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Glossary of Key Terms

Term Definition Reference
Digitisation The technical process of converting analogue infor- (Saarikko et
mation or signals into a digital format. Within the over- | al., 2020)
all concept of digital transformation, digitisation is con-
sidered a component of digitalisation.
Digitalisation A process in which digital products and systems are (Verhoef et
used to create new organisational practices, business al., 2021)
models, or services. Digitalisation is often seen as a
phase in which processes are changed by adding tech-
nology as part of the broader digital transformation.
Digital Transfor- | The application and integration of new, innovative tech- | (Kraus et al.,
mation nologies with a transformed collaboration and impact on | 2022).
society, ecosystems, industries, public government,
businesses, people's lives, and customer experiences.
Digital Services Create added value by collecting data from service pro- | (Lipusch et
cesses and offering it via a digital channel. al., 2019)
Digital Compe- The combination of knowledge, skills, and attitudes nec- | (Ifenthaler et
tence essary for lifelong learning, personal development, ac- al., 2021)
tive participation in social life, and employment. It in-
cludes cognitive, motivational, and emotional compo-
nents.
Dynamic Capabil- | The capability of a company to integrate, build, and re- | (Teece et al.,
ities configure internal and external competencies to respond | 1997)
to rapidly changing environments.
Empowering Enabling measures to improve employees ability, moti- | (Appelbaum,
vation and opportunities to actively participate. 2000)
Workforce The collective of employees represents the current (Alrasheedi
workforce (which is being reconfigured with develop- et al., 2022)
ment perspectives such as self-learning, reskilling/up-
skilling, education and/or training)
Human Resource | Management processes for the planning, organising, (Akter et al.,
Management leading, controlling and development the workforce 2024)
Human Capital Human capital can be defined as the totality of (Ellstrom et
knowledge, skills, abilities, experience, wisdom, creativ- | al., 2022;
Warner &

Wiger, 2019)




ity, and commitment embodied and utilised in individu-
als (especially employees) as intangible, economical
factor to build organisational competitive advantages.

Learning

A multi-layered process that takes place at both the indi-
vidual and organisational levels and aims to adapt and
improve behaviour, knowledge, understanding, skills,
and perspectives.

(Lachman,
1997; Wash-
burne, 1936)

Workplace Learn-
ing

A complex and integral process that promotes individual
and organisational development and adaptation to con-
stantly changing work environments, encompasses both
formal and informal forms of learning, and aims to con-
tinuously acquire and apply knowledge, skills, and atti-
tudes.

(Matthews,
1999)

Sustained Learn-
ing

An attitude of individuals that combines new patterns of
behaviour with a continuous willingness to question
routines or habits and learn new things. Sustained learn-
ing includes the motivation to explore new things, to
recognise and solve problems, as well as the willingness
to autonomously acquire relevant knowledge and com-
petences. This individual attitude and behavioural pat-
tern enable organisations to continuously develop or re-
configure resources in the digital transformation.

(Starke &
Ludviga,
2024)

Engagement

The definition of work engagement varies in the litera-
ture. In this dissertation, it is defined based on its core
elements as a positive, fulfilling, work-related state of
mind that integrates vigour (high levels of energy), dedi-
cation (strong involvement), and absorption (full con-
centration). While often measured through the Utrecht
Work Engagement Scale (UWES), broader conceptuali-
sations emphasise engagement as the physical, cogni-
tive, and emotional investment of the self in work roles,
encompassing dispositional, situational, and behavioural
dimensions.

(Gagne,
2014)

Motivation

Motivation is a fundamental psychological process that
elicits, directs, and sustains behaviour, serving as a self-
regulatory mechanism for interaction with the environ-
ment. In the work context, motivation is defined as the
degree to which individuals choose to engage in specific
behaviours, driven by internal and external forces that
shape the form, direction, intensity, and persistence of
work-related effort.

(Maslow,
1943; Her-
zberg, 2017,
Gagné, 2014)




Self-Determined | An intrinsically motivated and autonomously controlled | (Deci &
Motivation learning process based on the fulfilment of fundamental | Ryan, 1985)
psychological needs, leading to profound, flexible, and
sustainable competence development
Ability-Motiva- The basic capabilities (ability, motivation, opportuni- (Appelbaum,
tion-Opportunity | ties) required for employee participation and perfor- 2000)

mance




1 INTRODUCTION

Topicality of the Research

Since industrialisation started at the end of the 18" century, several developments were observed,
known as “industrial revolutions” (Bartodziej, 2017). The actual paradigm shift towards the ongo-
ing Industry 4.0, characterised by digital transformation (DT) (Raja Santhi & Muthuswamy, 2023),
changes the nature and context of work by introducing new technologies (Bocken & Konietzko,
2022). In the first step, simple work processes were automated. However, the combination of big
data and new technologies now also enables the automation of complex tasks. This is causing a
profound change, with new jobs and skill sets being added while others are eliminated (Howcroft
& Taylor, 2014) or substantially changed, such as managerial tasks (Roman et al., 2019).

Organisations can conduct DT in cases where strategic aspects generate value, establish digital
infrastructures, and set new standards (Scott & Orlikowski, 2022). Digital innovation is related to
Industry 4.0; multinational enterprises and small-and medium-sized enterprises in the manufactur-
ing sector become more agile and adaptive to boost innovation (Del Giudice et al., 2021). This
transformation in manufacturing companies with a completely changed environment is well re-
searched (Kolagar et al., 2022; Ohlert et al., 2022). However, it is not merely manufacturers but
all organisations that must align digital innovation and digital capabilities to benefit (Shakina et
al., 2021), as innovation increases productivity and/or reduces costs (Sdenz-Royo & Lozano-Rojo,
2023). In addition, the COVID-19 pandemic forced many companies to use digital communication
and new technologies, clearly demonstrating the need to build technical and digital competencies
(Forliano et al., 2023; Roman et al., 2019).

Fostering and enabling employees to be creative and innovative to prepare the organisation for
Industry 4.0 is a managerial challenge (Nylén & Holmstrom, 2015). Therefore, employees require
new skills (Van Laar et al., 2020). As countries worldwide develop digital maturity, the World
Bank Group has conducted a study to identify enablers for successful DT strategies. Based on a
review of the existing data, they have identified that interventions have often focused on invest-
ments in technology, e.g., digital infrastructure. They assume that successful transformation is
driven by skills, leadership, and culture, and recommend investments in “soft” or “people” infra-
structure (Melhem, 2021).

Digital technologies such as artificial intelligence, big data, blockchain, and cloud computing are
emerging and becoming more prevalent over time. Digital competencies for the new work envi-
ronment need to be developed, which enables an adaptation of further digital innovations (Shakina
et al., 2021). Therefore, companies must develop new, digitally minded cultures where employees
are open to new ideas and adopt new technologies (Beka Be Nguema et al., 2022). However, the
role of employee participation, individual demands, and potential changes needed to achieve tech-
nological innovation requires further research (Vereycken et al., 2021; Fernandez-Vidal et al.,
2022).

The healthcare sector specifically faces challenges in implementing DT due to its complex struc-
ture, which involves various actors with different levels of human and technical resources and
skills. Strict regulation and an increasing need for mandatory digital services contrast with the
limits of technical innovation caused by security and data protection concerns. This results in high
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complexity and difficulties in developing compatible technical infrastructure and ensuring interop-
erability. Since Industry 5.0 is at its advent, offering even more promising opportunities to optimise
processes and create added value for all stakeholders through customised solutions with artificial
intelligence, it has become more important to dig deeper into this topic to understand how to over-
come adoption barriers (Ghobakhloo et al., 2024).

Recent research tends to overlook possible obstacles, particularly the attitudes of healthcare actors
towards DT, and fails to consider stakeholders and their concerns (Iyanna et al., 2022). Despite
abundant literature on DT, there remains a gap in quantitative research on the significance and
emerging mechanisms of building relevant new competencies and learning within healthcare or-
ganisations (Ullrich et al., 2023; Takahashi, 2017).

The ongoing scientific debate centres on whether the rapid technological development and contin-
uous change should be seen as an opportunity or a challenge. There is a chance to overcome sec-
toral barriers towards a patient-centric approach, facilitated by interoperability of digital infra-
structures and data exchange (Kraus et al., 2021). This process efficiency leads to cost containment
across the entire treatment chain, where technology is the primary determinant (Howcroft & Tay-
lor, 2014), and thus, there is external pressure from regulators. However, these potential benefits
of increased digital processes and opportunities to build competitive advantages are seen as inse-
cure from the opposing perspective, where the potential barriers like investments in infrastructure,
lack of digital literacy, the need for educational programmes, and concerns about data security and
ethics are givens (Laurenza et al., 2018). The growing complexity causes uncertainty; established
habits and knowledge must be changed (Chirumalla, 2021). These hindering aspects impact indi-
vidual motivation to participate and adopt innovation (Thiel et al., 2022). The present research,
therefore, focuses on how existing external pressure to introduce digital services can be imple-
mented not only to the minimum extent necessary, but also how those healthcare stakeholders can
be motivated to go beyond this and drive genuine change. The study, therefore, includes various
care providers and payers as stakeholders in healthcare who provide digital services. Patients as
solely consumers of services are omitted.

DT is a disruptive trigger that challenges existing approaches to learning in organisations. While
organisational learning contributes to adaptation, it is insufficient to meet the speed, complexity,
and individual competence demands of digitally transformed workplaces (Haffar et al., 2023). Its
routines often remain bound to established structures, constrained by cultural constraints (Ivaldi et
al., 2022). What is required instead are conditions that foster capabilities for continuous adaptation
and renewal at the individual level (Frisinger & Papachristou, 2024). This constant, systemic pro-
cess needs to build interconnected frameworks for learning, innovation, and adaptation (Ellstrom
et al., 2022). It is not a one-time event but an ongoing journey where each change is a basis for
further improvements. The fast pace of digital environments forces companies to rethink tradi-
tional strategies and reshape their dynamic capabilities, moving beyond mere technical knowledge
and organisational learning toward deeper competencies aligned with new learning concepts
(Chirumalla, 2021).

A deeper understanding and investigation of the mechanisms that enable employees to perform in
new work environments is needed. Digital competencies are a fundamental concept at the individ-
ual level, allowing organisations to drive and accelerate DT and lifelong learning. However, there
is a lack of quantitative research on the effect of digital competencies in the DT of healthcare



organisations. Legislators are already focusing on the essential digital competencies; deeper in-
sights are necessary to establish the relevant framework conditions or provide targeted support.
External pressure seems not sufficient; organisations need to build dynamic capabilities in the
change process. Since learning is a pertinent capability of individuals and organisations in a rapidly
changing environment (Fiol & Lyles, 1985), this research applies the dynamic capability approach
to understand and explain learning in the DT, focusing on the role of individuals in sustained
learning.

The skills, abilities, knowledge, and other characteristics of the workforce play an essential role in
this regard. The combination of these characteristics in different units is referred to as human cap-
ital resources. Human capital, comprising knowledge, skills, and adaptive potential, forms the
foundation on which microfoundations emerge, enabling organisations to reshape their dynamic
capabilities in response to external pressures (Duran et al., 2023). Therefore, the research con-
ducted for the doctoral thesis introduces sustained learning (SL) as a new microfoundation, build-
ing on human capital to transform external demands into opportunities for innovation and renewal
in healthcare organisations (Wagner & Kurpjuweit, 2024). These capabilities are developed
through learning processes that take place at the individual level, enabling healthcare organisations
to adapt to a dynamic environment and to create concepts that transform external pressure into
opportunities. The dynamic capabilities (DC) approach (Teece et al., 1997) is applied to under-
stand and explain the role of learning and enhancement concepts in reconfiguring the current work-
force, aligning competencies with transformed workplaces, and creating conditions that foster ac-
tive participation and informed, autonomous choices to adopt innovation.

This dissertation addresses the problem of the slow pace of digital transformation in healthcare,
necessitating the systematic expansion of digital service offerings. The current gap in research is
identified as a lack of mechanisms and levers to support the structured development of digital
service offerings. The intensive review of recent literature identifies the different theoretical per-
spectives discussed in the context of enabling change in digital transformation. Chapter 1 of this
dissertation lays the theoretical and conceptual foundation. It situates DT in healthcare within a
systemic context, addressing the broader challenges of efficiency, affordability, and sustainability.
Central theoretical perspectives are elaborated with the lens of their suitabilty to explain the central
question under research, of how human capital can adapt in digitally transformed environments to
translate individual-level capabilities of the current workforce into enhanced organisational per-
formance in terms of digital service offerings.

