeling of confidence that the organization will
perform actions that are beneficial, or at least not detrimental,
to him or her (Tan and Tan, 2000, p. 243).

organizational “overall internal receptivity to new ideas” and
capability to experiment and engage in creative processes
(Wang and Ahmed, 2004, p. 205).

Innovativeness is a precondition for innovation (Walsh, et al.,
2009), which in turn, means “creating and delivering a new
customer value to the marketplace” (Carlson and Wimot,
2006).

Innovativeness is conceptualised as a multi-dimensional
concept that consists of five dimensions: product, market,
process, behavioural and strategic innovativeness (Wang and
Ahmed, 2004).

“the underlying individual-level and group-level actions
that shape strategy, organization, and, more broadly,
dynamic capabilities” (Eisenhardt, et al., 2010, p. 1263)
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INTRODUCTION

One of the central questions in the field of management and organizational sciences is
related to performance heterogeneity or, put it simple, understanding why results of
organisational activities are so different (Molina-Azorin, 2014). The origins of the differences
in organisations’ performances, which are a macro-level phenomenon (or a collective variable),
traditionally are researched on the basis of other collective variables (e.g. firm resources and
capabilities). However, over the last decade, scholars of micro-foundation movement have
emphasized the importance of understanding micro-level origins of collective level outcomes
and a need for considering the aspects of the individual level (Felin, et al., 2012; Foss, 2009).
This approach is especially valuable for practitioners since management and decision-making
result from individual-level skills, talents, and abilities (Leopold, Harris, 2009). Moreover,
understanding how capabilities might emerge as a result of individual-level interactions is of
strategic importance for both, researchers and practitioners (Felin, et al., 2015).

Organizational innovativeness as a capability to produce new solutions, experiment, and
engage in creative processes (Lumpkin and Dess, 2001) is emphasised by many authors as a
fundamental element of survival and competitiveness for organizations (e.g. Little, et al., 2017;
Anderson et al., 2014; Deschamps, 2009) and as a ground of regional development (Broekel
and Brenner, 2011; Ludviga, 2012). Innovation and innovativeness are politically declared as
a “survival skill” for organisations, nations, and humankind (Schumpeter, 1942) and recently
has started to be regarded as a new development paradigm industry-wide (DeMiranda, et al.
2009). It is stated by the Innovation Policy Platform (IPP, 2013), developed by the Organisation
for Economic Co-operation and Development (OECD) and the World Bank, that the innovation
is crucial for long-term economic growth, as it fosters competitiveness, creates jobs, helps to
address environmental and health issues, contributes to sustainable growth. Latvia ranks 34" in
Global Innovation Index 2019, in comparison, Finland is ranked 7" and Estonia 23" (INSEAD,
2019). Thus, Latvia has perspectives for its growth and the question of grounds for innovations
which would enhance social welfare and contribute to society’s health and prosperity is actual
for Latvian economy.

Studies of organisational innovativeness suggest that innovativeness can be mal-practiced
in reality (Wang and Ahmed 2007; Riivari and Lamsa, 2014). This research has an attempt to
reveal the eventual reasons for it. On the micro-level, organisations consist of individuals -
employees and managers, teams, and interaction processes between them. According to
promoters of micro-foundation movement, ‘unwrapping’ the individual-level factors (related
to individuals) provides important starting point for analysis of macro-level (organisational)
outcomes, such as organisational innovativeness, as individuals within the organisation have
an influence on processes and routines, which, in turn, play a significant role in organisational
outcomes (Felin, et al., 2015, p. 604).

The role of leadership in innovativeness has been shown to be important in previous
studies (e.g. Ricard, et al., 2017; Buschens, et al., 2013). Studies suggest that a leader has a role
of a catalysator of change in the organization (Trevino, et al., 2014); the attitudes and decision-
making of top leadership resonate throughout the entire organization (Kaptein, 2008; Trevino,
et al., 2003). According to Indans study (Indans, 2010), about 90 000 residents of Latvia have
emigrated to other countries ‘not least because of delusion in their leaders and working
conditions’. In the present study, the focus therefore is on relational leadership, which
represents the micro-foundation of the organisation.

One of the most popular approaches for understanding relational leadership and its
influence on workplace outcomes is a leader-member exchange (LMX) theory (Yu, et al.,
2018). This theory conceptualizes leadership as a reciprocal process born in the interaction
between leaders and followers (Graen and Uhl-Bien, 1995). Indeed, an important factor in the
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leadership process is a continuous relationship that a leader has with individual followers
(Ferris, et al., 2009). Several studies have found that high-quality relationship between both
parties can affect both, the overall functioning of an organization and employee well-being, so
crucial to individuals’ and organizations’ productivity and effectiveness in working life (Graen
and Uhl-Bien, 1995). Plenty of studies about leadership exist; however, according to Lord and
Maher (1991) the employee perspective remains an underexplored source of understanding
leadership processes. Similarly, Howell and Shamir (2005) stress the need of getting more
insights on how leader-member exchange can impact organizational outcomes. This study
responds to this call. Much of the research on LMX has been done focusing on dyads between
leaders and followers (Graen and Uhl-Bien, 1995). More recent studies however demonstrate
an interest on the link between LMX with individual (Norvapalo, 2014), organizational
(Gerstner and Day, 1997) and societal (Nie, 2016; Hui and Graen, 1997) level phenomena, and
the current thesis responds to this as well.

Scholars have acknowledged that leader—member relationships do not exist in a vacuum
(Yu, etal., 2018, p. 1159), moreover, leaders cannot establish high-quality exchanges with all
their subordinates (Yu, et al., 2018, p. 1158). While studying relationships in organisations,
trust often emerges as focal aspect (Poppo, et al., 2016). Trust conveys positive expectations
about partner’s intentions and behaviours (Connelly, et al., 2012). It is often discussed that trust
is essential to successful operation of the company as it is a significant element in social and
economic exchange where cooperation as well as commitment and communications are
important (Savolainen, 2008). Although organizational trust has become an attractive and
evocative concept and it gains increasing popularity across leadership studies, it remains
elusive; many applications of trust are obscuring a clear vision of its essence and role (Kujala,
et al., 2016). Researchers have argued that trust is best conceptualised as a context-specific
rather than generalisable concept (Connelly, et al., 2012, p. 822); the same can be attributed to
leader-member exchange (Nie, 2016). Thus, in this study both, leader-member exchange and
trust are considered as context dependant as well as micro-level factors contributing to
organisational innovativeness, a collective-level factor.

According to De Souza, individual enters relationships under certain conditions of the
context that restrict or enable reaction possibilities (De Souza, 2014), therefore broad and
nuanced understanding of a phenomenon can be reached only when taking into account context
factors (du Toit, et al., 2018; Bryman, et al., 1996). For example, Huy identified language and
tenure as socio-emotional factor having important implication for the success and positive
organisational level outcomes (Huy, 2011). This research follows Spector and Brannick (2011)
who recommend avoiding using demographic variables only as proxies for variables if they are
of a real interest. They suggest that context variables should be directly investigated since they
can explain the reasons for observed results (Spector and Brannick, 2011).

Taking into consideration the tendencies of Latvian society to segregate according to
national principle (actively demonstrated in different mass media sources, see Kaprans and
Kudors, 2018) Latvian organisations create an interesting context to study language as an
impacting factor of mutual trust and the quality of relationship between the leader and
subordinate. As to the matter of generational differences, it is argued (Beutell and Wittig-
Berman, 2008, Twenge, et al., 2010) that there are different work expectations among the
individuals of different generations. Research has also tackled the questions of gender,
education, status within organisations, and the tenure of years within the organisation — the
research has studied the impact of these factors as well. Thus, traditional control variables, like
gender, age, education, tenure of experience within the same organisation, and language in this
research are used as context-specific factors that may influence the relationships between
independent and dependent variables.

51



To summarise, as innovativeness corresponds to an organisational capability for
generation of new and useful ideas, certain atmosphere of trust should take place, where
knowledge and idea sharing can occur. The role of a leader who can develop high quality
relationships, which are based on mutual reciprocity, respect, loyalty, and trust, is argued to be
crucial in this process as quality of dyadic relationship echoes throughout the entire
organisation. Current research contributes to knowledge and understanding of the LMX theory
by contextualizing it in Latvian setting.

Aim of the study, objectives, the theses of the research and the research hypotheses

The main question of this research is to understand how leaders can increase
organisational innovativeness taking into consideration the contextual factors, relationship
quality and what is the role of trust in this process.

The aim of the research is twofold:

e First, the study aims to investigate relationship between LMX, organisational
trust and organisational innovativeness in order to contribute to the knowledge
of LMX and its outcomes.

This is in line with micro-foundations movement in organisational studies. Moreover,
it analyses the mediating role of emotional and cognitive trust on LMX — innovativeness
relationship. This study differs from other LMX studies by focusing exclusively on business
sector and large size organisations in Latvia. Moreover, it analyses multiple relationships in a
simultaneous manner as structural equation modelling (SEM) method is applied, thus allowing
to reveal the strengths of relationships between LMX, organisational trust and innovativeness
and further, emotional and cognitive aspects of trust and different forms of organisational
innovativeness (i.e. product, process, marketing, strategic or behavioural innovativeness). It
also applies mixed methodology, which is a rarely used approach.

e Second, the study is aimed to analyse the above relationships using the context
specific factors and develop the behavioural guidelines to business leaders in
Latvia for the enhancement of organisational innovativeness.

In this research, the context factors — language, tenure, gender, age (more specifically:
belonging to generation), and education - following Spector and Brannick (Spector and
Brannick, 2011) are developing competing hypotheses and the study reveals their role as
moderators in dependent — independent variable relationships, which is a rare approach in
understanding the links between the phenomena in scope.

According to the aims, the following objectives are set:

1. To critically analyse scientific literature on the theories of relationship leadership,
organisational trust, and innovativeness, as well as micro-foundations within Strategic
Management, Business Ethics and Leadership studies;

To evaluate the existing models and explanations on the phenomena in scope;

3. To conduct the survey applying the selected methods and interviews with the leaders of

the Big- size organisations;

4. Analyse the results applying statistical techniques, such as correlational and regression
analysis, multi-level analysis applying SPSS and smartPLS, as well as content analysis
for the interpretation of interviews;

5. To formulate conclusions of the study and recommendations for the parties involved —
the managers of the big size organisations, employees, and educating institutions.

Object of the research: big-size business organisation in Latvia, Research subject:
relationship between LMX, context factors and organisational trust (microfoundations’ factors)
and organisational innovativeness (macro-level factor).

N
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As a result of the literature review, which is provided further in the first chapter, the
following research hypotheses were developed:
Hypothesis 1: Leader-member exchage (LMX) has a statistically significant effect on
organizational innovativeness.
Hypothesis 2: Leader-member exchage (LMX) has a statistically significant effect on
organizational trust.
Hypothesis 3: Organizational trust mediates the relationship between leader-member exchage
(LMX) and organisational innovativeness.
Hypothesis 4: Context factors, such as language spoken between the parties, belonging to
generation, gender, education, status, and tenure of experience within the same organisation,
moderate the relationship between the leader-member exchage (LMX), organisational trust and
organisational innovativeness.

Because the research has a qualitative part, with its explorative nature, the following
research questions were addressed:
RQ1: How do leaders of big size organisations define the meaning of
innovativeness and that of organisational trust in their working life?
RQ2: How do leaders of big size organisations regard the importance of quality of
their relationships with their direct subordinates in connection to organisational trust
and innovativeness?

The theses presented for defence:

1. Organisational trust is essential component for creation and sustaining of organisational
innovativeness in large-size business organisations; it plays a mediating role between
the leader-member exchange (LMX) and innovativeness.

2. For organisational innovativeness to occur, ensuring cognitive trust is more important
than that of emotional trust; however emotional trust is important for female followers.

3. When language of communication between the leader and follower is not native for
either one or both parties, ensuring organisational trust becomes essential. High leader-
member exchange (LMX) is not sufficient factor for creation of organisational
innovativeness.

4. Organisational context is important in leader member exchange, trust and organisational
innovativeness relationship.

5. Leadership behaviours to strengthen organisational innovativeness can be grouped
under 15 sub-categories and 3 categories (visioning innovativeness, creating trust and
reliability, and monitoring innovativeness).

Research Methods used in the study
The research is based upon data triangulation by applying a mixed methodology

technique, involving integration of quantitative and qualitative approaches to generate
knowledge of the relationship between the phenomena (Creswell and Tashakkori, 2007). The
primary data is gathered using questionnaires (n = 405). Being analysed statistically, it formed
the quantitative part of the research. In addition, semi-structured in-depth interviews with 8 big
size organisational leaders forms the qualitative part of the research. Secondary data, such as
academic articles describing studies conducted on the stated problematics was investigated,
being considered a valuable source for formulation of the research hypotheses, data analysis
and synthesis. The following instruments are used in the study:

1) Leader — member exchange 7-item scale (Graen and Uhl-Bien, 1995);

2) Organisational trust scale: 11-item scale (McAllister, 1995);

3) Organisational Innovativeness scale: 20-item scale (Wang and Ahmed, 2004);
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4) In-depth interviews with the leaders of large size organisations in scope.

For statistical analysis of quantitative data hierarchical regression analysis, tests for

mean differences and structural equation modelling (SEM) technique using SPSS and smart
PLS software is used. For qualitative data thematic analysis is applied.

The novelty of this research is summarised as follows:

Scientific novelty - more detailed analysis of LMX-Trust-Innovativeness relationship is
performed than it has been done before:

1.

2.
3.

4.

5.

specific impact on 5 dimensions of organisational innovativeness (product, market,
process, strategic and behavioural aspects of Ol) is detected;

different effects revealed related to cognitive and emotional aspects of trust;
phenomena are investigated from the contextual perspective and effect of contextual
factors revealed;

wholistic description of the phenomenon by applying a mixed methodology approach
(combining followers” perspective with leaders™ perspective) is reached;
relationships are investigated in large-size business organisation (was not done
before) where innovativeness is a core of survival.