According to this foundation, theoretically derived mechanisms serve as a starting point for provid-
ing leverage to accelerate digital service offerings by enhancing human capital. Building on these
insights, the author presents the integrated framework and conceptual model that guide the empir-
ical investigations of this study. Chapter 2 presents the empirical iterative steps to develop of a
solution to the stated problem. First, sustained learning (SL) is conceptualised as a microfounda-
tion of dynamic capabilities and the new construct is developed in a mixed methods approach. The
qualitative investigation sharpens the theoretically proposed mechanisms and amplifiers of the
pathways to build and translate individual capabilities into organisational outcomes. The final
quantitative subchapter tests the supposed relationships and key boundary conditions, shaping the
effectiveness of digital service provision. Chapter 1 builds the theoretical fundament to develop
and test mechanism in Chapter 2 which results and concludes into the provided leverages as solu-
tions.
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The main aim of this research is to investigate mechanisms and prerequisites on an individual level
to form human capital with the willingness and ability to participate in digitally transformed
healthcare organisations.

The objectives are:

1. to clarify the context and identify knowledge gaps through qualitative literature and critical
discussion,

2. to explore relevant factors in the specific context of the healthcare sector beyond standard pro-
cesses,

3. to provide a suitable concept for establishing a continuous, proactive process of competence
development and reconfiguration, enabling individuals and organisations to adapt effectively
to ongoing digital transformation,

4. to operationalise the idea by providing valid measures,

5. to explain significant mechanisms to translate individual and organisational level factors into
organisational capabilities,

6. to give recommendations for healthcare managers, policymakers, and top executives on how
digital services in healthcare can be improved.

Research Object, Subject, and Research Question

The object of the research is the digital service extension of organisations operating in the
healthcare sector in Germany.

The subject of the research is the impact of learning and empowering measures on the individual
level and structured learning conditions on the organisational level. The object and subject align
with the main research question:

How can individuals as human capital be engaged to ensure digital service offerings?

This research question decomposes into three progressively specific sub-questions, following a
logical hierarchy. This decomposition allows for separating antecedents from consequences and
allows for isolating the mechanisms and effects. The first question addresses individual-level en-
ablers, providing the foundation for the second question, examining organisational preparation
mechanisms. The third question investigates mediating processes translating individual capabili-
ties into organisational outcomes, synthesising insights from the first two questions:

* Research Question 1 (RQI): How does the implementation of sustained learning affect the
individual’s ability and willingness to acquire relevant capabilities in a changing digital work-
place environment with new tasks?

* Research Question 2 (RQ2): How does the enabling and empowering of human capital affect
digital service offerings in healthcare?

* Research Question 3 (RQ3): What are the mechanisms to enable continuous, self-directed
learning to accelerate digital service offerings in healthcare?

Research hypothesis

This dissertation focuses on determining relevant factors and mechanisms to accelerate the DT in
healthcare. Digital services are chosen as an appropriate outcome, as they improve efficiency, re-
duce costs, and contribute to patient-centred care. All who are involved must adopt, use, and offer
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those innovative services. The interplay between individual prerequisites and organisational con-
ditions is tested in a pilot study based on the literature review, deepened with qualitative investi-
gation, and the refined model is finally quantitatively tested.

In doing so, the theoretical framework of this dissertation is grounded in the DC framework (Teece
et al., 1997). Through this lens, competence and learning were identified in this study as relevant
variables. This study provides the definition and measures for the newly developed construct SL.
SL is introduced as a microfoundation on the individual level for organisational capabilities in the
change process, with the need for continuous development of the workforce resources. The fol-
lowing research hypotheses, formulated to address the research questions described above, are
categorised into two main areas: the initial assessment of key factors; the interplay among learning,
motivation, and innovation adoption; and the final mechanisms in the DT process.

First set of Hypotheses (H1): An individual’s sustained learning behaviour positively affects em-
ployee enhancement (ability-motivation-opportunity).

Hypothesis la (Hla): An individual's sustained learning behaviour positively affects the
enabling set of skills and knowledge (ability).

Hypothesis 1b (H1b): An individual's sustained learning behaviour positively affects the
willingness to engage in specific actions (motivation).

Hypothesis Ic (Hlc): An individual’s sustained learning behaviour positively affects the
appropriate resources as enabling circumstances (opportunity to participate).

Second set of Hypotheses (H2): An individuals sustained learning mindset positively affects em-
ployee enhancement (ability-motivation-opportunity).

Hypothesis 2a (H2a): An individual’s sustained learning mindset positively affects the fa-
cilitating skills and knowledge (ability).

Hypothesis 2b (H2b): An individual’s sustained learning mindset positively affects the
willingness to engage in specific actions (motivation).

Hypothesis 2c (H2c): An individual’s sustained learning mindset positively affects the ap-
propriate resources as enabling circumstances (opportunity to participate).

Third set of Hypotheses (H3): Enhancing the workforce’s independent, long-term ability and will-
ingness, including the necessary resources and opportunities for participation at an individual
level, positively affects digital service offerings as a desired organisational outcome.

Hypothesis 3a (H3a): Enhancing the workforce’s independent, long-term ability positively
affects digital service offerings as a desired organisational outcome.

Hypothesis 3b (H3b): Enhancing the workforce’s willingness positively affects digital ser-
vice offerings as a desired organisational outcome.

Hypothesis 3¢ (H3c): Enhancing the workforce’s opportunities for participation positively
affects digital service offerings as a desired organisational outcome.
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Hypothesis 4 (H4): Structured workplace learning positively mediates the effect of enhancing the
workforce’s independent, long-term ability and willingness, including the necessary resources and
opportunities for participation at an individual level, on digital service offerings.

The hypothesis systematically operationalises the research object, subject and research questions
described in the previous section within a DC lens, tracing pathways from individual sustained
learning through ability-motivation-opportunities enhancement (research subject, RQ1) to organ-
isational digital service offerings (research object, RQ2), mediated by workplace learning (RQ3).

Research Design and Methodology

The dissertation applies a sequential mixed-methods research design that follows an abductive and
iterative logic, integrating both inductive exploration and deductive testing (Sekaran, 2016). This
approach was chosen because the research questions posed cannot be answered using qualitative
or quantitative methods alone. The construct of SL is a newly developed contribution of the author
in the context of DT of healthcare and requires both conceptual grounding and empirical valida-
tion.

The process commenced with an extensive literature review, from which an initial conceptual
model was deductively derived. Based on this, the methodological process unfolded in four suc-
cessive phases:

1. Pilot study (quantitative): The preliminary conceptual model was derived from the literature
and tested in a pilot survey to validate key relationships between learning, motivation, and
innovation adoption.

2. Conceptualisation of the new construct SL (mixed methods): A definition of the construct was
provided, and items for measuring were developed in qualitative research based on existing
literature and expert interviews. The construct and measures are validated in quantitative test-
ing.

3. Exploratory study (qualitative): The qualitative part of the study is used to refine the hypothe-
ses and inform the final quantitative methods for hypothesis testing. Semi-structured inter-
views and focus group discussions with diverse healthcare actors in Germany were conducted.
These generated deeper insights into mechanisms of learning, motivation, and supportive con-
ditions that extended beyond the existing theoretical framework and inductively informed the
refinement of the model.

4. Main study (quantitative): The revised model was subjected to deductive quantitative testing,
allowing for hypothesis validation and generalisation of findings.

Across these cyclical phases, the study combines qualitative richness to explain mechanisms and
context with quantitative robustness by testing the relationships and causality. The methodological
triangulation increases validity and ensures that both theoretical novelty and empirical rigour are
achieved (Johnson et al., 2007).

Data were collected between 2022 and 2025. For the pilot study, a survey was distributed via social
media channels and the platform Prolific, where 152 participants responded. To develop the con-
struct of SL, nine experts were interviewed and rated the items. For validation of the construct,
two surveys were placed in Prolific, where 201 and 205 people participated. The qualitative study
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included interviews with 37 healthcare practitioners and managers with diverse roles and organi-
sational backgrounds. The final quantitative survey reached a broader sample of healthcare pro-
fessionals across Germany, with 993 respondents. The qualitative data material was analysed
through structured content analysis to identify emergent themes and refine theoretical assumptions.
Both quantitative datasets were tested for validity and reliability, followed by statistical hypothesis
testing using regression and structural equation modelling.

Research Limitations
This research has several limitations.

1. Due to the research scope focusing on administrative digital offerings and self-services, which
is mandated by legislation and limited to healthcare organisations in Germany, there are pos-
sible improvements for a future research agenda. The leading healthcare system in Germany
and a comparably low digital maturity status promise transferability to various other settings.
The structural challenges (ageing workforce, regulatory complexity) are shared internationally.
Additional research in other countries with similar settings will add extended knowledge. A
broader consideration of different fields, like public administration, may vary the results.

2. Another limitation exists due to the individual level of investigation. The investigated individ-
ual perceptions and self-assessments might be biased or narrowed due to sample selection,
since individual motivation, with their willingness and mindset, is the focus of this work. Since
the cross-sectional, self-reported design limits causal inference, additional longitudinal studies
with temporal separation of measures or additional supervisor ratings would strengthen the
empirical causal chain.

3. This work is also limited to behavioural intentions with their attitude to grow and learn. Future
studies, including those that examine culture and values, could improve knowledge of these
factors in learning.

Theoretical Basis

The theoretical foundation of this work is based on various concepts and theories that are exten-
sively discussed in the literature, providing a solid basis for analysing DT in healthcare. Central to
this thesis is the dynamic capabilities approach (Teece et al., 1997), which views organisations as
adjustable systems. It recognises that adaptability to digital change should be understood not only
in technological terms, but also through the development of human resources and knowledge man-
agement (Li et al., 2025). The dissertation expands this perspective by introducing SL as a new
micro-based capability that links individual learning, motivation, and organisational learning pro-
cesses.

Learning is conceptualised in this dissertation as a key factor. Individual willingness to learn and
self-directed competence development are considered in conjunction with organisationally an-
chored learning structures. The Diffusion of Innovation (DOI) Theory (Rogers, 1962) explains
how innovation is adopted over time and by different actors. According to this theory, this study
postulates that the acceptance and use of digital services mainly rely on individual attitudes and
organisational context conditions. Another theoretical foundation that shaped the theoretical fram-
ing is the motivation of employees as a crucial factor in determining whether digital services are
hindered or promoted. Self-Determination Theory (Deci & Ryan, 1985) describes motivation as
essential for acquiring new skills. Complementing this is the idea of digital competence, which
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involves not only operating digital technologies but also actively integrating them into work and
innovation processes. Complementarily, the ability-motivation-opportunity (AMO) framework
developed by Appelbaum (2000), forms the basis for investigating individual prerequisites. It pos-
its that ability, motivation, and structural opportunities must interact to promote performance in
DT.

In conclusion, the theoretical foundation indicates that DT in healthcare necessitates a combination
of individual factors (willingness to learn, motivation, skills) and organisational conditions (struc-
tures, learning opportunities, culture). By integrating these theoretical approaches, a model is cre-
ated that explains both individual and collective mechanisms and serves as the foundation for the
conceptual framework presented in this dissertation.

Theses Presented for Defence
All presented theses were developed originally for this study.

1. SL, defined as an attitude of individuals that combines new patterns of behaviour with a con-
tinuous willingness to question routines or habits and learn new things. SL includes the moti-
vation to explore new things, to recognise and solve problems, as well as the willingness to
acquire relevant knowledge and competencies autonomously. This individual attitude and be-
havioural pattern enable organisations to develop or reconfigure resources for DT continu-
ously. The construct, with its two subdimensions, mindset and behaviour, constitutes a new
individual-level microfoundation of dynamic capabilities in healthcare organisations. It cap-
tures the cognitive and behavioural patterns to enable capabilities for providing digital services.
With a dual-level focus on current individual human capital reconfiguration and the conceptual
long-term adaptability of organisations, the novel construct proves the positive impacts on the
workforce’s independent, long-term ability and willingness, which collectively enable organi-
sational adaptability and continuous digital service improvement and innovation in healthcare.

2. A SL behaviour has a positive impact on employee enhancement through the AMO mecha-
nism. The active engagement and willingness to participate in innovation-related activities in-
crease both the ability to acquire new competencies and the motivation to apply them.

3. A SL mindset enhances motivational and opportunity dimensions of AMO, enabling proactive
engagement. The open mindset allows enhancement measures to build competencies for in-
formed use and to motivate adoption of digital services and innovation.

4. The effect of individual learning behaviour and mindset on organisational-level outcomes oc-
curs primarily through enhanced AMO factors, which collectively translate human capital de-
velopment into digital service innovation. Structural factors, such as motivation, learning op-
portunities, and organisational conditions, outweigh the influence of individual abilities in the
current transformation phase in the healthcare sector.

5. Workplace learning (WLEAR) strengthens the translation of SL into organisational outcomes.
Organisational WLEAR amplifies the positive effect of the individual-level factors on digital
service offerings (DSO), establishing WLEAR as a critical mechanism for sustained innova-
tion capability.

Scientific novelty

The doctoral thesis provides the following theoretical, practical, and methodological novelties:
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1. A conceptual model is developed based on the literature review and refined with intensive
qualitative research. This model theoretically grounds learning as a central mechanism of or-
ganisational renewal.

2. The construct SL is defined, and measures are developed.

3. The dissertation provides empirical evidence about the mechanisms of SL on the individual
level and structured learning concepts on the organisational level for accelerating digital ser-
vices.

4. Motivational theories and concepts, particularly Self-Determination Theory and the AMO
framework, are investigated and tested in the context of empowering employees to build
knowledge and competencies for new, digital tasks autonomously.

5. Individual and contextual factors are identified, which are sufficient to adjust organisational
capabilities to turn external pressure into opportunities in new, digital work.

6. The theoretical discussion on the microfoundations of dynamic capabilities is extended by in-
troducing and conceptually anchoring the concept of SL.

7. By linking individual capabilities, motivation, and organisational learning opportunities (AMO
framework and workplace learning) with collective innovation processes, it demonstrates how
human behaviour and motivation interact with organisational structures and capabilities.

8. The theoretical foundations of organisational renewal in healthcare are clarified, and a new
framework for integrating individual and organisational learning processes is presented.

Practical Significance of the Research

This dissertation contributes to enabling healthcare organisations to lead DT successfully. The
results are directly relevant for healthcare organisations shaping DT processes. They illustrate that
sustainable success cannot be achieved through technological investments alone or through indi-
vidual motivation alone, but rather through the systematic combination of both dimensions.

In practical terms, this means establishing learning that promotes digital competencies, enables
autonomy, and supports motivation in the long term. Decision-makers are thus provided with evi-
dence-based guidance on how targeted structures can strengthen the innovation capabilities and
digital service implementation of healthcare organisations.

For legislators, the study offers insights into how motivation and learning processes can be acti-
vated through integrative framework conditions, incentive systems, and supportive structures.

Presentation of Main Results in International Scientific Conferences

The results of the scientific research of this dissertation have been presented by the author in the
following scientific conferences:

1. Starke, S. (2024). “Learn to be Resilient: The Effect of Digital Competencies”, Annual Scien-
tific Baltic Business Management Conference ASBBMC 2024.

2. Starke, S. & Ludviga, 1. (2024). “New Dynamics for Digital Transformation in Healthcare - A
Systematic Literature Review”, European Academy of Management Conference 2024.

3. Starke, S. & Ludviga, 1. (2024). “Entrepreneurs Empower Digital Transformation in
Healthcare — New Competences for Learning”, RENT Anthology 2024.

4. Starke, S. (2024). “Digital skills and learning in transition: Use case Al in knowledge manage-
ment”, Al Navigator Conference 2024.
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5.

6.

7.

Starke, S. (2025). “Work Redefined: Pathways to Competency in the Digital Age”, Annual
Scientific Baltic Business Management Conference ASBBMC 2025.

Starke, S. & Ludviga, 1. (2025). “Healing Digital Competency Gaps: Sustained Learning in
Healthcare’s Digital Transformation”, European Academy of Management Conference 2025.
Starke, S. & Ludviga, 1. (2025). “Learn how Digital Transformation Could Diffuse into Or-
ganisations: Impact of Motivation and Innovation on Digital Competences and Learning”,
IARIA Digital 2025.

Starke, S. & Ludviga, 1. (2025). ,,Sustained Learning as a Dynamic Capability in Healthcare
Digital Transformation”. Academy of Management Annual Meeting 2025.

Publications
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Starke, S. & Ludviga, 1. (2024). Caring about individual motivation to adopt and learn? A
systematic literature review of digital transformation in healthcare. Journal of Business Man-
agement, 22, 55-78. (ERIH PLUS)
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Starke, S. & Ludviga, 1. (2025). “Sustained Learning as a Dynamic Capability for Digital
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2 SUMMARY OF THE MAIN RESULTS

2.1 Main Findings Chapter 1 (Theoretical Foundation)

Consists of 35 pages comprising 14 figures and 5 tables

The first chapter establishes the research context and lays the theoretical foundation for the disser-
tation. It situates digital transformation (DT) in healthcare within a systemic context of broader
challenges related to efficiency, affordability, and sustainability. The chapter outlines the mixed-
methods design.

The starting point is the broader context of Industry 4.0 and the ongoing shift towards digitalised
and data-intensive work environments that fundamentally transform tasks, competencies, and or-
ganisational structures (Scott & Orlikowski, 2022). This leads to the creation of new roles and
affects professional work (Kubicek et al., 2022). At the macro level, digital transformation has
already been intensively studied in manufacturing and other industries, but research still underex-
plores how human capital and learning processes shape digital transformation in healthcare organ-
isations (Augier & Teece, 2009, Ivory et al., 2020). The chapter stresses that digital transformation
strategies cannot rely solely on investments in technical infrastructure, because sustainable change
requires investments in the soft infrastructure, such as skills, leadership, and culture, as core ena-
blers (Melhem, 2021).

Within this broader context, the healthcare sector stands out as both particularly critical and chal-
lenging. Healthcare systems are indispensable for every nation worldwide, regarding Sustainable
Development Goal 3, “Ensure healthy lives and promote well-being for all at all ages” (Hone,
Macinko, & Millett, 2018), but also due to significantly increased global health expenditure, reach-
ing nearly 10% of global GDP (World Health Organization, 2022). Demographic ageing and the
rising prevalence of chronic diseases further increase demand for services, while limited resources
and cost pressures require more efficient and patient-centred care (United Nations, 2019, IQVIA
Institute for Human Data Science, 2021). Digital transformation in healthcare is widely promoted
as a key lever to improve efficiency, quality, and accessibility through virtual care, interoperable
data exchange, and intelligent technologies. However, the chapter highlights that healthcare or-
ganisations face additional layers of complexity, facing strict regulation, data protection require-
ments, heterogeneous actors with varying technical resources and competencies, and fragmented
sectors with different financing and governance structures. These conditions complicate the devel-
opment of compatible digital infrastructure and interoperability, thereby slowing adoption despite
strong external pressure from regulators and policy makers. At the same time, patients increasingly
expect digital access to their health information, such as online viewing of records and test results,
which reinforces the need for organisations to develop digital services.

The introduction emphasises that digital transformation is not just a technical project but a pro-
found organisational and cultural change. It changes how work is organised, how decisions are
made, and how learning takes place, raising fundamental questions about the skills and mindsets
needed at all levels of the system. Research and policy initiatives already acknowledge the im-
portance of digital competencies, creativity, problem-solving, and autonomous learning as core
requirements for future work. The Stifterverband for German research, for example (Suessenbach
et al., 2021), developed a concept for future skills, classified in technological, digital, classic, and
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transformative competencies. Recent studies often underappreciate the roles of employee partici-
pation and individual demands (Hartmann et al., 2023), leaving unclear how digital transformation
can be designed to actively engage those who must adopt and work with new services. Key policies
driving digital services in healthcare in Germany include the electronic health record, mandating
interoperable patient records accessible across providers since 2025, and the telematic infrastruc-
ture, the nationwide secure data exchange connecting patients, pharmacies, hospitals, physicians,
and health insurance (Ernst & Young, 2020). These policies and regulations offer opportunities to
integrate patient self-management, process automation, and cross-sectoral collaboration. A suc-
cessful implementation depends on workforce readiness to operationalise these systems within
fragmented organisational structures, underscoring the need for mechanisms to bridge policy man-
dates with dynamic capabilities.

Dynamic capabilities theory sees organisations as systems that must integrate, develop, and recon-
figure internal and external competencies in response to swiftly changing environments. The chap-
ter adopts the dynamic capabilities framework and extends it by emphasising human capital and
learning as the microfoundations of organisational adaptability in the digital transformation of
healthcare. Specifically, it argues that learning itself can be regarded as a dynamic capability, and
that new individual-level constructs are necessary to understand how employees continually up-
date skills, challenge routines, and engage with innovation. For developing the theoretical basis, a
literature review in the databases Scopus and Web of Science of journal articles and book chapters
published between 2019 and 2023 was conducted, displayed in (Figure 2.1).

Steps Search 1 Documents Steps Search 2

( ) 4 )

Keyword search “digital transformation” and
“organi*ational learning”
Databases Scopus (352) and WoS (239)

Documents

Keyword search “innovation adoption” and “dynamic
capabilities”
Databases Scopus (205) and WoS (450)

(Fillcr document types “articles” and “book chapters”,
subject areas “business, economics, management &
accounting”, “education & educational research” and

Filter document types “articles” and “book chapters”,
subject areas “business, economics, management &
accounting”, “education & educational research” and

“social sciences” and years 2019-2023
\Databascs Scopus (143) and WoS (80) )

“social sciences” and years 2019-2023
\Databases Scopus (78) and WoS (161)

~ ) | /” ‘\\ (

All open access [ \ All open access [ 89 \
Databases Scopus (66) and WoS (37) \ / Databases Scopus (31) and WoS (58)

- J \\ / - J

-

N
4

Figure 2.1: SLR search steps
Source: Developed by the author.

After eliminating duplicates, adding additional literature in a snowball sampling and recent litera-
ture in an additional search in the database ScienceDirect in August 2025, 210 documents were
the basis for the definition of the following theoretical concepts and the theoretical framework.
The analysed articles were structured and categorised to display the applied method and level of
research (Table 2.1).
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Table 2.1: Results of the Literature Review

Basic Theory  Method Level
Dynamic Ca- Qualitative (30) Business (19), Organisational (10), B & O (1)
pabilities (54)  Quantitative (23) Business (12), Organisational (11)
Mixed methods (1) Individual & Organisational (1)
Organisational  Qualitative (32) Business (3), Organ. (16), Individual (8), O & 1 (5)
Culture and Quantitative (11) Organisational (6), Individual (3), O & I (2)
Learning (44)  Mixed methods (1) Individual (1)
Innovation Qualitative (30) Business (13), Org. (11), B & O (2), Ind. (2), 0. & 1 (2)
(42) Quantitative (10) Business (4), Organisational (4), B & O (1), Individ. (1)
Mixed methods (2) Business (1), Organisational (1)
Resource- Qualitative (13) Business (6), Organ. (5), B & O (1), Individual (1)
based theory Quantitative (5) Business (2), Organisational (3)
(20) Mixed methods (2) Business (1), Organisational (1)
Engagement & Qualitative (5) Business (1), Organisational (1), Individual (3)
Behavioural Quantitative (2) Individual (2)

Intentions (18)

Mixed methods (7)

Business (4), Organisational & Individ. (2), Individ. (2),

Others (32)

Qualitative (17)
Quantitative (12)
Mixed Methods (3)

Business (11), Organisational (5), O & 1 (1)
Business (9), Organisational (1), Ind. (1), O & I (1)
Organisational (1), Business (2)

Source: Developed by the author based on own data.

The review reveals a predominance of qualitative research, highlighting existing gaps and the need
for further theoretical development. Digital transformation (DT) fundamentally reshapes work-
places, creating opportunities but also tensions arising from technological investments and indi-
vidual attitudes toward innovation (Scott & Orlikowski, 2022). In healthcare, the individual di-
mension is particularly critical, as many leaders with medical backgrounds tend to rely on estab-
lished competencies and are hesitant to adopt and manage new digital processes (Gjellebek et al.,
2020). Successful transformation therefore depends not only on technological infrastructure but
also on developing dynamic capabilities, self-directed learning, and change competencies
(Ellstrém et al., 2022). Within healthcare contexts, effective DT requires structured change man-
agement that integrates top-down regulatory compliance with bottom-up development of a learn-
ing culture to enable sustainable digital change. DT is accompanied by fundamental changes that
have significant environmental and social impacts; countries, industries, and companies need to
develop strategies for successful change (Kraus et al., 2022). Every individual, whether as a cus-
tomer or employee, is also affected and needs to be integrated (Régo et al., 2022). According to
Verhoef et al. (2021), the following three stages of DT need to be differentiated, often being re-
garded as successive phases of a more comprehensive change.

e Digitisation is a primarily technological change with the decoupling of form, function, and
access to information without changing value-added activities (Saarikko et al., 2020).