Practical novelty - model including 15 leadership behavioural guidelines for ensuring
organisational innovativeness is developed. It is applicable in large-size business organisations
in Latvia.

Main theoretical implications of the research:

1)

2)

3)

4)
5)

The study empirically tests and confirms the relationships between LMX,
organisational trust and organisational innovativeness with data from the private
business sector. This has not been done before. So far only one publication has
researched the same relationship (Pucetaite and Novelskaite, 2014), but the study was
conducted on the public sector. Thus, this study contributes to the reliability of the
model from a cross-cultural and cross-sectional perspective.

The thesis applies a mixed methodology technique, which is a seldomly used approach
in business research; by doing so the issue of interconnections between the phenomena
are not only quantitatively addressed, but the hidden links among them are also
observed.

The relationships of LMX, organisational trust and innovativeness are tested in regards
to native language factor and other context factors, which correspond to the specifics of
socio-political context of Latvia, and it has not been addressed in any prior research on
LMX.

The study validates the measurement instruments in Latvian context;

Level of analysis observes micro-foundations of the organisation regarding
organisational outcomes, which corresponds to the latest tendencies of the managerial
literature and thus contributes to the volume of literature on micro-foundations.

Practical implications:

1) The thesis draws attention that managers should be aware of the importance of their
relationship with their direct subordinates and involve bigger number of employees
in building high LMX;

2) The quality of organisational relationship and overall meaning of leadership should
be addressed more from the perspective of the employees;

3) In order to strengthen awareness of leadership relationship in Latvian business life,
particular attention should be directed at developing and implementing skills that
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foster the relationship quality. In the study programs and seminars organised for the
business leaders teaching the essence of the quality of relationship with the
particular attention to such virtues as care, respect, and trust, should become
important aspect.

4) Research underlines the importance of native language in Latvian context, and the
study can therefore serve the policy — makers to come up to further decisions as to
Latvia’s business development.

5) Model of 15 leadership behaviours for increasing organisational innovativeness can
serve as a roadmap of current and future leaders.

Limitations of the study

Only large business organizations were involved in this study, which limits the generalizability
of the findings in the Latvian business context. The relationships among the phenomena can be
different for small and medium-size businesses.

A cross-sectional study was conducted, and dependent and independent variables were
measured using the same survey. Such an approach could have led to a common method bias,.
However, it should be noted that data validation using Hartmann's one-factor test was
performed and method bias was not identified.

Approbation of the results
The results of the research of this doctoral dissertation have been presented in fifteen

international scientific conferences:

1. 29. EBES (European Business Economics Society) conference, Lisbon, Portugal, 10.-12.
October 2019. Jilija Zakemo, Iveta Ludviga, “The effect of leader-member exchange on
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organisations.”

2. EBEN (European Business Ethics Network) International Scientific Conference, 26-
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organizational trust and innovativeness: the role of language.”

3. 12th Annual Scientific Baltic Business Management Conference (ASBBMC 2019)
“Foreseeing Challenges and Opportunities for Organizations at the Macro and Micro
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4, 77" Annual International Research Conference of the University of Latvia "Dali$anas
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5. 76th Annual International Research Conference of the University of Latvia,
“Konkurétspéjas vadisanas efektivitates paaugstinasanas problémas un risinajumi Latvijas
uznémumos” 30.01.2018. Jilija Zakemo, Vaditdja-padoto attiecibu kvalitates nozime
organizacijas inovétsp&jas veidoSana. (The role of leader - member exchange in
organisational innovativeness, in Latvian).

6. EBEN (European Business Ethics Network) Annual International Research Conference,
“Searching for Sustainability in Future Working Life ”, Jyvaskyla, 12-14. 06. 2017. Julija
Bulatova, "The role of ethical leadership on organisational innovativeness, mediated by
organisational trust."

7. 9th Annual Research of Baltic Business Management Conference “Challenges of Business
Sustainability in the Digital Age.” 21-23. 04. 2016. “The Impact of the Ethicality of
Leadership on Organisational Innovativeness, Mediated by Organisational Trust.”
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Jurmala, July 5 — 9, 2016. J. Bulatova. “The Impact of leadership ethics on orgnisational
innovativeness”

75th  Annual International Research Conference of the University of Latvia,
"Current issues in organization management in Latvia,” 03.02.2017. Jilija Bulatova,
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Vilnius University, 25.03.2015. "Organisational Innovativeness: how is it connected with
the ethics of the leader?”

EBEN (European Business Ethics Network) Annual International Research Conference,
Berlin, 12-14. 06. 2014. "What is the Meaning of Shame in Latvian Business Context?”
International Research Seminar on Responsible business. 11. — 12. 03. 2015. University of
Tampere, Tampere. "The role of ethical leadership in Trust creation and enhancement of
organisational innovativeness.”

7th annual International Research Conference ,,Business and Unceirtainty: challenges for
emerging markets” RISEBA, 24. — 25. 04. 2014. "Shame as a Leadership Virtue:
Theoretical and Practical Grounds.”

23rd International Business Research Conference, Melbourn, Australia, 18. — 20. 11. 2013.
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Publications

The main results of the research are published in seven scientific publications:

1. Jacquemod, J., 2020. Organisational innovativeness: the role of LMX. Journal of
Economics and Management Research. Accepted for publication.

2. Bulatova, J. 2016. Morality as an Index of Mental Health of the Organisation: Building
a Model of Healthy Leadership.” In: Understanding Ethics and Responsibilities in a
Globalising World. M.C.C.de Arruda, B.Rok (Editors). The International Society of
Business, Economics, and Ethics Book Series. Springer International Publishing.

3. Bulatova, J. 2015. The Impact of Leadership on Organisational Innovativeness
mediated by Organisational trust: a Latvian perspective. In: R.Pucetaite, A.Novelskaite,
R.Pucinaite (Eds). Organizaciju Etika, Novatoriskumas ir Darniosios Inovacijos.
Mokslo monografija. Vilnius: Akademine Leidyba.

4. Bulatova, J. 2015. The Role of Leadership in Creation of Organisational Trust. Journal
of Business Management. No.9., 28 — 33.

5. Lamsa, A.-M., Pucétaité, R., Kujala, J., Medeisiené, R., Riivari, E., Bulatova, J.,
Heikkinen, A., 2015. Mixed Learning Approach to Teaching Ethics in Leadership and
Management: A Case Course in a Multicultural Group. In G. Sardana, & T.
Thatchenkery (Eds.), Managing Complex Organization Change: Action-oriented
Approaches for Sustaining Positive Interventions (pp. 352-364). Bloomsbury
Publishing India. https://jyx.jyu.fi/handle/123456789/52946

6. Bulatova, J. 2014. The Role of Shame in Ethical Leadership. World Journal of Social
Sciences. Vol. 4., No.3., 70 — 81. Pielikums Nr.1.1.5.

7. Bulatova, J. 2014. Shame as a Leadership virtue: theoretical and practical grounds.
Journal of Business Management. No.8., 45 -51.

56


https://jyx.jyu.fi/handle/123456789/52946

Structure of the Thesis

The introduction presents the rationale of the study, its aims and the research
background; the key concepts are also described. In the first chapter, an overview of micro-
foundations movement in management is provided and followed by the description of the
leader-member exchange theory (LMX) and its place within other leadership theories,
organisational trust and organisational innovativeness, thus providing the theoretical basis of
the current study. Chapter 2 is dedicated to the methodology of the study: study method,
instruments, the sample are discussed here. It is followed by Chapter 3 which shows the results
and findings of the research, as well as discussion. Chapter ends with the interpretations and
model of leadership behavioural practices aimed at enhancing innovativeness. In the final part
the conclusions and recommendations are introduced as well as the limitations of the study and
further research perspectives are stated.

The total volume of the Thesis is 240 pages including 34 tables, 19 figures, 2 equations; it
has 618 sources of references and includes 8 appendices.

Chapter 1. LMX and its impact on organisational trust and innovativeness

1.1.Relational approach to leadership

Leader Member exchange theory, which is in the focus of the current study, belongs to a
so-called relational leadership approach to management. In this approach leadership is viewed
as a relationship between parties, such as a leader and an employee. In particular, relational
approach views organizational members and leadership as made in processes (Fairhurst and
Uhl-Bien, 2012; Hosking, 2007). Additionally, the contextual nature of leadership
relationships, for example, a societal context (Osborn, et al., 2002), is acknowledged in
relational approach. In general, it can be said that compared to other approaches to leadership,
the relational one is focused on leadership as a process of exchanges with the employees, and
both parties are viewed as contributors to the relationship. Moreover, Yukl, et al. (2009) and
Yukl (2013) pointed out that within this process, both leaders and followers are expected to
behave ethically and concerning each other when fulfilling their responsibilities.

The “relational orientation means recognizing that organizational phenomena exist in
interdependent relationships and intersubjective meaning” (Uhl-Bien, 2006, p. 655). According
to this perspective, any formulations of assumptions should be understood in the context of
ongoing conversations and relations (Holmberg, 2000; Graen and Uhl-Bien, 1995; Graen and
Scandura, 1987).

Organizations therefore are viewed as networks of persons, moving together in a complex
interplay of effects between the parties involved (Brower, et al., 2000). “Within a relational
perspective, appointed leaders ... and those with whom they interact are responsible for the
kinds of relationships they construct together” (Dachler and Hosking, 1995, p.15).

The entity perspective, which constructs the basis of this research, focuses on individual
entities and examines leadership behaviours which enhance high quality working relationship
(Hosking, 2007). Individuals are thought of as entities with their abilities to learn (Brower, et
al., 2000).

This dissertation adopts followers’ views on the quality of leadership, which is argued to
be still a rarely used approach in understanding leadership quality.

1.2. Theoretical foundations of Leader - Member Exchange (LMX) theory

The LMX theory has grown from two main theories: the role theory (Graen, 1976; Graen
and Graen, 2006; 1986; Graen and Scandura, 1987) and social exchange theory (Wayne and
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Green, 1993; Erdogan, et al., 2006). Three elements are essential to the study: the leader, the
follower, and the exchange relationship among the parties (Graen and Uhl-Bien, 1995).

The basic premise of LMX theory, as Graen and Scandura (1987) presents it, lies in the
quality of the vertical interaction of the dyads, which is predicated on an exchange of emotions
and cognitions between the leader and subordinate (Dansereau, et al., 1975; Graen et al., 2010).

The role theory argues that in an organizational setting each participant has a role to play,
and each accomplishes his or her work through these roles (Graen, 1976; Graen and Graen,
2006). This emphasises the nature of people as social actors who learn certain behaviors which
are appropriate to the roles they occupy in their social setting (Solomon, et al., 1985). The
degree to which employees comply with task demands and demonstrate their trustworthiness
dictates the type of LMX relationship, i.e. being an “in-group” or “out-group relationship”
(Liden and Maslyn, 1998).

LMX, taking its roots also in the social exchange theory, explains leadership as a
reciprocal influence process that takes place over time between leaders and followers (Yukl,
2008). The theory claims that the rewards are received for the benefits given (Jacobs, 1971).

According to LMX theory, there exists an exchange of information (cognitions) and
emotions among the parties involved, and it can be referred to as low and high LMX (Anand,
etal., 2011; Liden, Sparrowe and Wayne, 1997; Sparrowe and Liden, 1997). High quality LMX
relationships (high LMX) imply high quality of informational exchange; such relationships are
based on mutual respect, trust, loyalty, as well as emotional comfort and liking (Bauer and
Green, 1996). High LMX are formed by a leader with the subordinates who constitute the “in-
group” circle (Dansereau, et al., 1975). According to social exchange theory, people tend to
develop high-quality relationships based upon frequency of interactions. As a result,
subordinates who are “in-group” followers are empowered with greater responsibilities, they
get more attention from the leader, and have bigger access to resources, they are also given
more freedom for performing their roles; relationships of this type exit the boundaries of the
formal contract.

It was found that the effort towards relationship development was bigger when
individuals had been in higher quality relationships for a longer period (Maslyn and Uhl-Bien,
2001; Uhl-Bien, 2011). People in high-quality relationships get more than those in low
relationships, not only in terms of economic exchange, but also in social exchange; more
specifically, such values as mutual trust, obligation, respect, loyalty, and reciprocity become
the dominant features in the relationships with the “in-group members” (Liden and Maslyn,
1998; Uhl-Bien, et al., 2014). Leaders and followers in these high-LMX relationships often
report enhanced levels of satisfaction and effectiveness, as well as openness in communication,
and more extra-role behaviours, compared to those in the low-LMX relationship (Gerstner and
Day, 1997).

In the case of “out-group members”, the quality of exchange of information and
emotional support is low, there is generally lower level of trust; more control is used from the
part of the leader and less initiative from the part of subordinate is observed. Such relationships
indicate on low LMX (Graen and Uhl — Bien, 1995). Low-quality relationships put subordinates
at a relative disadvantage in terms of job benefits and career progress. In low-quality
relationships, members receive less access to the supervisor attention, resources, and more
restricted information, potentially leading to dissatisfaction with the job, lower organizational
commitment, and, further, unproductive behaviour (Gerstner and Day, 1997). Low LMX
relationships are characterized by economic exchanges based mainly on formal and tangible
assets, such as employment contracts and payment (Dulebohn, et al., 2012).