20



e Digitalisation optimises existing processes, enabling more efficient coordination and pro-
foundly influencing organisational processes and business models (Verhoef et al., 2021).

e DT involves significant changes in the characteristics of a company, requiring the development
of new organisational forms and capabilities (Kraus et al., 2022).

Although there is no common definition of DT, it can be summarised as the application and inte-
gration of new, innovative technologies with a transformed collaboration and impact on society,
ecosystems, industries, public government, businesses, people's lives, and customer experiences
(Kraus et al., 2022).

Digital technologies and digitalisation enhance efficiency and reduce costs in healthcare by im-
proving processes and services for multiple stakeholder groups (Laurenza et al., 2018; Gjellebak
et al., 2020; Schallmo, 2018; Kraus et al., 2021). However, a shared vision of interoperability and
standardised cross-sector collaboration currently constitutes one of the most critical bottlenecks in
many countries, because the success of any digitalisation strategy depends on the active engage-
ment of all relevant stakeholders, and even the most sophisticated strategy can fail if innovation is
met with resistance, as Talwar et al. (2020) pointed out in their systematic review.

Against this backdrop, policymakers aim to increase the overall level of digitalisation to improve
healthcare services and contain costs (World Health Organization, 2021). In this context, Germany
represents a particularly relevant case: it is recognised as an innovation leader performing above
the EU average (European Commission, 2022), ranked third in the World Index of Healthcare
Innovation (Roy, 2023), and its healthcare model has been adopted as a universal reference by
several other European countries (Albulescu, 2022). Nevertheless, DT in Germany is far behind
the legislature’s expectations, both in the overall economy, as shown in the compiled annual dig-
itisation index, where the German Ministry of Economics derives recommendations for action
based on the progress and observable deficits (Biichel & Engels, 2022), and even more drastically
in the healthcare sector. Germany’s healthcare system provides a suitable context for this study
because it combines a leading healthcare system with relatively low digital maturity and structural
conservatism. Due to similarities with other high-income countries and the use of international
literature as a theoretical foundation, the findings may be transferable to other settings.

German legislation establishes frameworks for processes, technologies, and data security to facil-
itate digital transformation in healthcare organisations, mandating digital services and platforms
(Breaugh et al., 2023). Healthcare providers must adapt to rapidly changing external conditions by
improving internal processes through new digital technologies, viewing DT not merely as techno-
logical change but as a socio-technical process that aligns innovations with organisational routines
and social practices to avoid failure. Greenhalgh et al. (2017) emphasise that successful implemen-
tation of digital health innovations requires aligning technical features with organisational rou-
tines, highlighting the risk of failure when socio-technical interdependencies are overlooked. Sim-
ilarly, Brandenberger et al. (2024) demonstrate that this organisational change is highly relevant
in multi-stakeholder healthcare ecosystems, where interoperability depends on negotiated social
practices and must be addressed to prevent fragmented adoption.

Healthcare organisations face diverse stakeholder structures, regulatory conditions, and internal
setups, classified roughly into payers and providers (inpatient/outpatient), with smaller outpatient
entities like medical practices posing particular challenges; while new technologies could enable
networked, value-based care, varying acceptance rates disrupt collaboration, making regulatory
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mandates insufficient and necessitating organisational changes through dynamic capabilities to
implement key German policies like electronic health records and telematic infrastructure (Bran-
denberger et al., 2024; Del Giudice et al., 2021;). The key challenges at all levels are the expecta-
tions and demands of various stakeholders with varying backgrounds and experiences, as well as
a fragmented technological infrastructure, equipment, knowledge, and skills. The main theories
identified in the literature review are examined to inform the theoretical framing of the empirical
research.

Dynamic Capabilities

Dynamic capabilities (DC) and DT are intertwined, as digital technologies can fundamentally
transform organisations, yet there is currently insufficient research on how to build these capabil-
ities for organisational transformation (Warner & Wiger, 2019). digital innovations amid rapid
technological change (Albannai et al., 2025). Leadership in the digital era is researched as a factor
to implement digital strategies like platforms and to modify IT capabilities. Teece highlighted the
management perspective of DC (2019) to purposefully alter resources. Helfat and Martin (2015)
explain the link between managerial decision, strategic change and performance as strategic inten-
tion. Latest research on DC emphasises the distinction between purely adaptive processes and
strategic shaping, in which actors actively change market conditions (Cristofaro et al., 2025). The
relevance of entrepreneurial managers and their cognitive capacities as microfoundations for or-
ganisational change is highlighted (Kulichyova, 2025).

Healthcare organisations must develop DC for DT, encompassing sensemaking, seizing, and trans-
forming resources, such as mindsets, knowledge structures, technological self-efficacy, networks,
collective learning, and organisational flexibility (Schoch et al., 2022) (Shirazi et al., 2022), to
adapt to Industry 4.0 work environments, regulatory mandates, and evolving technologies, as sum-
marised in Table 2.2. DC, with sensing and seizing (technological) opportunities to develop new
processes or services, as a combination of organisational resources and processes, enable organi-
sations to achieve competitive advantage (Teece et al., 1997).

Table 2.2: Determinants of Dynamic Capabilities for Digital Transformation

Sensing Sensemaking Seizing Reconfiguration
Adoption of new Self-efficacy Flexibility Organisational learn-
technologies ing and guidelines
Use knowledge Facilitating condi- Planning for (future) = Competence develop-

tions

scenarios

ment

Maintain and expand
networks and rela-
tionships

Supporting norms in
the team (network)

Competence manage-
ment

Innovative, experi-
mental culture

Source: Developed by the author, based on Teece (2007).
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The discourse on DC has lately evolved to address digital disruption, integrating IT-specific pro-
cesses in response to high velocity digital environments. Digital dynamic capabilities are defined
as the ability to sense digital opportunities, seize and transform them, and thereby enable firms to
orchestrate.

In DT, sensing refers to identifying opportunities or threats associated with digital tools or services
and seizing them as a structural reorganisation of resources (Schilke & Helfat, 2025). Recent dis-
cussions identify reconfiguration as central to DT.

Transforming human capital as a relevant asset enables organisations to actively shape and con-
tinually construct their environment (Joussen et al., 2025). The efficiency of DC at the organisa-
tional and managerial levels hinges on microfoundations at the employee level, which bridge or-
ganisational capabilities and leadership orchestration to workforce adaptability. However, DC is a
complex, intangible framework, that requires clear definitions and robust measures (Schilke &
Helfat, 2025).

Innovation Adoption

Innovation denotes the emergence of new ideas, technologies, or markets adopted widely, expand-
ing knowledge and evolving structures (Vargo et al., 2020). Introduced by Schumpeter (1939) as
an internal change factor that reduces costs, innovation drives organisational performance and
competitive advantage via successful product implementation and customer value creation
(Drucker, 1998; Mendoza-Silva, 2021). Behaviourally, it involves introducing novel elements into
reality, with diffusion describing the spread from originators to adopters (Robertson, 1967). The
diffusion of innovation (DOI) theory by Rogers (1962) explains how innovations propagate in
social systems, with adoption stages shaped by five key perceived attributes that determine diffu-
sion speed and extent, relevant for measuring digital transformation progress (Gardner, 2022).

e Relative advantage: The degree to which an innovation is seen as superior to existing pro-
cesses, products, or technologies, accelerating early adoption (De Vries et al., 2016).

e Compatibility: The extent to which it aligns with individuals’ values, needs, and experi-
ences; mismatches slow adoption (Venkatesh et al., 2003).

e Complexity: The perceived difficulty in understanding and using; simpler innovations
spread faster (Rogers, 1962).

e Trialability: The ability to experiment on a trial basis in a low-risk setting, promoting
quicker uptake (Cain et al., 2002).

e Observability: The visibility of results to others, reducing uncertainty through peer exam-
ples (Robinson, 2009).

This theoretical foundation provides an empirically grounded framework for analysing how indi-
vidual perceptions and organisational contexts influence the adoption of digital services in a reg-
ulated, multi-stakeholder environment, such as German healthcare, where external mandates (e.g.,
electronic health records) interact with varying levels of readiness.

Learning

In the highly regulated healthcare sector, characterised by restricted competition, learning is as-
sumed to be an inevitable capability in the transformational process. Current literature emphasises
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learning as a fundamental factor in performing in digital environments, emphasising both
knowledge and competence. However, there is no common concept of learning in DT. Crossan et
al. (1995) highlight the complexity and different viewpoints on individual, group, and organisa-
tional levels, as well as cognitive and behavioural factors.

In a broad definition, learning enables individuals and organisations to perform effectively and
innovate under rapidly changing conditions (Fiol & Lyles, 1985). It is conceptualised as a multi-
layered process occurring at both individual and organisational levels, aimed at adapting and im-
proving behaviour, knowledge, understanding, skills, and perspectives.

Organisational learning is defined as a dynamic process of learning and renewal across individual,
group, and organisational levels, rooted in organisational behaviour, cognitive and social sciences,
and strategic management, shaped by multiple factors (Fiol & Lyles, 1985). It involves routines,
structures, and cultures that facilitate knowledge sharing and adaptation.

However, organisational learning can be a slow process, particularly when established routines
need to be changed, which often makes it difficult to align with the rapid pace of transformation
and the evolving individual needs in the context of DT (Schein 2004), highlighting organisational
limitations in rapid changes. Conventional concepts assist organisations to adapt but often operate
more slowly and remain tied to existing structures and cultures. In highly dynamic and complex
digital settings, these routines may no longer suffice to keep pace with rapid change and the grow-
ing demands for individual skills in new work environments. Instead, organisations require condi-
tions that promote continuous adaptation and renewal at the individual level, integrating learning
into an ongoing, systemic process rather than seeing it as a one-time intervention.

Individual learning is defined as a process of modifying responses to stimuli through environmen-
tal interactions (Lachman, 1997). Individual learning refers to self-directed processes in which
employees autonomously acquire knowledge, question routines, and adapt behaviours to new dig-
ital tasks, often extending beyond organisational structures to include proactive exploration and
problem-solving(Ivaldi et al., 2022).

While lifelong learning, as promoted by the European Union as a societal imperative (Council of
the European Union, 2018), provides the macro-level policy framework, individual learning ex-
plains the micro-level mechanisms that enable individuals to sustain their employability. Both ap-
proaches converge on the notion that employability depends not only on institutional structures
but also on individuals’ willingness and capacity to engage in continuous learning (Deissinger,
2015).

Workplace Learning

Workplace learning (WLEAR) is defined as a process that encompasses both formal and informal
communication for the transmission of knowledge, norms, and values, and is fostered by explora-
tory behaviour (Kyndt et al., 2014; Clarke, 2005; Matthews, 1999). According to Matthews (1999),
learning is primarily task-focused, collaborative, and highly context-dependent, often arising from
specific problems or knowledge gaps. To be effective, learning must not remain an isolated activity
but must be firmly integrated into daily work processes through a supportive infrastructure and
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learning culture (Engestrom, 2001). The constant evolution of DT in healthcare organisations re-
quires learning processes that are adaptive, iterative, and deeply integrated into workplace prac-
tices.

Digital Competence

Digital competence, defined as a combination of knowledge, skills, and attitudes, is crucial for
building employees' confidence in using new technologies and enabling their active participation
in digitalised work environments (Ullrich et al., 2023; Ehlers, 2020). The pace of digital transfor-
mation is significantly influenced by individual attitudes. Reluctance to adopt innovation slows
progress, underscoring the need to address workforce perceptions and willingness, as well as tech-
nical capabilities. Higher competence maturity correlates with greater openness to digital transfor-
mation and the ability to view change as an opportunity rather than a threat (Ifenthaler et al., 2021).
Organisations face the challenge of identifying competence gaps and transforming human capital
to adapt to rapid technological changes. This requires fostering not just technical skills, but also
creativity, problem-solving, and transformative competencies through innovative learning con-

cepts (Augier & Teece, 2009; Suessenbach et al., 2021).
Engagement and Motivation

Motivation is defined as the mechanism that drives individuals to engage in activities guided by
expectations, values, and goals. It is essential for understanding employees' willingness to build
digital competencies and contribute to a learning culture in rapidly changing digital work environ-
ments (Schaufeli, 2021).

Self-determination theory (SDT) is central to explaining motivation in DT, positing that intrinsic
motivation and well-being depend on the fulfilment of three basic psychological needs. Autonomy
is the perceived control and voluntary choice; competence is the sense of being effective and ca-
pable; and relatedness is the feeling of connection and respect (Deci et al., 2017). In motivational
research (Vermeeren, 2014; Tensay & Singh, 2020; Raidén et al., 2006; Rossi et al., 2020), auton-
omy is identified as the primary driver. Autonomous motivation is not necessarily intrinsically
driven; it can be designed by external factors, such as a work environment or a learning culture
that fosters freedom of choice (Deci et al., 2017). If employees are unwilling to participate in DT
autonomously, they may internalise extrinsic motivation due to the collective interests of the team,
organisation, or economy. While SDT explains psychological drivers, it has limitations in fully
addressing the complexities of healthcare DT, including technical and regulatory barriers (e.g.,
interoperability and data protection), socioeconomic inequalities, and broader structural factors
such as power asymmetries and established habits (Livieri et al., 2025;Badr et al., 2024).

Workforce Enhancement: Ability-Motivation-Opportunity Framework

The AMO framework is well established in human resource management and posits three key
components: ability, motivation, and opportunity to participate (Appelbaum, 2000). According to
this framework, employees perform best when they possess the necessary skills and knowledge as
enablers (ability), have the desire and willingness to engage in specific behaviours (motivation),
and are provided with the appropriate environment and resources as an enabling set of circum-
stances (opportunity to participate) (Boselie et al., 2005).
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Within this perspective, the workforce represents a dynamic and adaptable resource that must be
continuously reconfigured to meet the demands of digital transformation in healthcare (Alrasheedi
et al., 2022). Human resources management encompasses the strategic processes that empower
this workforce to deploy its potential effectively (Akter et al., 2024), while human capital refers to
the intangible asset consisting of employees’ knowledge, skills, abilities, and experiences—form-
ing the foundation for reconfiguring organizational capabilities to extend digital healthcare ser-
vices (Pakaya, 2026).Many studies fail to distinguish between AMO variables (e.g., employee
skills and attitudes) and AMO-enhancing HRM practices (e.g., training programs, incentive struc-
tures), and there is still limited understanding of how these AMO variables interact across individ-
ual and organisational levels to generate the desired outcomes.

Theoretical Framework

The theoretical context reveals that DT in healthcare requires more than technological infrastruc-
ture or regulatory enforcement. The theoretical perspectives discussed address key dimensions of
digital transformation but do not sufficiently identify concrete levers for continuously renewing
capabilities in regulated, knowledge-intensive healthcare settings. While the DC framework high-
lights the need for microfoundations, it remains unclear which individual behavioural and cogni-
tive patterns constitute them. The AMO framework defines ability, motivation, and opportunity
but treats their antecedents as external, while SDT explains motivation without capturing the cy-
clical process of continuous competence renewal. There is an interaction between individual en-
gagement, empowerment, and organisational conditions. Although there is still limited under-
standing of the relationships and mechanisms, quantitative testing remains scarce. Based on the
literature review, three interrelated findings stand out:

1. Innovation adoption as a driver of the transformation:
A successful adoption of DT depends on aligning technological initiatives with individual
mindsets, motivation, and competencies. Kohli and Melville (2019) define digital innovation
as outcomes (products, processes, or services) based on actions to initiate, develop, implement,
or exploit. To successfully implement digital innovations, such as enhanced DSO, all relevant
stakeholders must be involved (Talwar et al., 2020), since reluctant adoption slows the DT
process in the healthcare sector (S Kraus et al., 2021). Employees must possess competencies
to understand and use technology effectively (van Laar et al., 2020). It is a managerial chal-
lenge to foster and enable employees (Nylén & Holmstrom, 2015); therefore, organisational
strategies must address structural and human factors.
2. Motivation and empowerment of individuals:

Employee involvement and information are important factors for performance and innovations
(Hansen & Nerup, 2017). In prior research on DT, motivation has been proposed as a funda-
mental mechanism by which employees adapt to changing situations (Meyer et al., 2010). Em-
ployees’ willingness to engage in transformation is shaped by their sense of autonomy, com-
petence, and relatedness (Deci & Ryan, 1985). In digitally transformed workplaces, employees
may feel less motivated when they want to contribute to their work but cannot participate or
keep pace due to a lack of understanding and competencies (Ohlert et al., 2022). Therefore,
learning and adaptation must occur through interaction with the environment (Wang and
Panaccio, 2022). Previous research suggests that employees must be empowered, strengthened,
and connected to be motivated (Schaufeli, 2021). Empowerment strategies, such as participa-
tory decision-making, opportunities for self-directed learning, and recognition of expertise,
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enhance intrinsic motivation. Structured learning concepts and WLEAR as organisational fac-
tors influence employee motivation in multiple and profound ways, considering both personal
and contextual factors (Eccles & Wigfield, 2002).

3. Learning and organisational supportive structures
Continuous and self-directed learning emerges as a critical enabler for bridging the gap be-
tween existing and future-required competencies. Organisational culture and leadership play a
decisive role by creating safe environments for experimentation, supporting knowledge shar-
ing, and aligning training with evolving job demands.

To succeed in DT, organisations must develop DC by treating learning as a continuous socio-
technical process in which individual engagement and organisational conditions reinforce one an-
other (Ellstrom et al., 2022). Sustained learning (SL) serves as a microfoundation for DC, driven
by empowered employees whose autonomy and competence (via the AMO framework) enable
them to internalise change, while organisational structures provide the necessary infrastructure for
innovation and adaptability.

Digital transformation
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Figure 2.2: Theoretical Framework
Source: Developed by the author.

The framework (Figure 2.2) posits that successful DT relies on integrating human-centred factors
(motivation, empowerment, learning) with structural elements (culture, leadership) to build DC.
By leveraging WLEAR and the AMO framework, organisations can bridge skill gaps and sectoral
fragmentation, with sustained learning acting as a key driver to enhance employee ability, motiva-
tion, and active participation in continuous digital change.

Research Design and Methodology

The author applies sequential mixed methods research in this dissertation as a workable solution
to generate knowledge in theory and practice, considering multiple viewpoints and perspectives,
combining the advantages of qualitative and quantitative research to enhance the validity and sig-
nificance of results (Johnson et al., 2007), answering the research questions “what and how”
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(Tashakkori & Creswell, 2007). The research design is illustrated in Figure 2.3. The main ad-
vantage of this approach is that it combines inductive and deductive reasoning (Johnson et al.,
2007).

Literature review
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Figure 2.3: Mixed-methods research design
Source: Developed by the author.

The workforce is increasingly facing digital technology and processes in both professional and
personal contexts, where some individuals may experience a loss of control or struggle to meet
new digital requirements (van Laar et al., 2020). Therefore, individuals' motivation to engage with
digital tools and adapt to new processes is decisive. Innovation adoption is inevitable for DT,
where new tools and methods are spreading over time and must be adopted by individuals (Iyanna
et al., 2022). Learning and knowledge are essential capabilities that foster continuous innovation
and facilitate DT (Ellstrom et al., 2022). As a main result of the theoretical chapter, DT is posited
as a systemic process that requires organisations to develop interconnected frameworks for
learning and motivation towards innovation adoption.

The dissertation's research design integrates the experiences and perceptions of healthcare actors
to better understand and refine the proposed role of SL in DT, as a combination of DC and learning
elements. This means that once a digital process is implemented and competencies are reconfig-
ured, the redesign restarts from the beginning. Changing higher-order routines is essential for SL
to maintain continuous adaptability, including maintaining an open mindset toward change and
encouraging behavioural action. The methodological model applied in the empirical chapter is
summarised in Figure 2.4.
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Figure 2.4: Mixed-methods methodological model
Source: Developed by the author according to Pedersen et al. (2018).

The theoretical framing positions learning as a microfoundation that links individual antecedents,
such as autonomy and perceived competence, to the effective use of digital innovation and im-
proved digital service performance. These mechanisms are expected to support organisational re-
configuration through the development of new capabilities. The following empirical chapter ex-
amines this pathway by developing the construct of sustained learning, refining it through qualita-
tive insights, and testing the proposed relationships quantitatively.
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2.2 Main Findings Chapter 2 (Empirical Investigation of Sustained Learning, Empower-
ing Human Capital and Organisational Capabilities)

Consists of 58 pages comprising 11 figures and 21 tables

Chapter 2 presents the empirical investigation in three iterative phases. First, sustained learning
(SL) is introduced as a novel construct and microfoundation of DC, addressing the need for con-
tinuous adaptation in healthcare digital transformation. Second, the qualitative phase shows that
while legislative pressure initiates the implementation of digital services, individual adoption de-
pends on internal capabilities, integrated learning, and supportive organisational conditions. Fi-
nally, the quantitative phase tests these mechanisms and demonstrates that SL strengthens employ-
ees’ ability, motivation, and opportunity, while workplace learning (WLEAR) provides the organ-
isational conditions through which these individual capabilities are translated into Digital Service
Offerings (DSO). Overall, the chapter shows that digital transformation in healthcare depends on
the human capital embedded in learning-oriented organisations.

Development of the Construct Sustained Learning

The SL construct emerged from the recognition that traditional concepts are insufficient to capture
the specific attitudes and behavioural patterns required for ongoing DT. Table 2.3 displays the
definition of the constructs with the distinction to the understanding of SL for this dissertation.

The construct distinguishes itself by emphasising the sustained, proactive, and autonomous char-
acteristics essential for navigating ongoing digital transformation rather than discrete learning
events. Based on the previous literature and integrating matching elements from learning goal ori-
entation (VandeWalle, 1997), growth mindset (Dweck, 2006), and organisational learning theories
(Crossan et al., 1999), it is initially defined as a new pattern of behaviour with a basic attitude
towards learning that enables organisations to develop or reconfigure competences (knowledge
and skills) continuously.

Various educational and broad-faceted learning strategies and concepts were used to develop the
measures for the construct. One example is the Council of the European Union’s (2018) promotion
of continuous, lifelong learning. While emphasising continuous competence development and re-
skilling for DT, this macro-level, policy-driven approach concerns the structuring of opportunities
for every citizen to learn throughout life.

Another relevant concept, learning agility, as developed by Lombardo & Eichinger (2000), in-
formed the development of the SL construct. This individual-level construct encompasses curiosity
and openness to learning in the face of change. Distinct to SL, learning agility focuses on perfor-
mance in first-time, tough conditions and is distilled into four broad facets used mainly in leader-
ship and high-potential identification (Smith & Watkins, 2024).

SL is supported by behaviours that include the ability to explore, recognise, and solve problems,
as well as the willingness to continuously and autonomously acquire relevant competencies.
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Table 2.3: Distinction of constructs

Construct Definition Distinction
Sustained Sustained learning integrates relevant
Learning aspects of the related concepts to ex-

plain the mindsets needed and trans-
late into behavioural changes needed
to adapt to changed workplaces with
organisations as targeted populations.

Learning goal Learning goal orientation is part of a
orientation multidimensional construct and refers
(Vandewalle, to the individual’s desire to develop
1997) the self through acquiring new skills,

mastering challenging situations, and
continuously improving personal com-

petence.

Growth mindset A growth mindset is unidimensional

(Dweck, 2017)  and refers to the belief that intelli-
gence is malleable and can be devel-
oped, and that failures represent op-
portunities for learning and growth,
grounded in the conviction that effort
plays a crucial role in achievement.

Organisational Organisational learning is understood

Learning in this study as a dynamic process of
(Crossan etal.,  learning and renewal that occurs
1995) across individual, group, and organisa-

tional levels. It represents a multidisci-
plinary concept, rooted in organisa-
tional behaviour, cognitive and social
sciences, and strategic management.

As a domain-specific construct
developed based on the growth
mindset research, this concept fo-
cuses on mastery in areas such as
academics, work, or athletics. It
does not capture the complexity of
organisational learning processes
and is therefore unsuitable for
capturing the nuances of learning
processes in DT.