Thus, LMX is a quality of social exchanges or relationship between an individual
employee and his or her immediate manager or supervisor (Wayne, et al., 2002). It is important
to stress though that the quality of relationship does not follow from subjective likings (e.g.
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shared hobbies or similar character traits) and nepotism but on the quality of accomplishing the
social roles that both leader and follower perform (Pucetaite and Novelskaite, 2014). In a direct
application of social exchange theory (Blau, 1964) to LMX, Liden and colleagues (Liden, et
al., 1997) described leader—member relationship development as a series of steps that begins
with the initial interaction between the members of the dyad. This initial interaction is followed
by a sequence of exchanges in which individuals “test” one another to determine whether they
can build the relational components of trust, respect, and obligation necessary for high quality
exchanges to be developed (Uhl-Bien, et al., 2000). If reception of a behaviour (e.g., delegation)
IS positive and the party initiating the exchange is satisfied with the response (e.g., the
subordinate made an appropriate decision), the individuals continue to exchange. If the
response to an exchange is not positive (e.g., is not reciprocated or fails to show competence)
or if exchanges never occur, opportunities to develop high-quality exchanges are minimised,
and relationships will likely remain at lower levels of LMX (Graen and Scandura, 1987; Uhl-
Bien, et al., 2000). Hence, successful LMX relationships develop first from the basic economic
exchanges characterized by little trust, to advanced social exchange relationships characterized
by strong trust (Gerstner and Day, 1997).

Antecedents and consequences of the LMX as they were studied by scholars of LMX
are summarised in tables 1.1. and 1.2. below correspondently.

Table 1.1. Antecedent of LMX (Author’s summary)

Antecedents of LMX References

relationship

Leader qualities - Transformational leadership style (Dulebohn, et al., 2012;
Anand, et al., 2011; Maslyn and Uhl-Bien, 2001)

- Fairness (Scandura and Pellegrini, 2008; Schriesheim, et al.,
1999; Bauer and Green, 1996; Murphy, et al., 2003; Masterson,
et al., 2000)

- Extraversion (Jiao, et al., 2011)

- Agreeableness (Jiao, et al., 2011; Tjosvold, 1984; Dulebohn, et
al., 2012)

Followers’ qualities | - Abilities (Graen and Scandura, 1987)

- Big five personality factors (Dulebohn, et al., 2011; Perugini et
al., 2003; Erdogan and Liden, 2004), specifically
conscientiousness (Barrick and Mount, 1991; Berneth, et al.,
2007), extraversion (Phillips and Bedeian, 1994; Hogan, 1991),
agreeableness (Perugini, et al., 2003; Erdogan and Liden, 2004),
open-mindedness and intelligence (Bernerth, et al., 2007,
Barrick and Mount, 1991), neuroticism (Barrick and Mount,
1991)

- Locus of control (Dulebohn, et al., 2012).

Context factors - Physical setting, organisational politics and structure (Erdogan,
2006; Sparrowe and Liden 1997);
- Socio - political context (Nie, 2016; Pucetaite, 2014)
- Trust (Gomez and Rosen, 2001)

As it was argued (Dulebohn et al., 2012), although leaders are dominant in determining
the quality of LMX relationships, the influence of followers has also been underlined in
literature (Lapierre, et al., 2006; Ferris, et al., 2009).

As to the consequences of LMX, it was emphasised (Graen and Uhl-Bien, 1995; Liden,
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et al., 1997; Uhl-Bien, 2006) that followers and leaders’ perceptions and evaluations of each
other play an important role in work consequences. When both parties put effort into forming
a high-quality relationship, they tend to give higher evaluations of their partners, which, in turn,
contributes to the overall work consequences (Maslyn and Uhl-Bien, 2001; Cogliser, et al.,
2009). Research has provided support for the positive relationship between LMX and
individual outcomes of job performance, job satisfaction (Graen and Uhl-Bien, 1995; Gerstner
and Day, 1997), as well as organizational commitment, organizational citizenship behaviour
(Hies et al., 2007) and perception of justice (Dulebohn, et al., 2012).

According to Isaksen and Akkermans (2011), high LMX indicates on loyalty in dyadic
relationship, which then is spread around the organisation, making working environment more
conducive for followers to be innovative. Also, the studies by Zhang and Bartol (2010) and
Savolainen (2008) have demonstrated that respectful, fair, and reciprocal leadership behaviour
can enhance organizational capability to innovate. Summary of the outcomes of LMX is
presented in Table 1.2. below.

Table 1.2. Consequences of LMX (Author’s summary)

Consequences of LMX References

Job performance Graen, etal., 2010; Scandura, 1999; Wang, et al., 2005; Liden
and Maslyn, 1998; Schaubroeckl, et al., 2011

Turnover intention Gerstner and Day, 1997; Harris, et al., 2009; Nishii and
Mayer, 2009

Job satisfaction Cropanzano and Mitchell, 2005; Gerstner and Day, 1997;

Dulebohn, et al., 2012

Organizational commitment | Graen, et al., 1982; Liden and Maslyn, 1998; Wayne, et al.,
2009;

Citizenship behaviour, | Fisk and Friessen, 2012; llies et al., 2007; Erdogan and Bauer,
justice, trust and ethical | 2010, Nie, 2016; Wat and Shafer, 2005; Cruz and Costa-
culture Silva, 2004, Isaksen and Akkermans 2011; Hansen, 2011
Innovativeness Huhtala, et al., 2013; Zhang and Bartol, 2010; Savolainen,
2008; Isaksen and Akkermans, 2011

Although innovativeness has been already discussed as an outcome of the LMX in a
prior research, it was not clear though which aspects of innovativeness are influenced more and
by which of the aspects of LMX. This research aims to fill in this gap.

1.3. Organisational trust
According to Bartkus and Davis (2010), the essence of organizational trust can be formulated
in the following way: “organizational trust is the cumulative willingness of members of a group
to be vulnerable to the actions of that group, even if they do not know all the other members of
the group and even if the actions of other members cannot be monitored and controlled”.
Podsakoff, et al. (1990) underline that “organizational trust refers to employee faith in corporate
goal attainment and organizational leaders, and to the belief that ultimately, organizational
action will prove beneficial for employees” (Podsakoff, et al., 1990). This means that
organizational trust deals with the feeling of confidence and support in an employer and relates
to the belief that the employer would be honest and fulfill his/her commitments. Organizational
trust can also be understood as positive expectations individuals have about the intent and
behaviours of organizational members, the feeling of confidence and support in an employer
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(Gilbert and Tang, 1998, p. 322) and the embedded predisposition, characteristic similarity and
experiences of reciprocity within organization (Creed and Miles, 1996).

Although trust is critical to the success of professional relationship, little effort has been
made to synthesize research on trust in regard to LMX theory. Some studies examined the
association between trust and LMX and found support for a significant and positive association
(Dulebohn, et al., 2012, Wat and Shafer, 2005). Ertlirk (2014), in his research conducted on
Turkish IT professional in public organisations, concludes that trust in supervisor is an
important factor for the LMX, which in turn, mediates the relationship between the employee’
recognition and turnover intentions. He further concludes that people engage in ethical
behaviour because they trust their managers look after them like for their family. However,
there is still a debate among LMX researchers with regards to whether trust is an antecedent or
a consequence of qualitative relationship. For Dulebohn, et al., (2012), Gomez and Rosen,
(2001), it is an antecedent, while Wat and Shafer (2005) argue that it as an outcome of the
LMX. Therefore, this study will try to answer this.

To sum up, trust is something to do with “positive” or “confident” expectations about
another party and a “willingness to accept vulnerability” in the relationship, under conditions
of interdependence and risk (e.g., Bigley and Pearce, 1998; Kramer, 1999; Mayer, et al., 1995).

Studies show (Shapiro, et al., 1992) that at the beginning there are “rational/ cognitive”
calculations, which can be formulated as “trust but verify”. Shapiro and colleagues indicate on
“below zero” beginning of trust, as the crucial concern at this stage is to protect one’s
vulnerability against the other. Deterrence-based trust in literature is also named as calculus-
based trust, to indicate that it is grounded not purely in vulnerability but also in the benefits
eventually being brought in transactions (Williamson, 1993). On the later stage, once a solid
grounding for trust is formed, i.e. repeated interactions and correspondence to the expectations
took place, the relational trust occurs. On this stage parties demonstrate concern, emotional
attachment, empathy, a so-called “emotional” trust (McAllister, 1995), see Figure 1.1. This
dissertation adopts McAllister (1995) view on trust, distinguishing among cognitive and
emotional trust, as it depicts the longitudinal view on trust formation and summarises the views
of other theories in concise manner, furthermore, McAllister has created and validated the
instrument for measurement of organisational trust.

Summiarising various theoretical discussions, McAllister et al. (2006) argues that trust
relationships start with calculus-based trust, which is “defined in the context of an actor
evaluating the benefits and costs to be derived by staying in the relationship and the benefits
and costs to be derived from cheating on or breaking the relationship” (Lewicki, et al., 2006,
p.1010) and proceeds with more involving emotional exchanges.

Relational trust

Cumulative trust

Early stage Middle stage Late stage

Figure 1.1. Development of trust over time (Lewicki, et al., 2006, adapted with modifications)

Thus, according to McAllister (1995), organizational trust can be subdivided into
cognitive and affective (emotional) components. The cognitive component of organizational
trust consists of evaluative analysis and a certain extent of experience and knowledge about the
other party. It implies that one party trusts the other one because both have followed the same
ethical principles and acted in a trustworthy and competent way in the past (Gulati and Sytch,
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2008). Cognition-based trust works best in short-term affairs, meanwhile to achieve effective
long-term co-operation, affect-based trust is needed. Affect-based form of trust is characterized
by congruence between values and interests of the parties and can be found in reliable,
mutually-rewarding and effective relationships (Gulati and Sytch, 2008; Lamsa and Pucetaite,
2006; Lewicki and Bunker, 1996).

1.4. Organisational innovativeness

The importance of organisational innovativeness to competitiveness is evident (Ruppel
and Harrington, 2000). As Katz (1964, p. 132) puts it: “an organization that depends solely
upon its blueprints of prescribed behaviour is a very fragile social system”. Innovativeness is
an engine of various types of organizational performance (Isaksen and Akkermans, 2011).
Both, researchers from their theoretical perspective and the managers of organisations with
their practical demands, are keen at identifying the factors influencing the growth of
innovativeness. This thesis concerns how the leaders of organisations may influence the
innovativeness. There is recognition that one’s action affects that of others and is, in turn,
influenced by the others, innovation not being an exception in this communication circle
(Kheng and Mahmood, 2013). Investigating new technologies, suggesting new ways, applying
new work methods, and searching out resources to implement new ideas are the kind of
examples of innovative behaviour. Indeed, organisational innovativeness has been one of the
ultimate objectives for the organisational performance for many years (Riivari, 2016). “To
innovate” means “bringing in novelties, making changes” (Dimza, 2003).

Organisational innovativeness is an organisational capability to create new ideas and
solutions, experiment, and engage in creative processes (Lumpkin and Dess, 1996), and is
considered to be in the basis of innovation (Wang and Ahmed, 2004; Pucetaite, 2014) and thus
it plays an important role in organisational performance (Cho and Pucik, 2005). The concept
of organisational innovativeness can be considered as a generic term covering several
approaches and viewpoints.

As innovation exists in various forms, various dimensions of organizational
innovativeness have been distinguished, such as product and process innovativeness, radical
and incremental innovativeness, administrative and technological innovativeness. According
to Garcia and Calantone (2002), innovativeness is most frequently used as a measure of the
degree of newness of an innovation. As to Johannessen, et al. (2001), in order to distinguish
innovativeness, three questions should be addressed: 1) what is new; 2) how new; and 3) new
to whom. According to Adair (2009), to innovate means to bring to light something new, i.e. a
new idea, a method or a product. He suggests that innovation as such is a relative concept, as
what is innovative to one is a traditional way of doing things to another, but what is in the
essence of innovation — the two aspects — to create ‘new’ ideas and to realise them.

However, also creativity is the concept which explains the birth of novel and applicable
ideas about products, practices, services, or procedures (Tierney and Farmer, 2011). As creative
behaviour refers to the actions which result in generation of ideas that are both novel and useful
(Sternberg, Frensch 2014; Lubart, 2008), it is an interrelated concept to that of innovation
(Oldham and Cummings, 1996). According to Anderson, Potocnik and Zhou (2014), whereas
creativity has been conceived as the generation of novel and useful ideas, innovation has been
more referred to be both the production of creative ideas as the first stage, and their
implementation as the second stage. This also corresponds to Amabile (1996); Oldham and
Cummings (1996); Shalley and Zhou (2008). Some scholars however (e.g., Oldham and
Cummings, 1996; Rank, Pace, and Frese, 2004) argue for strong conceptual differentiation
between creativity and innovation. Yet other opinion (e.g. Paulus, 2002) observes creativity not
just as the early stage of innovation process, but, because of its cyclical character - process of
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idea generation and its implementation — as a synonym to innovativeness (see also Basadur,
2004; Csikszentmihalyi, 1999).

Indeed, several studies showed that the innovation process as it unfolds over time is
messy, reiterative, and often involves two steps forwards for one step backwards plus several
side-steps (King, 1992; Van de Ven, Angle, and Poole, 1989). It has further been argued that
creativity is concerned with absolute, “true” novelty, whereas innovation involves ideas that
are relatively novel — ideas that have been adopted and which might have been adapted from
other organisations but that are new to the unit of adoption (Anderson, et al., 2004). Rank, et
al. (2004) sheds the light in this debate — creativity, according to them, involves primarily intra-
individual cognitive processes whereas innovation represents inter-individual social processes
in the workplace.

In essence, innovativeness is a capability to generate new ideas, engage in new
processes, develop new products and reach new markets is a precondition for innovation
(Walsh, et al., 2009). This thesis applies Wang and Ahmed’s (2004) consideration of
organizational innovativeness. The authors have distinguished the following types of
organisational innovativeness: product, process, market, behaviour, and strategic
innovativeness. Product innovativeness refers to the newness of an organisation’s products and
services which are delivered to the market. Market innovativeness deals with new approaches
of addressing the target audiences. Process innovativeness involves the usage of modernised or
otherwise novel methods of production, managerial styles, and technologies that stimulate
enhancement of production and its quality. Behaviour innovativeness means stimulation of
creative potential of the employees, so that a so called ‘climate for innovativeness’ can occur.
Finally, strategy innovativeness refers to the organization’s capability to achieve its goals,
being fast and flexible in the market and it indicates the leadership readiness to experiment,
search for new and original solutions.

Chapter 2. Methodology

This research is based on mixed methodology approach since mixed methodology
overcomes the limitations embedded separately in qualitative and quantitative approaches and
therefore addresses the studied phenomena in a more holistic manner (Creswell and Plano,
2011; Tonyxuna, 2017). Based on the mixed methodology approach the current research
quantitatively tests the link between LMX and organisational innovativeness and investigates
whether such link is mediated by the organisational trust. Further this research explores the
relationship between LMX, organisational innovativeness and organisational trust, applying
qualitative technique - interviews with the leaders of the selected companies. The purpose of
this work lies in clarifying the meaning of relationship quality between the leaders and their
subordinates for organisational innovativeness, as it is perceived by the leaders: how do the
leaders see and explain this process.

2.1. Research sample

Large-size companies were chosen for the scope of the study. The reason of choosing
large companies is connected to the data of Eurostat (Eurostat, 2017) that such companies
employ the biggest number of employees and they are having stronger organisational cultures.
It is argued that large companies often are “the leaders of opinion”, they shape societal attitudes,
draw the lines for development, have impact on values, technological development, and thus,
impact the progress of economy (Kooskora, 2008). Moreover, large companies are often
positioned as top employers, they win international rewards, have access to innovation funds,
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are important players for the turnover of capital and thus, economic development in countries,
Latvia not being an exclusion. Furthermore, it is argued that bigger corporations are more
productive, they pay higher wages, enjoy higher profits, and are more successful in
international markets as reported by European Firms in a Global Economy (EFIGE), an EU-
funded project (European Comission report, 2012). This corresponds to Bratti and Felice (2010)
who particularly studied the effect of exporting on innovativeness and who found out that
exporters are considerably larger (their average size is about three times that of non-exporters)
and strongly differ in terms of formal Research and development activities, although this may
depend on the specific features — structure and specialization — of an industry. To learn more
about the reality of Latvian context for testing the model, the large-size companies therefore
were in the focus of study.

According to Investorwords and Erostatistics (Investorwords, 2019; Eurostatistics, 2016)
online resources, large-size company is_such company, which has a turnover of more than
£5.75m or employs more than 250 staff. Central Statistics Bureau (CSB, 2016) data for 2016
suggest that there were 93775 economically active enterprises in Latvia, out of which Micro
businesses are 86,2%, Small enterprises constitute 11,1%, medium — 2,3%, and Big ones - are
counted just for 0,4%. Total amount of large size companies in Latvia for the year 2017 was
235. Following Barlett, et al. (2001) the minimum sample size to be representative was
calculated as 78 companies. Maximum variety principle was used in selecting the companies
so that they represent different industries.

As qualitative part of this research tackles with depth rather than breath, therefore this
research does not require a big sample, 6 - 8 cases are usually recommended. Ideally, the goal
of achieving theoretical saturation by providing as much detail as possible involves selection
of individuals or cases that can ensure all aspects of that phenomenon are included in the
examination and that any one aspect is thoroughly examined. The goal of the qualitative phase
very often is to explore and interpret the statistical results obtained in the first, quantitative,
phase of the research (Yin, 2015). In this study the research went on parallel manner, as
interviews took place with different leaders while data were still on the collection phase, thus
allowing to somehow enhance the depth of statistical results. A thematic analysis was applied
in analysis of interviews as it allows comparing the themes and categories appearing from the
text units (sentences) counted for each theme.

Maximal variation sampling strategy (Creswell and Tashakkori, 2007) was used in order
to select participants for the qualitative analysis, which allows preserving multiple perspectives,
such a various type of innovativeness. The following categories were selected for including the
companies in the research sample:

o Capital of the company: foreign capital / local capital It is argued that foreign
capital companies have brought to the Baltics another manner of doing business, it
introduced business ethics approach, gradually shaped the business culture, (e.g.
Kooskora, 2008);

e Production company/ service company it is different spheres of business, and
although the principles of management can be similar ones, and usually they are not
distinguished in the study books of management, this distinction serves the purposes
of balancing the variation of sample;

e Historical (or traditional) Latvian business/ new to Latvia’ s economy business
literature reflects that organisations with longer history has more values and built-
in organisational culture, which may be resulting in stronger within — group trust,
(e.g. Hofstede, 2003). On the other hand, fast and new sphere, such as IT is known
for the democratic, egalitarian values, with low power distance and accent on team
works;
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Innovative sector/not innovative sector as the innovativeness is a dependent variable
of the research, it is of high interest to study how understanding of impotence of
innovation and innovativeness may differ due to industry specifics, so called
“innovative industries” are suggested in Latvian Investment and Development
Agency (LIAA, 2015);

o Leader gender: male - leader / female — leader as follows from Ladkin (2010), the
female approach to leadership is more of relationship — oriented, in comparison to
the “typical” male approach with the focus on economic calculus;

e Size of company: over 250/ over 500 employees investigating further the
peculiarities of large-sized companies, it was found that in practice over 500
employees is often considered as a large- size company, in which a leader does not
have direct control and assessment to subordinates while in the company of 250 it
is still possible (Forbes, 2019);

e Turnover of the capital: top 15 companies in high turnover/companies with
comparatively low turnover (Lursoft data being used);

o Ethicality of industry: ethically sensitive/ethically neutral business a response to a

call in press and managerial literature as to the ethically sensitive industries, where

the gaming industry, tobacco, alcohol production, banking sector are mentioned
among the ones which despite of creating positive societal products shake the
societal attitudes, create psychological dependencies, and, in case of banking —

manipulate with economic waves (Wehinger, 2013).

2.2. Development of research hypotheses

Prior studies have examined the role of leadership in achievement of key organizational
goals (Huhtala, et al., 2013; Yukl, 2008). Yet, few studies have paid attention to the impact of
relational leadership on members' innovativeness directly (Altunogua and Gurel, 2015;
Pucetaite, 2014; Basu and Green, 1997; Zhang and Bartol, 2010; Atwater and Carmeli, 2009).
The present study therefore is addressing this relatively understudied issue.

There exists however a theoretical background which reveals that relationship leadership
tested by LMX, has an impact on organizational innovativeness (e.g. Basu and Green, 1997,
Pucetaite, 2014). As to Van Dick, et al., “leaders act through their followers and a leader’s
behaviour is successful because it is translated into followers’ actions” (Van Dick, et al., 2007,
p. 134). By extension, it is expected that leaders who are keen in innovative decisions will likely
channel their own aspirations towards producing innovative outcomes through mobilizing
followers to produce such outcomes. This mobilization of follower effort toward the production
of creative outcomes can be achieved by leaders’ innovativeness encouraging behaviours, such
as expressing appreciation of follower effort directed at the production of innovative outcomes.
LMX involves leaders’ contingent reward behaviour that consists of providing feedback and
recognition for accomplishments. Also, Tummers and Knies (2013) argue that relationship-
based leadership emphasizes how leaders manage relationships with their employees to get the
best out of their followers. Followers of leaders who unambiguously state the linkages between
behaviour and corresponding rewards form clear perceptions of task requirements, which in
turn contribute to follower effort-performance expectancies, i.e. employees realise what is
expected from them if they meet leaders’ expectations (Bass and Avolio, 1993). Moreover,
high-quality LMX relationships are built on trust, respect, and mutual obligation (Walumbwa,
et al., 2010; Graen and UhI-Bien, 1995), none of which would be present if a leader did not
recognize and reward performance and clarify expectations. In this interpersonal perspective,
the leader is a facilitator who directly builds relationships with the people in the organization,
demonstrating that he/she is able to take responsibility for the whole organization and its
members (stewardship).Therefore, followers receiving goal clarification, recognition, and
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praise for their work feel a sense of obligation to their leader (reciprocity) and are likely to
experience higher quality relationships with them (Wayne, et al., 2002).

Hence, LMX can indicate on the leader’s capability to create organisational
innovativeness. It is hypothesised then that leaders who form high LMX are more likely to
uphold innovativeness among followers compared to low-LMX leaders (Hypothesis 1).

Hypothesis 1: LMX has a statistically significant effect on organizational
innovativeness.

Based on Ricard and colleagues views (Ricard, et al., 2017), the behaviours performed
by leaders in relationship perspective involve the empowerment of employees and foster an
atmosphere of trust and cooperation among employees (see also Van Dierendonck, 2015;
Bulatova, 2016). Innovation results from the creativity of the organization’s followers and
employees through trust (Pucetaite, 2014). Ansell and Gash (2008) for example, stress that
leadership should be aimed at activating resources and enhancing collaboration (see also
Huxham and Vangen, 2013). The leader is someone who engages the involved actors in order
to deploy the resources needed for implementation. Consequently, trust must be built so that
cooperation among the actors can take place (McGruire and Agranoff, 2011), with different
perceptions of the problems and different ideas about the most desirable solutions. Innovations,
in this view, are achieved by creating an environment of trust where knowledge sharing can
take place, and success can be shared among the members (Kopenjan and Klijn, 2004; Klijn,
Edelenbos, and Steijn, 2010). As it was already mentioned, one way for organizations to
become more innovative is to capitalize on their employees’ ability to innovate (Van de Ven,
2000; Amabile, 1998; Axtell, et al., 2006; Smith, et al., 2008; Unsworth and Parker, 2003). In
order to realize a continuous flow of innovations, employees need to be both willing and able
to innovate. In this context, employees can help to improve business performance through their
ability to generate ideas and use these as building blocks for new and better products, services
and work processes (Huhtala, 2013; Riivari, 2016).

For the effect of leader encouragement of organisational innovativeness followers first
need to engage in innovation-related processes (e.g., problem identification, information search
and encoding, and generation and evaluation of ideas and solutions) that will determine the
quality of the final product (Zhang and Bartol, 2010). As stated by Reiter-Palmon and Illies
(Reiter-Palmon and Illies, 2004, p. 55), “solving problems creatively requires extensive and
effortful cognitive processing.” If this creative process is not fully executed (e.g., a problem is
poorly understood, not all information is gathered and analyzed, or too few alternative ideas
are generated due to fears of voicing the problems, low organisational morale, low trust among
the participants), the quality of the final output will suffer (Zhang and Bartol, 2010). Thus, the
thesis argues that the positive effect of leadership on innovative outcomes should be mediated
by organisational trust, which forms the basis of climate for innovativeness, as parties involved
are sharing their knowledge, are willing to contribute with their ideas, and are supportive to
each other.

Theoretical part has also argued that relationship quality among the leaders and followers
is likely to have a positive effect on followers’ trust and overall organisational trust. Moreover,
according to Chen and Hou (2016), when team members trust their leaders, they are more
willing to follow ethical procedures and take risks. It has also been argued (Gino and Ariely,
2012) that if followers perceive their leaders to be unethical, they are more likely to experience
anxiety, pressure and depression in the workplace, and to exhibit counterproductive behaviour
such as cheating during problem-solving tasks, all of which results in reduced work outcomes.
Although there is evidence that trust plays a crucial role in professional relationship, little effort
has been made to synthesize research on trust regarding LMX theory.
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Scandura and Pellegrini (2008) explain that trust in connection to LMX was studied as a
unidimensional construct due to earlier ideas that a formal employment contract implies
calculus-based trust. This dissertation therefore applies McAllister conceptualisation of trust,
thus allowing for better investigation of peculiarities.

Based on social exchange theory, leader behaviours are expected to enhance the
development of trust among employees (Brown and Trevino, 2006). Also, Isaksen and
Akkermans (2011) argue that high LMX means loyalty and open support of the parties
involved, which creates trust in the relationship. It is interesting to conduct a research in Latvian
business culture where leaders have strong impact on organizational values (Mole, 2003) thus
reflecting societal expectations, i.e. according to power distance index of Latvia scores rather
high (44 points in comparison to Denmark for example, with its 18 points, see Huettinger,
2008).

The second hypothesis is:
Hypothesis 2: LMX has a statistically significant effect on organizational trust.

In addition, as a result of literature review, it was hypothesized that organisational trust
may foster the positive relationship between the LMX and organisational innovativeness.
Previous studies on leadership suggested trust as a mediator in the relationship between ethical
leadership and various outcomes (e.g., Den Hartog and De Hoogh, 2009; Pucetaite, 2014).
Moreover, often “innovative climate” is discussed as a trustful environment, in which it is ‘good
to be” (Dubkevics, 2015). Existing research indicate that leadership and organizational climate
significantly influence individual creativity (Somech and Drach-Zahavy, 2013). Prior works
have emphasized that support for innovation comes from conditions of trus, but scholars have
rarely considered the interactive effects of leadership and organizational climate with its
important component — trust, on innovativeness; this indicates on the necessity to address
particularly how leadership and trust within organizations are able to facilitate innovativeness
(Dubkevics, 2015; Somech and Drach-Zahavy, 2013). If creativity originates and subsequently
is developed by a team into routine practices (Anderson and West, 1998) resulting in innovative
outcomes, then what keeps up the whole process, how does it originates? Walumbwa, et al,
(2011) for example, pointed out that creativity is stronger among employees operating within
supportive climates for innovation and in conditions of open attitude.

Huhtala, et al. (2013) study has clearly demonstrated that ethical values of managers do
enhance organisational culture, which, in turn serves as a basis for innovativeness. Riivari and
Lamsa’s (2014) data have confirmed that congruency of management is important to advancing
innovativeness, particularly, process and behavior innovativeness in public organizations and
product and process innovativeness in private sector organizations. The study by Riivari, et al.
(2012), has revealed that congruency of management, discussability and supportability (the
dimensions of the ethical organizational culture, which are largely dependent on managerial
practices, according to Kaptein (2008) enhance organizational innovativeness.