Growth mindset research, rooted
in behavioural psychology, has
largely focused on learning out-
comes of children and students.
As such, it is not sufficient as a
concept to explain learning in the
context of digitally transformed
workplaces.

Organisational learning is a com-
plex phenomenon itself, as it is
shaped by a wide range of factors
influencing institutional learning
processes within organisations. It
is not suitable to emphasise the in-
dividual factors that shape an or-
ganisation’s ability to reconfigure
and adapt in digital workplace
transformation.

Source: Developed by the author.

The construct was developed following a rigorous mixed-methods approach involving four steps.
First, a systematic literature review identified 40 relevant articles to conceptualise the construct
and identify gaps in existing theories. Figure 2.5 displays the detailed steps.

31



Initial search in Narrowing Identify Final dataset
the Database down quantitative
Scopus articles
 Search terms  Limit subject to * Search in the » The abstracts of
“sustain‘“ AND social sciences, 3.160 articles all 744 documents
“learning* business, « the keywords were reviewed to
« within article title, management & “quantitative®, determine whether
abstract and accounting and “questionnaire, the content dealt
keywords open access “survey“ and with matching
« between 2004 and « Further restrictions “item“ constructs
2024 to article keywords »results in 744 »40 documents
>led to 48.093 “learning®, documents
documents “sustainable
development®,
“education®,
“innovation* and
“knowledge*
»led to 3.160
documents
e =/

Figure 2.5: Steps to identify relevant articles for the literature review
Source: Developed by the author.

The measures based on the literature were adapted and incorporated into a broader pool. This initial
pool of measurement items covering mindset, behaviour, and improvement was refined through
expert discussions to ensure clarity and adequacy. The panel of 9 experts was formed to discuss
the definition and to develop an initial set of questions (Straub, 1989), comprising specialists from
three countries (Germany, Latvia, and the United States of America) with a professional back-
ground in research or healthcare (Meuser & Nagel, 1991).

Expert recruitment was conducted through the author’s professional network; in addition, a search
for suitable expertise was conducted on a local German portal that provides online access to re-
searchers, projects, and publications. This purposive sampling approach is commonly applied in
expert interviews (Mergel et al., 2019). The interviews were held in person or via MS Teams in
March 2024, held in both English and German. German translations were generated using the
DeepL translator and subsequently reviewed by German-speaking participants to ensure accuracy.
In the first part of the interview, the experts provided their feedback on the definition and subdi-
mensions regarding comprehensibility.

In the second part of the interview, the 19 questions were discussed and revised to improve clarity
based on expert suggestions. The improvements and adjustments made to the definition, subdi-
mensions, and questions were again discussed in the subsequent interviews. After four interviews,
only minimal modifications were made, and after 9 interviews, satisfaction was reached (Strauss
& Corbin, 1998). To measure content validity, experts were asked to rank the questions on a 7-
point Likert scale, where “1” indicated that the question was extremely poorly suited and “7” sug-
gested that the question was extremely well suited to measure the construct and assessed by cal-
culating the Content Validity Index (CVI) for each item (Polit et al., 2007). As a quality criterion,
the mean score of each item was considered, and only those questions that best fit the construct
were retained (Paisant et al., 2023).
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Table 2.4: Results of Expert Question Rating

Question No | Dimension Expert Rating Calculated Values |Ranking
1 |2 |3 (4 |5 |6 |7 Mean* CVI

5 Mindset 1 1 |7 6.56 0.89 1
4 Mindset 2 |3 |4 6.22 1 2
9 Behaviour 1 4 14 6.22 0.89 3
12 Behaviour 2 |4 |3 6.11 1 4
16 Improvement 1 5 |3 6 0.89 5
18 Improvement 2 |5 |2 6 1 6
3 Mindset 1 1 13 |4 5.89 0.89 7
13 Behaviour 1 1 |4 |3 5.89 0.89 8
19 Improvement 1 7 |1 5.78 0.89 9
11 Behaviour 1 2 14 |2 5.67 0.89 10
17 Improvement 1 2 |3 |3 5.67 0.89 11
2 Mindset 1 1 |7 5.56 0.89 12
7 Behaviour 1 |2 |6 5.56 0.89 13
15 Improvement 3 11 (3 |2 5.44 0.67 14
1 Mindset 1 |2 |3 |2 |1 5 0.67 15
6 Mindset 2 |1 1 |2 |3 5 0.67 16
8 Behaviour 2 1 (2 |1 |3 5 0.67 17
10 Behaviour 2 |1 (3 (2 |1 4.89 0.67 18
14 Behaviour 1 |2 1 |2 |3 4.78 0.67 19

Source: Developed by the author (*7-Point Likert scale).

For all 19 items, the mean value and CVI were calculated, and the questions were ranked according
to the results to select the final set of items Table 2.4. The CVI is based on expert ratings of item
relevance, serves as a consensus estimate, and provides information on the extent of consensus
regarding an item's significance to the target construct (Polit et al., 2007). As Almanasreh et al.
(2019) demonstrate, an item is considered content-valid if at least 78% of the ratings from a group
of 5-10 experts fall within the relevant range. A strict threshold was deliberately set to retain only
items with particularly high expert approval in the final pool of nine items, where all questions
with an average expert rating (mean) of over 5.75 were retained. The revised SL definition is
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aggregated into three dimensions (mindset, behaviour and improvement) and nine refined ques-
tions. SL encompasses the motivation to explore new things, to recognise and solve problems, and
the willingness to acquire relevant knowledge and competencies autonomously (Starke & Ludviga,
2024).

In the next step, additional quantitative research was conducted to test the distinctiveness of the
newly developed construct relative to similar constructs, namely learning goal orientation, growth
mindset, and organisational learning. For this purpose, a questionnaire was administered via Pro-
lific, in accordance with the recommendations of Colquitt et al. (2019). A total of 201 participants
completed the questionnaire. The items measuring the SL dimension mindset were rated as well-
suited (mean values 5.47 to 5.72 on a 7-point Likert scale). The behaviour dimension was also
rated between 5.34 and 5.71, which is close to the concepts of learning goal orientation and growth
mindset. The questions in the third dimension (improvement) were all rated as slightly more suit-
able for measuring the learning goal orientation construct. Based on these results, an additional
quantitative survey was administered via the Prolific platform. A total of 205 responses were re-
ceived and evaluated using the root mean square error of approximation (RMSEA), confirmatory
factor analysis (CFI), and ? to assess the model fit. Additionally, exploratory factor analysis (EFA)
was conducted using the software Jamovi. Overall fit indices were considered (Schermelleh-Engel
et al., 2003), yielding an overall satisfactory model fit (Table 2.5).

Table 2.5: Test for Model Fit

Test for exact fit Fit measure
x CFI df p RMSEA
47.6 0.963 24 0.003 0.0691

Source: Developed by the author using Jamovi.

EFA (Table 2.6) was used to test the correlations between the dimensions, where a low value (<
0.40) indicates that the item fits well, while a high value (> 0.60) suggests that it fits less well or
that a significant amount of variance remains unexplained (Fabrigar et al., 1999).

Table 2.6: Exploratory Factor Analysis

Factor loadings Uniqueness
MIND1 0.836 0.271
MIND2 0.653 0.428
MIND3 0.753 0.537
BEH1 0.564 0.620
BEH2 0.682 0.526
BEH3 0.729 0.496
IMPRI1 0.672 0.540
IMPR2 0.635 0.610
IMPR3 0.371 0.638

Source: Developed by the author using Jamovi.
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The EFA yielded satisfactory results for the mindset and behaviour dimensions. In particular,
MINDI showed an extreme loading (0.836) and thus provides a highly reliable indicator for this
construct. BEHI1 contributes less consistently to the measurement of the underlying construct and
therefore requires a more in-depth analysis (DeVellis & Thorpe, 2021).

Notably, the improvement dimension produced the weakest overall results, with IMPR3 exhibiting
the lowest factor loading (0.371) and high uniqueness (0.638), indicating poor alignment with the
latent construct. The results of the quantitative surveys suggest that the improvement dimension is
not suitable for explaining the concept of SL as dynamic capabilities in response to unexpected
changes. Prior research has shown that improvement alone (understood merely as problem-solv-
ing) does not represent evolutionary development, but rather an adaptation that reflects a regular
capability (Zollo & Winter, 2002).

Table 2.7: Statements measuring Sustained Learning Construct

Subdimension Question

Mindset If there are conversations and discussions about new technologies in
my environment, I am interested in them.

If someone tells me about new ideas to use technology, I am open to
them.

If there are new technologies or tools that make my work easier, I
want to know more about it.

Behaviour I watch explanation videos (e.g., on YouTube or other platforms)
and/or read additional instructions to improve my knowledge.

When I learn something new about digital technologies, I rethink my
previous actions and try to develop them further with the new
knowledge.

If situations are changing, I adapt my decisions and activities regard-
ing the use of digital technologies.

Source: Developed by the author.

Based on the qualitative development with expert discussions, refinement, and subsequent quanti-
tative testing, the main result of this chapter is to provide the final definition, dimensions and
measures of SL in Table 2.7 (Starke & Ludviga, 2024):

e Mindset — openness and curiosity toward new knowledge and experiences.
e Behaviour — proactive actions aimed at exploring, recognising, and solving problems.

The final instrument thus measures SL as a multi-dimensional construct suitable for empirical
testing in DT research. In contrast to competence frameworks, which focus on specific skills, SL
emphasises the ongoing process of acquiring them. While organisational learning takes place at
the collective level, SL focuses on individual attitudes and actions. Motivation can be seen as the
driving force behind behaviour, whereas SL refers to the actual learning behaviours and cognitive
orientations. While WLEAR describes the broader context of learning, SL captures the individual's
specific, proactive engagement.
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This distinction establishes SL as a unique and valuable construct for understanding the individual-
level microfoundations of organisational dynamic capabilities in digital transformation. Building
on the theoretical conceptualisation in Chapter 1, SL is developed as a construct that captures how
learning and capability reconfiguration support healthcare organisations in responding to digital
transformation. Since digital transformation in healthcare is human-centred and multi-level, the
next research phase examines how individual learning, motivation, and supportive organisational
conditions interact in practice. The qualitative study, in the next research phase, investigates how
healthcare organisations encourage employees to build digital capabilities, adopt best practices,
and engage in continuous, self-directed learning.

Qualitative Research Phase

To generate deep insights into these complex socio-technical dynamics, a qualitative research de-
sign was employed, set within the German healthcare context. (Wieslander et al., 2024). Semi-
structured interviews and focus group discussions were employed as diverse data collection meth-
ods to triangulate the findings (Eisenhardt, 1989; Toubiana & Zietsma, 2017).

Data collection took place between July 2024 and April 2025 and involved a purposeful sampling
strategy to capture diverse perspectives:

¢ medical practitioners, who play a crucial role in guiding their patients and creating an ap-
propriate offer (Damen et al., 2024);

e employees in healthcare experiencing the change in their daily operational tasks (Huber &
Gartner, 2018);

e entrepreneurs, who are assumed to be more open to benefit from potential new business
options (Kulkov et al., 2023); and

e nurses, as an occupational group, who experience medical procedures and patient well-
being as preceding technological adaptation (Hendriks et al., 2016).

Data were collected through two focus group discussions (n=21) and 16 semi-structured inter-
views. The first focus group discussion participants were medical practitioners, the second em-
ployees of a health insurance company. Both groups are highly relevant to the translation of legis-
lative frameworks into practice. However, gradual modernisation is preferred over radical up-
heaval toimprove acceptance (Busse et al., 2017).

After the focus group discussions, additional interviews were conducted. The employees are di-
verse in their educational backgrounds and innovative. However, new technologies are rarely
adopted, and digital transformation is hindered by a lack of digital competencies. In total, 37 par-
ticipants integrated their experiences with digitally transformed workplaces. Participants' ages
were not requested unless they volunteered them during the interview. The age range spans from
the mid-twenties to the early 60s. The focus groups were preceded by a 60-minute training session
on digital technology and Al to ensure a shared baseline understanding. The subsequent discus-
sions centred on three core themes derived from the literature and the SL concept:

e Expertise (competencies, skill gaps),

e Knowledge transfer (learning mechanisms, barriers),
e The role of learning (culture, motivation, support).
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The emerging themes were examined in depth through semi-structured interviews that lasted 30 to
80 minutes. The interview questions were designed in accordance with the theoretical background
to gather richer data and insights into the social reality and perceptions about motivation, the need
for new competencies, and learning concepts (Flick et al., 2004). Narrative research is a standard
method in health research that investigates and provides rich insights into individual actors' mind-
sets and behaviours (Renjith et al., 2021).

The analysis of the qualitative data material followed an iterative process inspired by grounded
theory traditions in management research (Locke, 2000; Locke & Golden-Biddle, 1997) and com-
bined with the structured coding approach of the Gioia methodology (Magnani & Gioia, 2023).
This dual approach ensured both methodological rigour and transparency in the progression from
raw data to theoretical insights.

1. First-order concepts: The transcripts were coded openly to capture participants’ own terms and
perspectives, corresponding to the initial stage of identifying relations among expressed ideas
and labelling them with provisional codes, as outlined by Locke and Golden-Biddle (1997).
For instance, comments on stepwise innovation and adjustments were categorized under "es-
tablishing new routines."

2. Second-order themes: Codes were clustered into abstract themes reflecting theoretical concepts
related to DT, motivation, and learning.

3. Aggregate dimensions: Themes were synthesised into dimensions and aligned with the theo-
retical framework to establish relationships and structures and derive the drivers for DT and
perceived barriers (Figure 2.6).

Following the writing and theorising strategies proposed by Locke & Golden-Biddle (1997), the
findings were embedded into the broader research discourse and used to develop a research model
as the foundation for further quantitative analysis (Florida & Bhattacherjee, 2012) that links indi-
vidual-level learning and motivation with organisational outcomes in digital healthcare contexts.

For analysis and coding, NVivo software (Version 15.2.1) was used. The data included 46 pages
of documentation (recordings were manually transcribed by the author and discussed with two
healthcare professionals), 127 quotes, 33 first-order concepts, aggregated into 13 second-order
themes and six dimensions.
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Figure 2.6 Coding based on the Gioia method
Source: Developed by the author.

Qualitative Data Results

The chapter describes the qualitative results, which revealed the barriers and drivers of DT as a
starting point. The participants highlighted significant regulatory, cultural, behavioural, and re-
source-based challenges in the healthcare sector. Within the theoretical framing of the findings,
the most critical factors and relationships that overcome barriers and transform them into drivers
were identified, as shown in Figure 2.7.
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Source: Developed by the author.

Drivers: The participants recognised DT as unavoidable and accelerating. Key drivers included
societal expectations and the potential for efficiency gains, such as improved time management
and reduced paperwork. The existing resources are considered sufficient to meet needs if used
optimally and efficiently, and to deliver the best possible performance.

Barriers: The most significant hurdles identified were regulatory fragmentation and interoperabil-
ity issues. Organisational barriers included a lack of overarching digital strategies and persistent
reliance on manual processes. At the individual level, fear of job loss, competence gaps due to
limited time for learning, risk aversion, and cultural reluctance to make changes hindered adoption,

advocating for gradual implementations.
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Figure 2.8: Mechanisms in the Digital Transformation process

Source: Developed by the author.

Some participants emphasised the importance of intrinsic understanding, others stressed the ne-
cessity of a basic knowledge foundation. The results underscored the importance of integrating
learning into daily workflows to establish a learning routine that enables continuous knowledge
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reconfiguration. The role of leadership (or even legislators) proved central in terms of providing
support and structure.

The identified mechanisms (Figure 2.8) for establishing an SL routine to continuously reconfigure
knowledge, empowering the workforce, and integrating learning into daily workflows were then
theoretically framed at two levels. The chapter concludes by translating the qualitative results into

quantitative variables to inform the final quantitative analysis.

Table 2.8: Joint Display Integrating Qualitative Findings into Quantitative Variables

Qualitative Ilustrative Quotes Quantitative  Integration & Interpreta-

Themes Variables tion

Mindset of “We need openness, flexibil-  SL > AMO Qualitative: Curiosity &

sustained ity, and willingness to change, openness.

learning but also reliability of the tech- Quantitative: SL mindset
nology and data we are work- predicts AMO dimensions.
ing with.”

Motivation &  “In healthcare, digital trans- Motivation Qualitative: Patient-cen-

Engagement formation is desirable because (AMO) 2> tred meaning.
it means patients receive help  Digital service  Quantitative: Motivation
more quickly.” offerings significantly drives DSO.

(DSO)

Structural Bar- “There are many free offers WLEAR Qualitative: Lack of

riers & Oppor- on the internet, but often there time/resources.

tunities is a lack of access or Quantitative: WLEAR me-
knowledge of what to search diates DSO outcomes.
for.”

Individual vs.  “Often, the employees who WLEAR Qualitative: Informal peer-

Organisational provide care services have learning dominates.

learning very limited digital skills.” Quantitative: WLEAR me-

diates DSO outcomes.
Digital service “Change is picking up speed. = DSO (Out- Qualitative explains how
readiness Perhaps more clarificationis ~ come) readiness develops.

needed so that people can un-

derstand it better.”

Quantitative confirms sta-
tistical significance.

Source: Developed by the author.

Table 2.8 visualises the joint display of integrating the qualitative results into the quantitative var-

1ables.
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1. Individual level: Participants emphasised that learning must be voluntary, user-specific,
and integrated into daily workflows rather than episodic and compulsory. Motivation (will-
ingness) must be supported by enhancing abilities (skill development) and providing op-
portunities (access to tools). The qualitative data validated the mindset and behaviour di-
mensions of the SL construct, highlighting the need for self-directed engagement.

2. Organisational level: To counter structural barriers, organisations must establish WLEAR
as a supportive infrastructure. This involves leadership support, creating a culture that tol-
erates experimentation (piloting and scaling), and ensuring access to resources. Leaders are
expected to actively encourage innovation and provide the necessary freedom of choice to
foster autonomous motivation.

Following the development of the SL construct and the qualitative identification of the underlying
mechanisms, the study moves into the quantitative research phase.

Quantitative Research Phase

The quantitative phase tests how individual learning mechanisms contribute to digital service of-
ferings in healthcare organisations. The analysis validates the measurement model through CFA,
confirming the differentiated structure of SL, AMO, WLEAR, and DSO. The first-order model
then tests how SL mindset and SL behaviour affect the AMO mechanisms and how these dimen-
sions influence DSO. Finally, the second-order model combines ability, motivation, and oppor-
tunity into the AMO construct and examines WLEAR as the mediating mechanism through which
individual learning and empowerment are translated into organisational digital service outcomes.
First, the hypotheses are developed based on the previous research phases.

DT requires the redesign or creation of entirely new digital services based on user needs (Wester-
man et al., 2012). In healthcare, digital services are a key for patient-centred and efficient processes
(Dal Mas et al., 2023). DSO is examined as a dependent variable, reflecting the interplay between
a robust IT infrastructure and a readiness to embrace innovation at both the individual and organ-
isational levels (Mergel et al., 2019).

The independent variables SL, structured employee empowerment to enhance motivation, abili-
ties, and opportunities for participation (4MO), and the accessibility of structured organisational
WLEAR concepts, along with their relationships and effects, are tested. SL mindset and behaviour
are closely related but conceptually differentiated to better capture the effects of concrete learning
and adaptation activities, in contrast to the enactment of the open and curious mindset on digital
service outcomes.

SL behaviour encompasses observable actions demonstrating active engagement in learning activ-
ities (Starke & Ludviga, 2024). SL behaviour at the individual level enhances capability, boosts
motivation via proactive problem-solving and self-directed learning, and fosters opportunities by
promoting engagement with learning resources and participation mechanisms. Hirst et al. (2009)
demonstrate in their work, that individual learning behaviour leads to the desired outcome through
appropriate learning measures within the team. A comparable mechanism is assumed for the rein-
forcing effect of SL behaviour on the DSO outcome through targeted AMO measures. The first
set of hypotheses focuses on the enactment in daily work (acting differently):
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Hypothesis 1a (Hla): An individual’s sustained learning behaviour positively affects the enabling
set of skills and knowledge (ability).

Hypothesis 1b (H1b): An individual’s sustained learning behaviour positively affects the willing-
ness to engage in specific actions (motivation).

Hypothesis Ic (Hlc): An individual’s sustained learning behaviour positively affects the appropri-
ate resources as enabling circumstances (opportunity to participate).

An SL mindset refers to an individual's lasting cognitive orientation towards growth, curiosity, and
improvement (Starke & Ludviga, 2024). An SL mindset enhances individual capabilities by en-
couraging openness to acquiring complex knowledge; it boosts motivation by grounding learning
in intrinsic values; and it promotes opportunity by increasing the chances that individuals will
recognise and seize learning moments within their work environments. The digital-specific SL
mindset entails a learning continuity that posits that this fundamental willingness to learn enhances
the effectiveness of targeted AMO measures and, in turn, improves DSO outcomes. This expected
mechanism aligns with similar research, such as Singh et al. (2017), who demonstrated the positive
effect of an open attitude towards learning, amplified through HR practices, significantly boosts
human capital development. The second set of hypotheses addresses the cognitive and attitudinal
readiness (thinking differently):

Hypothesis 2a (H2a): An individual’s sustained learning mindset positively affects the facilitating
skills and knowledge (ability).

Hypothesis 2b (H2b): An individual’s sustained learning mindset positively affects the willingness
to engage in specific actions (motivation).

Hypothesis 2c (H2c): An individual’s sustained learning mindset positively affects the appropriate
resources as enabling circumstances (opportunity to participate).

The AMO framework (Appelbaum, 2000) identifies ability (skills’knowledge), motivation (will-
ingness), and opportunity (enabling conditions) as essential for employee performance and partic-
ipation in digital transformation, complementing SL by explaining the concrete capabilities
("what") that result from continuous learning attitudes and behaviours ("how and why"). Enhanc-
ing these AMO factors, particularly when motivation and opportunities are present, drives the de-
velopment of digital service offerings, as supported by Cai et al. (2020) and Bikse et al. (2022).
The effect of individual human capital development on organisational digital service outcomes is
postulated in the third set of hypotheses.

Hypothesis 3a (H3a): Enhancing the workforce’s independent, long-term ability at an individual
level, positively affects digital service offerings as a desired organisational outcome.

Hypothesis 3b (H3b): Enhancing the workforce’s willingness at an individual level positively af-
fects digital service offerings as a desired organisational outcome.

Hypothesis 3¢ (H3c): Enhancing the workforce’s opportunities for participation at an individual
level positively affects digital service offerings as a desired organisational outcome.
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WLEAR encompasses structured and unstructured processes (formal training, informal learning-
by-doing, peer learning, and reflective practices) through which individuals continuously develop
competencies within their occupational context to meet evolving technological demands (Mat-
thews, 1999; Billett, 1995). In digital transformation, structured WLEAR serves as a critical or-
ganisational mechanism that bridges individual readiness for change with systemic outcomes by
embedding learning into daily routines, thereby converting personal capabilities into collective
digital service innovation and performance.

Hypothesis 4 (H4): Structured workplace learning positively mediates the effect of enhancing the
workforce’s independent, long-term ability and willingness, including the necessary resources and
opportunities for participation at an individual level, toward digital service offerings. The research
model is displayed in Figure 2.9.

INDIVIDUAL
LEVEL

ORGANISATIONAL
LEVEL

Digital service
offerings

Opportunity
to
participate

Figure 2.9: Quantitative research model
Source: Developed by the author.

The questionnaire for the quantitative survey comprised 34 questions and was tailored to the spe-
cific context and particularities of the healthcare sector (Kuckartz, 2014). The survey instrument
integrates the validated SL scales (mindset and behaviour), AMO dimensions, WLEAR measures,
and indicators for DSO, as well as socio-demographic and organisational characteristics. Items are
largely based on established scales adapted to the digital transformation context and refined
through the prior qualitative phase and expert input. Items to measure the dependent variable of
DSO are drawn from the work of Arranz (2019) and Kwilinski (2024). The proposed mediating
variable, WLEAR, evaluates a supportive infrastructure, communication, and both formal and in-
formal training (Clarke, 2005; Matthews, 1999).