According to Isaksen and Akkermans (2011), high LMX indicates on loyalty in dyadic
relationship, which then is spread around the organisation, and the authors argued that loyalty
and trust make working environment conducive for followers to be innovative. Also, the studies
by Zhang and Bartol (2010) and Savolainen (2008) have demonstrated that respectful, fair, and
reciprocal leadership behaviour can enhance organizational capability to innovate by increasing
followers’ intrinsic motivation, promoting pro-active and adaptive skills as well as self-
realization and positive self-perception. The recent research by Pucétaité and Novelskaité
(2014) particularly tested the mediating role of organizational trust between LMX and
innovativeness, and the partial mediation effect was established. Leppamaki, et al. (2013) also
have searched for a moderating effect of trust between LMX and innovativeness, and they
reported that moderation does take a place, although it is not statistically significant. The
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current study continues this line of argument and investigates the organisational trust as the
boundary condition for innovativeness to occur. The third research hypothesis therefore
explores if trust plays a mediating effect among the LMX and innovativeness:

Hypothesis 3: Organizational trust mediates the relationship between LMX and
organisational innovativeness.

According to De Souza, individual enters into relationships under certain conditions of
the context that restrict or enable reaction possibilities (De Souza, 2014); therefore broad and
nuanced understanding of a phenomenon can be reached only when taking into account context
factors. The study took place in Latvia, the country in transition, and the context factors were
important for this study. The model is controlled for the following factors: the language of
communication between the parties; the gender of the respondents; the status within the
organisations; the tenure of year within the organisations, and the level of education. Following
Specktor and Brannik (2011) call for the research requirements on the role of control variables,
i.e. that control variables typically are noticed without any evidence in support of their role,
this thesis considers control variables as factors of context.

Furthermore, according to Spector and Brannick (2011), much of the organizational
research literature that rely on field research methods, can be quite disjointed and non-
systematic. Researchers focus on establishing relationships among large numbers of variables
rather than attempting to understand the underlying processes involved.

Taking into consideration the tendencies of Latvian society to segregate according to
national principle (actively demonstrated in different mass media sources (Kaprans and Kudors,
2018) the decision was made to learn whether the usage of the same native language is an
impacting factor of mutual trust and the quality of relationship between the leader and
subordinate in today’s Latvia. In other words, the study tests whether there is an impact of
language platform - if both parties use the same native language or not in their daily
communication - on the relationship between the LMX, organisational trust and organisational
innovativeness.

Other scientific discussion tackles the question of generation. Today’s workforce consists
of individuals from four generations: The “Silent Generation” (born 1925-1945), the “Baby
Boomers” (born 1946-1964), “Generation X (born 1965-1981), and “Generation Y’ (GenMe,
also known as “Millennials”, and “iGen”’; born 1982-1999). Research indicates on generational
differences in personality traits, attitudes and behaviours (e.g., Kessler et al., 2005; Twenge, et
al., 2010). It is argued that these differences affect the workplace. Overall, Generation X and
especially Generation Y are found to be more individualistic and self-focused (e.g. Twenge, et
al., 2010). Business Week, Fortune, and the Wall Street Journal publish how organizational
practices are changing to adapt to the work values of “Generation Y’ (Needleman, 2008). SAS,
for example has an in-house gym; Google provides laundry and massages onsite. Other
companies have tried to attract the young generation with programs that allow employees to
volunteer to help others during work hours or that emphasize the social good behind their
products or mission. As to the matter of generational differences, it is argued (Beutell and
Wittig-Berman, 2008, Twenge, et al., 2010) that there are different work expectations among
the individuals of different generations. Considering the change of formation (socialism values
and capitalism values), which many have experienced in their life, this factor was considered
important and therefore was addressed as well.

Research has also tackled the questions of gender, education, status within organisations,
and the amount of years spent for the benefits of the organisation —would these factors increase
the strengths of the model, or would they not play a significant role — the research controlled
for the impact of these factors as well. For example, Norvapalo (2014) argued that the extent
of tenure of experience within the same organisation might influence the behaviours of
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employees irrespective of the use of self-leadership strategies, but also it might enhance
organisational trust and relationship between the leaders and subordinates.

Hypothesis 4: Context factors, such as language spoken between the parties, generation,
gender, education, status, and tenure of experience within the same organisation, moderate
the relationship between the leader-member exchage (LMX), organisational trust and
organisational innovativeness.

Previous studies on relationship between leadership and innovativeness were presenting
a dichotomous view on the process. Specific features of LMX suggest that it can work in both
ways - enhance and hinder innovativeness. Also, organisational trust can serve as an enhancer
and as a hinderer at the same time. That is why in order to explore the nature of this phenomena,
the qualitative study took place. Since research has not yet systematically discussed how leaders
in big-size organisations perceive the meaning of LMX and how they evaluate its role in
organisational trust and innovativeness, more knowledge of this topic is required. It gives
possibility to grasp the relationship and the meaning of phenomena more holistically, especially
if combined with the survey results. This study therefore addressees the issues also
qualitatively, which was not done before. The research question of the explorative part of the
study: How do leaders of big size organisations perceive the meaning of innovativeness and
that of organisational trust in their daily life and how do they regard the importance of quality
of their relationships with their direct subordinates in connection to organisational trust and
innovativeness?

Also, although the large-size organisations were in scope of prior studies, the profound
study focusing exactly on this business context has not been done before. The role of language
between the parties involved was not studied as a separate setting for LMX to happen. Trust in
relationship between the LMX and organisational nnovativeness was studied in previous
research, but it is not clear if it is an antecedent or the outcome of the LMX, and the role of
different aspects of emotional and cognitive trust on different aspects of innovativeness requires
more research.

2.3. Conceptual model of the research

This subchapter introduces with the research variables and explains the procedure and
methods applied in the study. The following variables are used in this research:
Dependent variable: Organizational innovativeness (Wang and Ahmed, 2004), analysed as:
Market Innovativeness, Process Innovativeness, Behavioural Innovativeness, Strategic
Innovativeness, Product Innovativeness.
Independent variable: LMX - Leader-member exchange quality, measured by LMX scale as
proposed by Graen and Uhl-Bien (1995).
Mediating variable: Organisational trust (McAllister,1995), measured as (1) emotional trust
and (2) cognitive trust.
Moderating variables: context factors, such as language spoken between the parties,
generation, (measured as age) gender, education, status, tenure of experience within the same
organisation, moderate the relationship between LMX, organisational trust and organisational
innovativeness.
Control variable: industry sector.

Conceptual model of the research is presented in the figure 2.1. below.
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Figure 2.1. Conceptual model of the research

Hypothesis 1: LMX has a statistically significant effect on organizational innovativeness.
Hypothesis 2: LMX has a statistically significant effect on organizational trust.

Hypothesis 3: Organizational trust mediates the relationship between LMX and organisational
innovativeness.

Hypothesis 4: Context factors moderate the relationship between the LMX, organisational
trust and organisational innovativeness.

Because the research has a qualitative part, with its explorative nature, the following research
guestions were addressed:
RQ1: How do leaders of large organisations define the meaning of innovativeness
and that of organisational trust in their working life?
RQ2: How do leaders of large organisations regard the importance of quality of
their relationships with their direct subordinates in connection to organisational trust
and innovativeness?

2.4. Methods and the procedure of the quantitative part of the research

A structured questionnaire with 45 items was developed to measure the variables and
data was gathered via an online survey. An electronic survey was sent to employees of 80 large
size organizations and resulted in 405 valid responses.

The questionnaire consists of four parts: 1) demographical part, measuring language
spoken between the parties, respondent’s’ belonginess to a generation, gender, education,
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status, tenure of experience within the same organisation, and industry in which the company
operates; 2) the LMX scale (Graen and Uhl-Bien, 1995); 3) Organisational trust scale
(McAllister,1995); 4) the Organisational innovativeness measurements instrument (Wang and
Ahmed, 2004).

Measurement of the independent variable: LMX was measured by a 7-statement
questionnaire (Graen and Uhl-Bien, 1995) applying a five point Likert scale (1 meaning “totally
disagree” and 5 “totally agree”).

Measurement of the mediator variable: McAllister (1995) conceptualisation of
organizational trust forms the basis for analysing the phenomenon of organizational trust in
this study. This instrument allows to measure affective and cognitive trust separately, and this
11-item questionnaire in regards to other measures of trust in teams (e.g., Cook and Wall, 1980;
Gillespie, 2003; Cummings and Bromiley, 1996) and trust in leaders (Dirks and Ferrin, 2001,
Korsgaard et al., 2002; Podsakoff et al., 1990) has shown a rather constant internal reliability
and construct validity. Statements are measured in a seven-point Likert scale, 1 meaning
“totally disagree” and 7 “totally agree”.

Measurement of the dependent variable: Organizational innovativeness in turn, was
measured by Wang and Ahmed’s (Wang and Ahmed, 2004) questionnaire consisting of 20
questions, covering five dimensions, namely: product (4 items), market (4 items), strategic (4
items), process (4 items), and behavioural innovativeness (4 items), altogether the scale has 20
questions. Some of the statement examples are “new products and services in our company
often take us up against new competitors”, “in our company, we tolerate individuals who do
things in a different way.” Again, a 7-point Likert scale is applied for answering the questions
(1= strongly disagree, 7=strongly agree). The third, sixth, ninth and nineteenth questions are
reverse questions in the scale.

Measurement of the moderating variables: The first part of the questionnaire consisted
of the information of the respondents’ background, i.e. socio-demographic information, which
involved gender, education, years of employment within the organization, a position in the
organization, the language used for the communication with the direct leader. Nominal scales
were used.

Following the academic discussion on the demographic characteristics as control
variables (e.g. Becker 2005; Atinc and Simmering, 2008), i.e. that they are not specifically
considered in the models, this study instead examines the role of social context using
specifically demographics as context variables with its moderating role in the relationship
between the phenomena in scope. Atinc and Simmering (2008) argue that most of the research
does not provide citations to support the inclusion of one or more control variables thus failing
to make a compelling case for inclusion of control variables in their analyses. As to Robins and
Greenland (1992) establishing relationships and ruling out potential control variables as
explanations for those relationships is a reasonable step. This research therefore treats
demographics not just as proxy variables, but evaluates their direct impact on the measures of
relationship between the variables of interest. Therefore, they have formed a separate
hypothesis and their moderating role on the model was calculated.

Measurement of the control variable: Since industry factor is above organizational and
cannot be controlled by the leader, the industry is not the object of interest of this research and
is treated as a control variable.

The questionnaire was translated from English to Latvian and then back to English, i.e.
a translation and back-ranslation method was used, which is stated to be a valid method in
social research (Brislin, 1970).

The pilot study was used to test the questionnaire. For the pilot study, various companies
were identified applying a convenience sample technique. The pre-test survey conducted with
several organizations provided insights into the final design of the survey.
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A web-based questionnaire on Webropoolsurveys.com platform was used to collect
data. Initial contacts were established by phone, followed by emails and phone conversations
to specify the objectives, technical requirements and other aspects of the survey, if it was
necessary. The managers of the companies or HR managers then sent an email to the employees
of the companies requesting participation and providing a URL link to the survey. The survey
was open for 60 days after the visit to the company and agreeing with the management about
the survey. Some organisations however, had higher participation rates than others in terms of
recorded responses. Since the survey was web-based, a unique URL link was provided to each
participating organisation to ensure confidentiality and possibilities for analysis.

2.5. Methods and the procedure of the qualitative part of the research

Qualitative data were gathered through in-depths interviews. Interviews as a qualitative
part allowed shedding the light on the LMX- innovativeness and LMX- trust relationships and
discussing how important they are for the business leaders in today’s Latvia. This research
involves interviewing nine organisational leaders from diverse businesses in Latvia. This part
of the research was aimed at exploring how leaders in their daily working life address relational
aspect of leadership and how do they link it to trust and innovativeness.

Chapter 3. Results of the study

3.1. Quantitative data and results

Overall, the survey participants (n = 405) were selected from 80 organisations, the age
22 — 73 with the medium age of 46. All the answers were coded, and their respective raw data
values were entered into the SPSS database for statistical analysis. Over 70 cases were omitted
as missing values were found or if indicated working experience was less than one year. Data
describing the sample demographics are provided in Table 3.1. below.

Table 3.1. Socio-demographic profile of respondents (n=405)

Variables Indicators Frequency | Percentage
Gender male 224 55,31%
female 181 44,69%
Language of is the native language for both 162 40%
communication is the native language for one, but not for the 177
between leader and other 43,71%
member is not a native language for neither 66 16,29%
Secondary school or technical school 7 1,73%
College graduate 57 14,07%
Education Bachelor graduate 186 45,93%
Master graduate 120 26,63
Doctoral degree 35 8,64%
Generation Z 81 20,00%
Respondents age Generation Y 176 43,46%
(generation) Generation X 120 29,63%
Baby Boomers 28 6,91%
Status in the Employee or specialist 331 81,73%
organisation Middle manager 57 14,07%
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Top manager 17 4,20%
1to 2 years 77 19,01%
Tenure 2 to 5 years 189 46,67%
5 to 15 years 66 16,30%
more than 15 years 73 18,02%
sector 1 38 9,38%
sector 2 76 18,77%
sector 3 46 11,36%
Industry sector sector 4 57 14,07%
sector 5 67 16,54%
sector 6 45 11,11%
sector 7 76 18,77%

In the following part, the main conclusions from the descriptive results are summarized.
Reliability tests of the scales of LMX, organizational trust and organizational innovativeness
has yielded high Cronbach’s alphas (above 0.7), indicating on high internal consistency of the
scales and meaning that the data can be used for further analysis.

Table 3.2. Cronbach’s Alfa and Descriptive statistics of the research constructs (n=405)

Variable No of items | Cronbach’s Mean S.td'. Minimum | Maximum
per scale Alfa Deviation
LMX 7 0,88 3,69 0,67 1,00 5,00
Trust 11 0,80 5,22 0,77 3,08 7,00
Emotional trust 5 0,87 5,15 0,89 2,40 7,00
Cognitive trust 6 0,86 5,28 0,76 3,20 7,00
Innovativeness 20 0,80 5,18 0,71 1,90 6,60
Product innovativeness 4 0,84 5,30 0,94 2,50 7,00
Market innovativeness 4 0,75 5,22 0,85 1,00 6,75
Process innovativeness 4 0,79 5,24 0,82 1,00 6,75
Strategic innovativeness 4 0,75 5,18 0,81 2,25 6,75
Behavioural 4 088 | 497 | 097 1,00 7,00

innovativeness

Further results of hierarchical regression analysis are presented (see Table 3.3.).
Adjusted R Square tells how “good” the model is at predicting or explaining the values of
dependent variable (Stock and Watson, 2012, p. 227).

Data in the table 3.3. (Model 1) show that Industry factor alone is able to explain only
6% of organisational innovativeness (adjusted R? = 0.06). Interestingly that Sector 6 named
‘other industries’, which include art, entertainment, health and social activities, and education,
appeared to report the highest innovativeness, followed by sector 2 ‘electricity, gas, water
supply and waste management’ and sector 3 ‘manufacturing and construction’. Sector 5
‘service’ has no impact on organisational innovativeness.
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Table 3.3. Summary of the results of hierarchical regression

Variable Modell | Model 2 | Model3 | Model4 | Model5 | Model6 | Model7 | Model8 | Model9
Industry Sect 2 0,47%** | 0,44*** | 024* | 0,24* | 027 | 024* | 023* | 0,23* 0,18
Industry Sect 3 0,49%** | 0,34** 0,10 0,10 0,08 0,05 0,03 0,03 0,08
Industry Sect 4 0,33* 0,18 0,09 0,09 0,13 0,10 0,09 0,10 0,13
Industry Sect 5 0,05 015 | -021* | -0,21 -0,15 -0,16 -0,15 -0,15 -0,16
Industry Sect 6 0,60*** | 0,30* 0,12 0,12 0,15 0,16 0,14 0,12 0,11
Industry Sect 7 0,31* 0,18 0,15 0,15 0,19 0,18 0,18 0,18 0,19
LMX 0,56*** | 0,30%** | 0,30*** | 0,33%** | 0,34*** | 0,34*** | 0,35%** | 0,36***
Trust 0,41%** | 0,41%** | 0,38*** | 0,38*** | 0,38*** | 0,3%**7 | 0,36%**
Gender (male) -0,01 0,00 0,01 0,01 0,01 -0,03
Geberation Y -0,06 -0,06 -0,07 -0,07 -0,08
Geberation X 0,09 0,09 0,01 0,01 0,01
Geberation BB 0,26 | 0,26* 0,16 0,16 0,18
rsnt;‘;izé?;'d 012 | -014 | -013 | -019*
Status (top-manager) -0,11 -0,15 -0,14 -0,24
Tenure (2 to 5 years) -0,02 -0,02 0,00
;gg;;e (15 plus 0,23%% | 0,23%* | 0,25%**
Language 2 0,06 0,05
Language 3 0,09 0,10
Education 3 -0,08
Education 4 0,30***
(Constant) 4,86 2,91 1,83 1,84 1,87 1,86 1,90 1,82 1,83
Adjusted R Square 0,06 0,33 0,46 0,46 0,47 0,47 0,48 0,48 0,53
R Square Change 0,08 0,27 0,13 0,00 0,01 0,00 0,01 0,00 0,05
F Change 543 | 162,94 | 93,33 0,02 3,46 1,42 5,28 0,78 | 20,84
Sig. F Change 0,00 0,00 0,00 0,89 0,02 0,24 0,01 0,46 0,00

*p<0.05; **p<0.01; ***p<0.001

When LMX is added (Model 2), the model explains 33% of organisational
innovativeness (adjusted R? = 0.33), what is consistent with Hypothesis 1 (H1: LMX has a
statistically significant impact on organisational innovativeness).

Model 3, which adds organisational trust as a predicting variable, and then it is able to
explain 46% of organisational innovativeness (adjusted R? = 0.46) and change is significant
(sig. F Change = 0.00) which supports Hypothesis 3 (H3: Organisational trust has a mediating
role between LMX and organisational innovativeness).

Adding the variables of contextual factors, the further hypotheses were tested, H4:
Contextual factors are statistically significant moderators of LMX, trust and innovativeness
relationship. Model 4 particularly shows that gender has no additional effect on innovativeness
(adjusted R? = 0.46; it is the same as in the previous model and change is not significant). Model
5 shows the effect of employee's or manager’s age (measured as generation) and is able to
explain additional 1% of organisational innovativeness (adjusted R? = 0.47; Sig. F Change =
0.02) and this change is significant. Thus, age has an impact on innovativeness, and especially
“Baby Boomers” show a significant relationship with dependent variable.
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Model 6 shows the effect of status and explains the same 47% of organisational
innovativeness (adjusted R? = 0.47), thus status does not add any power. However, the tenure
(Model 7) shows additional effect on organisational innovativeness (adjusted R? = 0.48; Sig. F
Change = 0.01). Moreover, respondents with tenure more than 15 years show significant effect
on dependent variable (B=0.23; sig=0.007).

Language of communication (Model 8) does not add any explanatory power to the model
(adjusted R? = 0.48; Sig. F Change = 0.46). However final model which adds education (Model
9) exhibits additional 5% explanatory power (adjusted R? = 0.53; Sig. F Change = 0.00). Model
9 explains 53% of organisational innovativeness.

Results of Hierarchical multiple regression analysis supports Hypotheses 1 and 2; however, it
supports only partly the Hypothesis 4.

To get deeper insight, the results were anlysed using the Smart PLS tool and structural
equation modelling technique. Below the model depicts the relationship between the LMX,
organizational trust and innovativeness:

TRUST
0.568 (0.000) 0.489 (0.000)

0.28% (0.002)

LMX INMNOV

Figure 3.1. The full model of relationship of the concepts

The model above (Figure 3.1.) shows relative values of path coefficients; the path
between LMX and innovativeness is weaker (graphically depicted as thinner line) than path
LMX -> trust -> innovativeness. Therefore, organisational trust mediates the relationship
between LMX and organisational innovativeness.

Results show that the model without trust factor can explain 34% of the results as
indicated by R? = 0.34. However, the model with organisational trust (both, emotional and
cognitive) explains 49% of innovativeness, R? = 0.49. The primary evaluation criteria for SEM
are R? results. R? values 0.75, 0.50 and 0.25 for endogenous latent variables indicate on
substantial, moderate or weak predicting capacity correspondingly (Hair, et al., 2011). As
demonstrated, the model without trust has R? = 0,34, which means the model has rather weak
to moderate predicting capacity for innovativeness. The model with trust in it has a moderate
strength of the predicting capacity. This means that organisational trust can be regarded as a
mediator between the LMX and innovativeness as the mediation was proved by both
approaches.
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Figure 3.2. Full model with five dimensions of innovativeness and two dimensions of trust

Path coefficients in Figure 3.2. above show that LMX has the strongest direct effect on
behavioural innovativeness (path coefficient =0.35; sig=0.000), followed by process
innovativeness (path coefficient =0.31; sig=0.002). Interestingly, it is found that LMX has no
effect on strategic innovativeness since path is not statistically significant.

Path coefficients from LMX to both aspects of trust are strong and statistically
significant, thus hypothesis No 2 (LMX has a statistically significant effect on organizational
trust) is confirmed.

Cognitive trust has the strongest effect on process innovativeness (path

coefficient=0.37; sig=0.000), followed by strategic innovativeness (path coefficient=0.37;
sig=0.000), and market innovativeness (path coefficient=0.27; sig=0.004).
Since LMX direct path to strategic innovativeness is not significant (path coefficient=0.09;
sig=0.21), but indirect effect through cognitive trust is significant, thus the strategic value of
establishing cognitive trust is evident. High LMX without trust will not be enough for strategic
innovativeness.

Similar result is obtained for product innovativeness. LMX direct path is not statistically
significant (path coefficient=0.16; sig=0.08). Product innovativeness requires cognitive trust
since path coffined is significant (path coefficient=0.18; sig=0.047). Moreover, emotional trust
will not help (path coefficient=0.13; sig=0.12) since its effect on product innovativeness is not
significant.

Emotional trust has strongest effect on behavioural innovativeness (path
coefficient=0.22; sig=0.001) followed by strategic innovativeness (path coefficient=0.20;
sig=0.004).

Multi-group analysis was performed to analyse the value and impact of the contextual
factors (H4) and findings are presented below.

Status groups: It is found that for the middle managers the direct path of LMX ->
Innovativeness is statistically significant, and it appears that trust is not a significant contributor
to organisational innovativeness for the middle managers. For the group of lower organisational
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status (status 1: employees and specialists) all paths are statistically significant. The strongest
impact LMX has on organisational trust, both, emotional and cognitive one. Thus, it is evident
that LMX creates trust and is a significant factor for the respondents with lower organisational
status. Also, as follows from the calculations, cognitive trust has a stronger impact on
innovativeness than that of emotional trust.

Generations: For generation “Z” and “Baby Boomers” path between cognitive trust
and emotional trust to innovativeness is not significant. This indicates that for these generations
trust is not so important for innovativeness than the quality of LMX is. However, for
generations “X” and “Y” organisational trust has a significant impact. cognitive and emotional
trust are therefore important for people at the age group 25 — 55, the age of the productivity,
both in private and professional sense, according to Ericsson theory of development (Ericsson,
1987). Moreover, for generation “X” the path between LMX and innovativeness is not found
to be significant meaning that LMX does not have an impact on innovativeness for them, if
trust is not established.

Language groups: Path coefficients and their statistical significance show that LMX
is related to trust in all the groups. Cognitive trust has important statistical significance in all
three groups (p —values lower than 0.01), therefore, it can be suggested that a presence of
cognitive trust plays its important role in innovativeness for all three groups of participants.
However, for the participants who reported foreign native languages in their dyadic
relationship, the emotional trust plays a much more important role in innovativeness.
Interestingly, those who reported speaking the same native language, the emotional trust is
found to be statistically less important, cognitive trust has enough predicting ability. For those
dyads who are using the native language trust is not necessarily the mediator for creation of
organisational innovativeness, it can be explained that trust plays a role of stabilising the
relationship and in case of the same language platform it underlines the homogeneity of the
group participants, which by time is not challenged any longer, may not be perceived and
actualised by the group members. Interestingly that path between LMX and organisational
innovativeness in not statistically significant (p=0.08>0.05 for group2; p=0.47>0.05 for
group3) for those dyads whose native language is different and those who do not communicate
in their native language. This shows that in case of language barriers even high LMX is not
enough, without trust organisational innovativeness will not occur. Therefore, if language
diversity exists (groups 2 and 3), the role of trust becomes crucial factor for ensuring
innovativeness. LMX alone does not have enough statistical power to affect innovativeness.

It is found that LMX plays an important role for all three groups in creation of trust, both
emotional and cognitive one. However, LMX as a predictor of innovativeness is found to be
particularly important for the group of participants who reported using the same native
language. It suggests that relationship between LMX and innovativeness is stronger for people
who use the same language platform, which can be a response to today’s socio-political
situation of Latvia: the quality of relationship is evaluated higher within dyads of the same
native language and is tighter linked to overall innovativeness.

Gender: This result highlights some importance of gender as a context of LMX->Trust-
>Innovativeness relationships. Cognitive trust has higher path coefficient to innovativeness;
thus, cognitive aspect of trust is more important for both genders. Path between emotional trust
and innovativeness is not significant for male respondents (p=0.25>0.05). It can be concluded
that male employees rely solely on cognitive trust, whereas, for females, emotional trust is
important for innovativeness.

3.2.Results of the qualitative part of the study

Quialitative part of the research applied in-depths interviews and thematic analysis
method. It has resulted in distinguishing fifteen leaders’ behavior practices, which formed

77



seven blocks of behaviors, which in turn were conceptualized in three main categories, see table
3.4. below:

Table 3.4. Categories as grouped in sub-categories (author’s synthesis)

Nr. | Category Sub-category (related research Related to the
(Leader behaviour) construct) Variable of the

research

1. Monitoring innovativeness Encouraging innovative thinking LMX
(Recognition of innovative solutions in | Stimulating knowledge diffusion, LMX
relationship to organisational respect for mutual competences
effectiveness and efficiency)

2. Intellectual stimulation (empowering Intellectual stimulation LMX (transformative
innovative choice and knowledge leadership)
diffusion) Stimulating personal choice in LMX, Trust

creative decisions and enhancing
responsibility
3. Visioning (innovativeness as | Providing (co-creating) a vision, | LMX (transformative
organisational identity) motivating to innovative solutions | leadership)
Dividing tasks into tangible blocks | LMX (helping)
Creating an organisational culture | Trust
Working on organisational identity | LMX (transformative
leadership)
4. | Communicating and giving feedback Stimulating open and transparent LMX
communication
Giving a concrete feedback to LMX (transactive
subordinators leadership)
Stimulating open feedback to LMX; Trust
management by employees
5. | Trusting Demonstrating trust in employee Trust; LMX
competence
Delegating and trusting

6. Role — modelling Role — modelling LMX; Trust

7. Monitoring Allowing for mistakes and LMX; Trust
recognition of moral choice
decisions
Control of behaviour and sanctions | LMX (transactive
against inappropriate behaviour, leadership)
monitoring of task assignment

The analysis of the interviews suggests that in large size organisations in Latvia leaders

realise the importance of innovativeness and they connect it to the organisational trust.
Organisational trust though was found to be easier operationalized by the leaders, which
suggests that organizational trust is a known concept. The interviewed leaders could provide
explanations of how they see the importance of trust, and how it can be built. As to relationship
leadership, and the LMX, it was not easily identified concept, and the answers revealed some
confusion on understanding the matter of relationship quality.

3.3. Integration of the results obtained by quantitative and qualitative methods

The integration of the results of the quantitative and qualitative study is presented in
relation to all three major variables of the research: organisational innovativeness,
organisational trust and leader-member exchange. Conclusions of the mixing of methods
research related to the hypotheses are summarised in table 3.5. below.
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Table 3.5. Conclusions about hypotheses and research questions based on mixed-
methods approach

Hypotheses and
Research questions

Result from quantitative
research (Survey -
subordinate perspective;
HLM and SEM analysis)

Result from qualitative research
(interviews — leaders’ perspective)

Hypothesis 1: LMX has
a statistically significant
effect on organizational
innovativeness

Supported: LMX explains
34 % of organisational
innovativeness.

Not directly supported: there is no clear
link between the quality of relationship
and innovativeness.

Hypothesis 2: LMX has
a statistically significant
effect on organizational
trust

Supported: LMX -> Trust
path coefficient 0,52**

Partly Supported: Quality of LMX was
associated with enhancing responsibility,
delegating, and with such leadersl’
practices as enhancing organisational
culture, minimising power distance,
empowering employees, still, on the other
hand, the practices of control and
providing clear guidance and concrete
feedback were also present, indicating on
the ambiguous nature of the concept of
trust.

Hypothesis 3:
Organizational trust
mediates the
relationship between
LMX and organisational
innovativeness

Supported: the model with
Trust explains 46% of
organisational

innovativeness (Trust
accounts for 13% of Ol);
partly mediation VAF=49%

Supported: Organisational trust has been
clearly identified by the business leaders
as an important factor contributing to
innovativeness and overall performance.

RQ1: How do leaders of
large size organisations
define the meaning of
innovativeness and that
of organisational trust in
their daily life?

Not addressed

Organisational innovativeness is
considered as an important outcome and
innovative decisions as an asset to the
organisations. Organisational
innovativeness is understood by means of
support for innovation, creation of low
power  distance, encouraging  of
employees to attend courses, share ideas,
coming up with initiative and overall
stimulating knowledge diffusion as an
organisational practice, goes in line with

Wang and Ahmed (2006)
operationalisation of the innovativeness
concept.

Organisational trust was associated with
enhancing responsibility, delegating, and
with such practices as enhancing
organisational culture, minimising power
distance, empowering employees, on the
other hand the practices of control and
providing clear guidance and concrete
feedback were also present, indicating on
the ambiguous nature of the concept of
trust.

RQ2: How do the
leaders of large size

Not addressed

The term “quality of relationship” is not
familiar to business leaders, neither the
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organizations regard the
importance of quality of
their relationships with

their direct subordinates

“relational

dimensions of LMX, such as mutual trust,

professional

willingness to contribute are present in the

leadership” is, but the

respect, loyalty and

in connection to discussions.
organisational trust and

innovativeness?

Hypothesis 4: Supported: Not addressed
Contextual factors Generation; tenure;

moderate the education: older and high

relationship between the

tenure and more educated

LMX, organisational employees perceive Ol
trust and organisational | higher;
innovativeness Gender: for male

employees’ emotional trust
is not important;

Language of
communication: for diades
whose language is not native
for one, trust becomes
essential component for
innovativeness.

Based on the integration of the results of quantitative and qualitative research, as well
as Yukl (2002) taxonomy of leadership behaviour and discussion, the following model of
leadership behaviours for increasing organisational innovativeness is proposed (see table 3.6).

Table 3.6. Leaders behaviours for ensuring organisational innovativeness

Nr. | Leadership behaviour Behavioural category
1. | Co-creating a vision, where innovativeness is core capability of the

organisation
2. | Creating an organisational culture, which nurtures sharing of creative L

ideas and experimentation . V|S|o_n|ng
3. | Embedding innovativeness in organisational identity Innovativeness
4. | Stimulating personal choice in creative decisions and enhancing

responsibility
5. | Demonstrating trust in employee competence
6. | Delegating and trusting
7. | Creating trustful climate, emphasising cognitive and emotional

aspects of trust
8. | Stimulating open communication Creating trust and
9. | Providing a concrete feedback (managers to employees) reliability
10. | Encouraging employees to give feedback to managers
11. | Role-modelling (manager as a role model of creative and innovative

person, and the one whom employees can trust)
12. | Monitoring the quality of leader-member exchange relationship
13. | Recognising the innovative solutions in relationship to organisational

effectiveness and efficiency I
14. | Allowing for mistakes and appreciating the moral choice decisions _Monitoring

> - - - - innovativeness

15. | Controlling of behaviour and applying sanctions against

inappropriate behaviour
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The proposed fifteen leadership behaviours are grouped under three categories: Visioning
innovativeness, Creating trust and reliability, and Monitoring innovativeness. Compared with
Yukl (2002) taxonomy, the proposed model is somewhat reversed. Visioning can be related to
change meta-category, which in Yukl's model is the final one, however, in this model comes
first. After visioning innovativeness, it is important to create trustful climate that include two-
way trust — trusting in employees and reliability of the leader. Finally, innovativeness should
be monitored, since, as stated by interviewed leaders, it should be related to organisational
efficiency and effectiveness.

Analyzing the interview data and linking it with the strategic management literature,
also specifically following the Yukl (2002) taxonomy of managerial behavior, a model of
fifteen managerial behaviors was developed.Together with the analysis and conclusions of the
quantitative part of the study it forms the basis for the recommendation part below.

CONCLUSIONS AND RECOMMENDATIONS

The rationale of this study was dictated by the need of addressing organisational
innovativeness problem and searching for the possibilities for its increase. This doctoral
dissertation has empirically studied the link between the quality of relationship between the
leaders and subordinates as measured by LMX, and employees’ perceptions of innovativeness
of their organisations in Latvian business context. The research has led to the following
conclusions:

1. Organizational innovativeness of Latvian large-size organisations is perceived by
the employees as high (all components evaluated significantly above average).
Latvian organisations are evaluating higher product and process innovativeness,
while behavioural and strategic innovativeness receives less attention.

2. Leaders from large-size organisations in Latvia realise the importance of
innovativeness and it can be assumed that employees’ responses reflected these
views. Insome cases, importance of innovativeness is discussed with the employees
on the level of individual competences and their individual performance (for
example in IT sector and Banking sector).

3. Industry sector, in which organization operates has statistically significant although
low impact on organizational innovativeness (it accounts only for 6% of
organizational innovativeness). Sector named ‘other industries’, which included art,
entertainment, health and social activities, and education, appeared to report the
highest innovativeness, followed by °‘electricity, gas, water supply and waste
management’ and ‘manufacturing and construction’. Service sector has not
demonstrated the impact on organisational innovativeness.

4. Leader-member exchange (LMX) quality is essential for increasing organizational
innovativeness (it accounts for 27% to 31 % of organisational innovativeness of
Latvian large-size organisations), thus it serves as micro-foundation of
organisational innovativeness. The strongest effect of LMX is revealed in the case
of behaviour innovativeness, followed by its effect on process innovativeness, but
the weakest effect was found on product innovativeness. LMX alone has no
significant predicting power on strategic and product innovativeness. This shows
that the leader through relationship quality with the subordinate can directly
influence the behaviour and organisation of the processes, but cannot directly
influence the strategic and product innovativeness.
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10.

11.

12.

13.

The interviews revealed that leaders in large-size organisations in Latvia realise the
importance of innovativeness, they do link it easily to the organizational trust. Trust,
in its turn, is connected to ethics and overall organizational culture. It follows from
the interviews that the leaders realise their role in the formation of trusting culture.
The concepts of “quality of relationship” and “relational leadership” are not familiar to
business leaders, however, the dimensions of LMX, such as mutual trust, professional
respect, and loyalty were mentioned by the leaders as important aspects of work life.
Interviews showed that leaders are more willing to speak about their achievements
and their role in creation of organisational culture, organisational innovativeness,
and trust rather than emphasise the role of the employees in these regards.
Interestingly, loyalty, respect and trust are expected from the employees towards
the organisations, but not from the leaders towards the organisation and employees.
This confirms the arguments of the managerial literature and business ethics that
certain self-focused behaviour takes place in leadership.

The perception by the leaders of their role in creating LMX is not so evident; the
answers did not demonstrate the leaders’ concern of how they are perceived by the
followers and what are the followers’ needs and expectations towards the leader.
The wording Leader’s caring attitude was not mentioned by the leaders interviewed
here. It was emphasised though that in a big-size organisation it is difficult to extend
care and empathy. This serves as an evidence of the actuality of the current research
and addresses the call for LMX theory popularisation in Latvian context.

Since leaders of Latvian organisations do not think about their role in nurturing the
quality of leader-member exchange and the strongest effect of LMX appears to be
exactly on behavioural innovativeness, this might be the reason for low results on
behavioural innovativeness. This proves the necessity of improve the quality of
LMX and consider it as a microfoundation for organisational outcomes.

Trust within the organization is essential for establishing organisational
innovativeness since it mediates the relationship between LMX and innovativeness,
being another micro-foundation of organisational innovativeness. More important
is cognitive component of trust than emotional one since it shows significant impact
on all components of innovativeness, whereas impact of emotional trust is
significant only for behavioural and strategic innovativeness.

Strategic and behavioural organisational innovativeness cannot be increased
without organizational trust; high quality of leader-member exchange alone does
not have suffiecient predicting power.

In Latvian organisations cognitive component of trust is evaluated higher than the
emotional one. Cognitive trust is more important for increasing organizational
innovativeness since it has significant effect on all components of innovativeness,
whereas emotional trust impacts only strategic and behavioural innovativeness.
Context factors (gender, language spoken between the parties, belonginess to
generation, education, status, and tenure of experience within the same
organisation) moderates the relationship between the LMX, organisational trust and
organisational innovativeness, therefore context shapes the meaning of LMX and
trust, and it should be taken into consideration by leaders.

Gender groups do not reveal the difference between the perception of LMX,
organisational trust and innovativeness. However, differences are found in relation
to the importance of trust: for male respondents the path between emotional trust is
not significant, suggesting that emotional trust is not of such high importance as it
is for females (in linking leadership behaviour and innovativeness).
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14.

15.

16.

17.

18.

19.

20.

Status groups did not have significant effect on perception of organisational
innovativeness, however, for the group of lower organisational status trust appears
to be essential necessity for ensuring organisational effectiveness (all paths were
found to be statistically significant). Moreover, cognitive trust was found to have a
stronger impact on innovativeness than that of emotional trust. Middle managers are
less sensitive to trust factor, for them LMX alone has a significant impact on
innovativeness. Therefore, in order to raise innovativeness, the respondents of the
lower status must experience trust, of both, emotional and cognitive character.

The tenure within the same organisation has an impact on the evaluation of LMX.
High quality LMX is significantly more important for high tenure employees and
for those who have just started their career within the organisation.

Age (measured as generation) shows differences for generation “Z” and “Baby
Boomers” — for them trust is not so important for innovativeness than the quality of
LMX is (path between cognitive trust and emotional trust to innovativeness is not
significant). However, for generations “X” and “Y” organisational trust has a
significant impact. Cognitive and emotional trust are therefore important for people
at the age group 25 — 55. Moreover, for generation “X” the path between LMX and
innovativeness is not found to be significant, suggesting that LMX does not have an
impact on innovativeness for them, if trust is not established.

Language spoken between the leader and the member has an impact on
innovativeness. Multi-group analysis showed that cognitive trust has an important
statistical significance in all three groups (a - who reported the same native
language, b - those where both partners speak a foreign languages in their dyads,
and ¢ — those, who reported that one of the parties in dyad speak a native language,
and the other - not). Therefore, a presence of cognitive trust plays its role in
innovativeness. However, for participants who have reported having different native
languages with their direct supervisor, the emotional trust plays a much more
important role in innovativeness compared to those who speak the same native
language.

LMX plays important role for all three language groups in creation of emotional and
cognitive trust. However, LMX as a predictor of innovativeness is particularly
important for the group of participants who reported using the same native language
as their direct supervisors. It suggests that found in the research relationship between
LMX and innovativeness is particularly strong for people who use the same
language platform. This reflects today’s socio-political situation of Latvia: the
quality of relationship is evaluated higher within the dyads of the same native
language and is tighter linked to the overall innovativeness.

If language diversity exists (if language of communication is not a native one for
any partner in the dyad), trust becomes crucial factor for ensuring innovativeness.
High quality LMX without trust will not have a strong predicting power for
innovativeness.

As a result of mixing the data of the research and relating it to the secondary data,
fifteen leadership behaviours were distinguished and grouped in three categories,
thus forming a behavioural guideline model for business leaders, which can be used
to ensure organisational innovativeness.

In line with the proposed fifteen leadership behaviours, which contribute to increasing
organisational innovativeness, the following recommendations for leaders of large-size
organisations were developed. The recommendations are formulated as explanations of leaders'
behaviours and grouped under three behavioural categories.
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Visioning Innovativeness

1)

2)

3)

4)

Co-creating of vision where innovativeness is the core capability of the organisation.
Leaders should consider LMX as a two-way process and involve employees in shaping
and forming the organisational vision. The leader in this interaction process should
encourage employees to foster innovativeness and support the vision of an innovative
organization so that innovativeness become an everyday practice.

Creating of an organisational culture that nurtures sharing of creative ideas and
experimentation. Since in Latvian organisations behavioural innovativeness is rated the
lowest (among all types of organisational innovativeness), it should be particularly
fostered. As LMX has the strongest impact exactly on behavioural innovativeness, it is
in leaders™ power to develop employees’ behavioural innovativeness through creating
the climate for organisational innovativeness to occur, where the idea sharing takes
place and respect for individual differences and talents exist. Innovativeness is
developed in organisations through group work and innovativeness/creativity
workshops; such workshops should take place within the organisations, even if the
direct tasks of the employees seem to be not connected with creativity. Such activities
generally contribute to the enhancement of the level of innovativeness (also because the
employees see that innovativeness is addressed as a value and it constructs an important
part of their organisational culture), and participation in such workshops can be
incorporated in annual evaluations.

An environment, in which employees have the opportunity to grow and make
mistakes (to a reasonable extent, of course), needs to be created. Managers have to
support experimentation and the organizational culture needs to provide cognitive and
emotional support for innovativeness. For example, managers should find time to listen
to creative ideas, connect the financial recourses with participants' competencies and to
follow up the idea so that a new decision can be implemented. Employees should be
encouraged to speak out, not being afraid of condemning comments from colleagues or
a strict power hierarchy, for example.

Embedding innovativeness in organisational identity.
Organisations should position themselves as innovative and organisational values
should include innovativeness. In Latvian organisations, the second weakest type of
innovativeness (among five innovativeness types) is that of strategic innovativeness,
and leader-member exchange as a separate factor has no strong impact on it. Therefore,
managers should address innovativeness on the strategic level. As follows from the
research, leaders can foster strategic innovativeness only if they build trust, especially
emotional one. For example, organisational values, mission, and vision can include
emotionally appealing statements/slogans related to strategic innovativeness.
Organisational meetings, joint activities and the processes of evaluation of employees
and managers must reflect trust values.
Stimulating personal choice in creative decisions and enhancing responsibility.
Stimulation of behavioural innovativeness provides the basis for other types of
innovativeness, and managers have the potential to influence behavioural
innovativeness. In order to stimulate employees' personal choice in favor of innovative
behavior, the organizational context must be taken into account, as different groups of
employees react differently to LMX.

a) Status in the organisational hierarchy - for middle managers high-quality

relationships based on respect and mutual responsibility might be a sufficient
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factor for predicting innovativeness, whereas for lower-level employees
(employees and specialists) it is important that organisational trust is formed. In
respect to those employees, leaders should focus on cognitive arguments to
create trust.

b) The age of the employees - for younger employees (“generation Z””) and older
employees ("Baby Boomers"”), high quality leader-member relationship is a
sufficient factor for evaluating and contributing to organisational
innovativeness, whereas for generations “X” and “Y”” organisational trust factor
is more important. Leaders must be most careful with “generation X employees
because for them LMX does not have an impact on innovativeness, if
organisational trust is not established. Thus, it must be clear for the "generation
X" employees, whome to address when the work problems arise. For them it is
very important to form relationship with their colleagues, who can be reliable to
share work and life-related doubts and who can in turn, appreciate their
competencies and skills. Therefore, the leaders should form the environment,
which permits openness so that employees do not fear to speak about work
problems and they can get mutual appreciation. Joint working groups as well as
leisure activities and organisational events can be recommended in these
regards.

Creating trust and reliability

5)

6)

7)

Demonstrating trust in employee competence.

Leaders should understand that high quality leader-member exchange relationships are
very important (it explains about 30 % of innovativeness). Therefore, leaders should
clearly state that they respect employees’ experience, appreciate their knowledge and
competencies and that they are interested in employees’ opinions. The managers should
demonstrate that they are ready to listen to their subordinates and provide them a
constructive support, as well as empathy and help, strengthening a micro-foundation
level.

Delegating and trusting.

Delegation is a leader's behaviour, which forms leader-member qualitative relationship
and creates both, cognitive and emotional trust in the organisation. By delegating the
tasks and responsibilities, the leaders state that employees can manage the tasks by
themselves, without control. Although high LMX is fundamental for organisational
innovativeness to occur, organisational trust is very important factor (it contributes to
13% of explanation of innovativeness). By delegating of tasks, organisational members
receive a signal that reliable professionals work around them. That’s how
microfoundation level contributes to a collective level factor — innovativeness.
Creating a trustful climate, emphasising the cognitive and emotional aspects of trust.
Leaders should create a trustful organisational climate, which includes both, cognitive
and emotional aspects of trust. While cognitive trust can be created through direct
statements, the creation of an emotional trust is more difficult. Leaders must take into
consideration the factors of the organisational context.

a) Employee gender. An organisation with a high percentage of female employees,
leaders should create emotional trust because this aspect of trust is essential for
female employees with respect to organisational innovativeness. The emotional
component of trust is evaluated lower than the cognitive one in Latvian
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8)

9)

organisations; thus, leaders should think about increasing it. This can be done
for example, through storytelling and by establishing emotionally safe
environment (no verbal threats, no bullying or mobbing), actualising
employees’ individual needs in open conversations, thus leading to win-win
solutions, etc).

b) The language spoken in leader-follower dyads. In case of language diversity,
high quality LMX is not a sufficient predicting factor of innovativeness, without
trust organisational innovativeness will not occur. Leaders should ensure
establishing a cognitive trust for all employees, but for employees who speak
other language than the native one in dyadic relationship with their leader, the
emotional trust is essential, since it plays for them a much more important role
in innovativeness. The situation, when the language spoken in the leader-
member dyad is not a native one for either one or both of the parties, is quite
frequent in Latvian organisations, leaders therefore should be aware of the
importance of creating trustful climate, respecting cultural diversity. Leaders
should be informed about the traditions of the other cultures, usage of humour,
the most important symbols and other cultural differences.

Stimulating of open communication. It is a way how leaders can increase trust, both
cognitive and emotional one. Communication should be open and transparent
throughout the organisation and employees should be able to voice their concerns
regarding the performance. For example, open conversations based on logical
arguments can be recommended, this can result in a higher cognitive trust. Leaders
should have respect to employees’ feelings and reveal emotional intelligence (for
example, empathy), as this increases an emotional trust.

Providing a concrete feedback (managers to employees). Leaders can increase
cognitive trust and the quality of leader — member exchange by providing a good
feedback. It should be based on evidence and focused on employee behaviours, not on
their personality. If the mistake appeared or the work was not done fully, the direct
leader should address the subordinator in a téte-a-téte manner. When the employees
raise concrete rational solutions or problems, it is of utmost importance to give
constructive feedback, react, and, if possible, find the ways of incorporating new ideas
into organizational decisions.

10) Encouraging of employees to give feedback to managers. This will create a trustful

climate in organisations and leaders will be better informed about what is going on. The
possibility to provide a feedback contributes to the employee's willingness to be
engaged, support organisational values and readiness to emotionally support their
leaders, also offering them some constructive steps or pointing to some new
perspectives. This creates a deeper, 'emotional’ quality of the leader-member
relationship, as managers also learn to listen to employees and think about how
employees perceive them, which is one of the crucial aspects for high LMX.

11) Role-modelling. Leaders and managers should act as creative and innovative

personalities while delivering on their promises and practicing the values that enhance
employees’ trust. Employees trust and follow the leaders they see as role-models.
Leaders should understand that they cannot expect certain behaviours of employees if
they do not reveal such behaviours themselves.

12) Monitoring the quality of leader-member exchange relationship.
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As follows from the research, the quality of the LMX impacts the creation of
organisational trust and leads to an increased organisational innovativeness. Monitoring
leader-member exchange quality should be an ongoing process within organisations.
For example, leaders can use the LMX scale to measure the quality of relationships on
an annual basis.

Monitoring innovativeness

13) Recognising of innovative solutions in relation to organisational effectiveness and

efficiency.
Leaders should monitor organisational innovativeness so that it contributes to
organisational effectiveness and efficiency. Since strategic innovativeness is the second
lower evaluated component of organisational innovativeness in Latvian organisations,
there is a place for improvement. Leaders can do that by linking employee innovative
behaviours and solutions to organisation's strategic aims by rewarding behaviours,
which are in line with key performance indicators and realise the strategic goals of the
organisation.

14) Allowing for mistakes and appreciating the moral choice decisions.

Leaders should ensure that employees have a sense of control over their work
environment, as possibility of control own performance indicates on leader’s trust in
one’s behaviour. By recognising moral choice decisions encountered by employees,
leaders ensure that the employees have a sense of control over their work; this
contributes to high LMX and creation of a trustful organisational climate.

15) Controlling of behaviour and sanctions against inappropriate behaviour. Since leader-
member exchange is a two-way process and it affects organisational trust, employees
should also contribute to creation of high LMX. Leaders and managers should therefore
be able to control the performance of their employees, i.e. their accomplishments of
tasks, meeting the deadlines, willingness of sharing the knowledge and expertise to the
organisation.

Other recommendations
In line with the results of the research, recommendation for educating institutions of the current
and future leaders, for example, business schools, are formulated:

16) Business schools should emphasise in the process of education of the future leaders of
the organisations the importance of LMX theory; study courses like organisational
behaviour, strategic management, business ethics, management psychology should
address the theory from different angles.

17) Study courses of innovation management and problem solving and creativity should
observe the concepts of ‘trust' and 'trustful climate' as important precondition of
organisational innovativeness.

18) Educating society in large, the values of mutual respect and trust (they are in the core
of qualitative LMX) should be addressed and illustrated by good examples and practices
of outstanding leadership of various organisations.

Final remarks

In general, it can be said, that the 'modern’ business environment in Latvia is still very
young and companies are still coming to understand new paradigms such as organisational
trust, quality of relationship and overall innovativeness. The research argues that societal
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phenomena such as relational leadership is context-dependent and should be understood as
such. Consequently, the research adopts the idea that it is important to consider the wider
societal context and history to understand leadership in businesses organizations. Awareness
of importance of organisational trust also leads to development of new approach in business,
aimed at sharing and mutual reliance rather than bold competition.

The aim of this research was to investigate relationship between LMX, organisational trust
and organisational innovativeness and to analyse the above relationships using the context
specific factors, such as language, tenure, gender, education and age, and provide practical
advices to business leaders in Latvia. The aim is achieved since the impact of LMX, trust and
contextual factors is identified and practical model including fifteen leadership behaviours
proposed.

This research is subject to several limitations which might be leading to avenues of future
research.

1) Common method bias in survey. The study variables (e.g., LMX, organisational trust and
organisational innovativeness) were obtained from the same source (i.e., employees) at
once, which may have resulted in a common method bias. Unfortunately, this was difficult
to overcome as the research must be anonymous and the purpose of the study was to
determine how one aspect impacts the others. But this limitation was tested in a statistical
method (Hartman one factor test), and it has been revealed that the results were not
sensitive on common method bias and they could be used for the analysis.

2) Answer bias limitation. The answers of the interviews could be biased in connection to
the research interests, i.e. if the researcher is interested in a certain phenomenon, the
interviewee demonstrates willingness to give socially acceptable results in order to leave
good impression of a progressive company or him/herself. The results nevertheless go in
line with the fact that the organisational innovativeness of the big size companies in scope
was recognised on both, local and international arena.

3) Limitation related to the size of the organisations. Only large-size organisations were in
scope of this study. In an ideal situation the sample for generalisability purposes should
have been considering the differences regarding the size of the companies, thus grasping
the picture of the relationship between the phenomena to a greater extend. Currently the
sample for this study was sourced from the employees of large-size organizations, which
may question the external validity of conclusions and generalizability of findings on
Latvian business context. Small and medium-size organisations may have their own
peculiarities regarding mutual trust and LMX, as well as innovativeness. Thus, the use of
various types of samples would be a preferable alternative for future studies. Still due to
the argument that large-size companies often dictate the place and development of the
region; the choice was made to favour them in the current research.

4) Another limitation can be connected to dealing with biased answering of the respondents
who could have given socially accepted answers which lies in the fear of being controlled
by means of surveys, i.e. in case of demonstrating lower values this might be considered
as a sign of low loyalty to the company and therefore, potentially might lead to the job
lost. One of the reasons for so doing is that loyalty from employees is expected in Latvian
organizations, which is understood as a strict requirement not to reveal any information
about the company, business and employee activity in it to any person outside the
company, and employees are often reminded of this highly stressed organizational value,
even when it is not expressly stated in a written agreement. That is why a certain notion
should be taken while collecting the results to ensure security to the respondents so that
they are not afraid to be blamed for un-loyal behaviour by the employer. The data however
may reflect social desirability bias and in order to overcome this confidentiality was
guaranteed to the respondents; the participants answered individually to exclude the
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possibility of group influence on the individual answers and seeing the results of each
other.

5) Limitation is also connected with the methodology of the study: a cross-sectional research
design takes a snapshot answers, not allowing for the conclusions of the past relationship
and on the longitudinal changes.

6) Location limitation — the data was gathered only in Latvia and only in business sector
organisations. This however, was a deliberate choice because organisational
innovativeness is more addressed exactly in the business sector.

Taking into consideration the limitations and in line with the research findings, the
following directions are proposed for the further studies.

Longitudinal research design could be used since it enables meaningful changes in LMX
and organisational trust relations to be captured, it would be a step forward in discussing LMX
and its impact on organisational trust and innovativeness. Next research round then could take
into consideration the dynamics of relationship development.

The current research has prepared grounds for developing a model and the measurement
instruments aimed to answer which aspects of leader behaviour stimulate innovativeness. It
should be addressed further which kinds of organisational innovativeness and how it can get
transmitted, which competences are addressed in the companies and how does it go in line with
the codes of conduct within the organisations, together with the analysis of how it results in
sustainable deeds for the society. The case study approach would be a solution for so doing.

More focus on sustainable innovations should be taken in the further studies, the current
research can serve as a basis for so doing.

Geography of the research could be extended and include business organisations from
other countries thus allowing cross-country comparisons and analysis of other experience in
regards to LMX, trust and innovativeness.
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