These items were utilised as an appropriate measure within a human-centred approach (Kyndt et
al., 2014). The survey items measure these three dimensions of the AMO construct. (Lopez-Ca-
brales et al., 2009; Rajiani et al., 2015; Siddique et al., 2019). The measures for the two factors of
the independent variable, SL, are based on DC theory and theoretical foundations that cover the
cognitive and behavioural aspects of SL (Feng et al., 2014; Forbes et al., 2023; Lee et al., 2019).
The construct and dimensions were developed and validated in the context of this dissertation
(Starke & Ludviga, 2024). Table 2.9 provides an overview.
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Table 2.9 Operationalisation of the Research Variables

Construct Sample questions Sources
tained . . .
Sus al If there are conversations and discussions about
Learning .. . .
. new technologies in my environment, I am inter-
Behaviour: .
3 items ested in them. (Starke &
Sustained When I learn something new about digital tech- Ludviga, 2024)
. nologies, I rethink my previous actions and try to
Learning

Mindset: 3 items develop them further with the new knowledge.

» Ilook for digital self-service options and know

Ability, Motiva- how to use them.

(Abel-Koch et al.,

tion & . .. 2019; Lee et al.,
. * I regularly spend time for trainings to extend my i
Opportunity to . 2019; Vermeeren,
N digital knowledge. .
Participate: 12 . . . 2014; Call & Her-
. » ] feel a sense of satisfaction when I realise ideas,
items o . . ber, 2022)
possible improvements, and innovation.
There are sufﬁc1ent and easily accessible offers (Clarke, 2005
Workplace for training in the context of my work. Kyndt of al
Learning * In our work environment, we communicate and Y . ”
. . . 2014; Park et al.,
5 items take action to stay up to date with new technol- 2018)

ogy.

* At what rate is digital transformation present in
your workplace?

* How would you characterise the digitalisation of
services provided by your organisation?

* How would you characterise your organisation's
ability to be innovative?

(Arranz et al.,
2019; Audretsch
& Belitski, 2021;
Dwivedi et al.,
2023)

Digital service
offerings
3 items

Source: Developed by the author.

The quantitative study uses a large cross-sectional survey of 993 healthcare professionals in Ger-
many, covering multiple organisational types, including health insurance companies, hospitals,
medical practitioners’ associations, networks, nursing homes, IT providers, and respondents re-
cruited via a professional panel.

This sampling (Table 2.10) ensures heterogeneous perspectives from different roles and sectors
within the healthcare ecosystem. The data was collected from December 17, 2024, to February 28,
2025.

Since the survey was cross-sectional, ex-ante measures were taken to mitigate common method
bias (CMB). The measures of dependent and independent variables were methodologically sepa-
rated by using different scales: a 5-point Likert scale for digital competencies and a 7-point Likert
scale for other items (Podsakoff et al., 2003). Psychological differentiation was achieved by in-
serting socio-demographic questions between the items (Podsakoff et al., 2003).
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Table 2.10: Sampling

Sample

All employees of a statutory health insurance company (approx. 3500 employees)

Mailing-List of the Rhineland-Palatine Hospital Association (approx. 90 hospitals)

All employees of a nursing home (app. 400)

Mailing-List of the Rhineland-Palatine General Practitioners (GP) Association (approx. 3000)

Mailing list of the city's local Health Innovation Hub (approx. 50)

Professional panel recruiting of employees in the healthcare sector via the provider Bilendi

Source: Developed by the author.

Harman’s single-factor test (HSF) was employed as an ad hoc measure; Jamovi Version 2.4.8.0
was used to analyse the data. The resulting variance of 0.33 is below the threshold, indicating that
item characteristics differ and that common method bias is unlikely in this study (Navarro & Fox-
croft, 2019).

Quantitative Data Results

The effects of gender, age groups, type of organisation (SEC), and company size (SIZE) on SL
mindset, SL behaviour, AMO, and WLEAR were assessed with one-way ANOVA in Jamovi. In
the first step, Tukey HSD post-hoc tests were conducted, preceded by assumption checks. Shapiro-
Wilk tests revealed deviations from normality for SL mindset (W=0.936, p<0.001) and SL behav-
iour (W=0.949, p<0.001), while AMO was marginally normal (W=0.997, p=0.049).

Levene’s tests confirmed homogeneity of variance across all factors (SL mindset F=0.267,
p=0.606; SL behaviour F=0.257, p=0.612; AMO F=1.67, p=0.155). Tukey HSD tests indicated
females scored significantly higher than males on SL mindset (mean difference=0.443, t=5.38,
p<0.001) and SL behaviour (difference=0.250, t=3.16, p=0.002). For AMO by tenure, ANOVA
was significant with post-hoc differences showing higher AMO in Tenure less then 1 year (differ-
ence=0.292, t=3.08, p=0.018) and more than 20 years (difference=0.292, t=3.08, p=0.018).

The confirmatory analysis was conducted based on seven factors: two for the SL dimensions, three
for the AMO dimensions, and two for the mediating and dependent variables. The resulting CFI
of 0.893 and RMSEA of 0.0661 indicate a reasonable model fit for this hypothesised 7-factor
model and outperformed a 5-factor model combining the three AMO subdimensions as one factor
(* 1585, p <.001, RMSEA = 0.0672, CFI = 0.885, df = 289) or a 4-factor model combining the
three AMO subdimensions and the SL mindset and behaviour in each one factor (3> 1983, p <.001,
RMSEA = 0.0731, CFI = 0.850, df = 293).

In the following step, the data distribution was assessed with the Shapiro-Wilk test. Since p was <
0.01 for all items, the test is significant, and the data are not normally distributed. SmartPLS 4
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Version 4.1.1.5 was used to test and analyse the results, as a normal distribution is not a require-
ment (Hair et al., 2011).

Based on these primary evaluations, two models are calculated; the first-order model comprises
the relationships between the dependent and 5 independent variables in the absence of WLEAR.
In the second-order model, the three subdimensions, ability, motivation, and opportunity, form the
variable AMO, and the hypothesised mediating effect of WLEAR is calculated in a 5-factor model.

Table 2.11: Outer Model Results

_ Average Composite  Composite
Cronbach’s v pjance reliability reliability
alpha extracted (AVE) (rho_a) (rho_¢)
Ability: 3 items 0.503 0.491 0.595 0.725
Motivation: 3 items 0.644 0.484 0.708 0.807
Opportunity to participate: 0.680 0.517 0.708 0.807
3 items ' ' ' '
D%gltal service offerings (DSO): 0.764 0.620 0.851 0.890
3 items
Sustained learning behaviour
(SLB) 3 items 0.769 0.683 0.771 0.866
Sustained learning mindset
(SLM) 3 items 0.846 0.765 0.868 0.907
Workplace learning (WLEAR): 0.855 0.633 0.856 0.896

5 items

Source: Developed by the author.

To enhance composite reliability or internal consistency (Hair et al., 2011), one item from the
Ability dimension (EDU2) with the weakest loading (0.146) and p-value > 0.05,was eliminated.
After this, all items meet or are very close to the thresholds (0.7 for Cronbach’s alpha and compo-
site reliability; 0.5 for average variance extracted (AVE), ensuring internal consistency and item
reliability (Alojairi et al., 2019).

The ability dimension of the AMO construct does not meet both thresholds; however, it was re-

tained because ability is considered essential for employees' digital competence and central to work
performance (Bos-Nehles et al., 2013; Cai et al., 2020).
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The outer model results are presented in Table 2.11, which includes the factor WLEAR from the
second-order model. The variance inflation factor (VIF) was assessed for all items to assess col-

linearity. Since VIF is lower than 3 for all items, multicollinearity is unlikely (Akinwande et al.,
2015).

Table 2.12. presents the inner model results for the first-order model. The hypothesised positive
effects on developing skills and knowledge (ability), individual willingness (motivation), and ac-
tive involvement (opportunity to participate) caused by SL behaviour (Hla-H1c) and an SL mind-
set (H2a-H2c¢) are confirmed.

Table 2.12: Inner Model Results of the First-Order Model Without Workplace Learning

Path R2 Path coefficient p-Value t-Value
DSO 0.162

Ability = DSO 0.068 0.080** 1.753
Motivation = DSO 0.195 0.000 4.188
Opportunity = DSO 0.200 0.000 4.404
SLB = Ability 0.378 0.000 8.866
SLB -> Motivation 0.385 0.000 8.540
SLB = Opportunity 0.332 0.000 7.600
SLM - Ability 0.152 0.001* 3.350
SLM -> Motivation 0.188 0.000 3.908
SLM - Opportunity 0.178 0.000 3.729

*p <0.05; **p >0.05
Source: Developed by the author.

There is also empirical evidence supporting the impact of enhancing the workforce's willingness
(motivational factors) and participation opportunities in DSO (H3b-c). A surprising result in this
chapter is the rejection of the hypothesised positive impact of strengthening the individual’s ability
on the provision of digital services (H3a).

In the second calculated model, the three factors, ability, motivation, and opportunity, are com-
bined into an AMO variable. Table 2.13 presents the results of the second-order model in the
absence of WLEAR, in which the independent variables SL and AMO account for only 16% of
the DSO.
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Table 2.13: Inner Model Results of the Second-Order Model Without Workplace Learning

Path R? Path coefficient  p-Value t-Value
DSO 0.160

AMO - DSO 0.400 0.000 12.952
SLB > AMO 0.425 0.000 10.449
SLM -> AMO 0.206 0.000 4.542

Source: Developed by the author.

An important mechanism highlighted in this chapter is the effect of WLEAR, which was identified
as an essential factor in the qualitative research.

Table 2.14: Mediating Effect

Construct | DSO WLEAR DSO
(WLEAR absent) (WLEAR present)
Path  p- R? Path  p- Path  p- R?

coeff. Value (160 |coeff Value |coeff Value (264

AMO 0.400  0.000 0.708 0.000 | 0.106 0.007

Source: Developed by the author.

The mediating effect is calculated using Baron and Kenny’s approach (1986), presented in Table
2.14. AMO significantly affects the dependent variable, DSO, when the mediator, WLEAR, is
absent.

When this mediating factor WLEAR is added, the effect of the independent variable on the de-
pendent variable is significantly reduced (Sidhu et al., 2021). Based on these steps, the proportion
of the variance of a dependent variable that is explained by a mediation relationship (Variance
Accounted For = VAF) is calculated (see Table 2.15). According to Hair et al. (2014), partial
mediation by digital competence is observed in the relationship between AMO and DSO, confirm-
ing hypothesis H4.

Table 2.15: Results of the Mediation Analysis of Workplace Learning

Direct effect Indirect effect Total effect VAF Mediation
0.106* 0.708x0.434=0.307 0413 0.743 Partial mediation
*p <0.001

Source: Developed by the author.
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The quantitative research results in three key findings. Observable SL behaviour (e.g., active prob-
lem-solving, self-directed learning, and continuous adaptation of competences) has a significantly
greater impact on AMO than the mere SL mindset. While an open mindset provides a cognitive
foundation, it is the actual behaviour that translates into measurable outcomes.

This supports the view that DC in DT rely on repeated, institutionalised actions. Contrary to ex-
pectations, the hypothesised positive effect of individual digital abilities on digital service provi-
sion could not be confirmed. Thus, Hypothesis H3a is rejected. This suggests that in highly regu-
lated and complex environments, such as healthcare, structural factors (e.g., motivation, opportu-
nities to learn, and organisational conditions) outweigh the effect of individual ability. The medi-
ation tests reveal that AMO exerts its effect on organisational outcomes only when embedded in
structured WLEAR processes.

Discussion

The empirical chapter synthesises the quantitative and qualitative findings in the discussion section
to demonstrate a dual-level dynamic in which human capital drives DT in healthcare through SL,
as an individual microfoundation of DC. While learning is recognised as relevant (Al-Hail et al.,
2024), prior research lacks insight into how competence generation links to DC (Zollo and Winter,
2002). SL is positioned as a novel construct that enables planned adaptation to change through
routines rather than ad hoc responses (Ellstrom et al., 2022). According to Winter (2003), DCs
differ from ordinary capabilities in their responses to change. The construct is intended to measure
SL as a microfoundation of DC, referring to the potential to act, whether or not it is realised
(Dougherty et al., 2004).

To realise this potential, it is essential to understand the constraints and barriers highlighted in the
qualitative interviews and discussions, such as regulatory fragmentation and resistance to change,
which align with existing literature (Iyanna et al., 2022; Belliger & Krieger, 2018). To overcome
these hurdles and reinforce positively perceived factors, targeted, context-sensitive learning con-
cepts must be designed (Billett, 1995). Shortcomings in explaining how the current workforce can
participate and keep pace with new tasks and jobs (Cai et al., 2020; Beardsley et al., 2021) are
addressed, and mechanisms for establishing SL and enhancing the workforce to improve DSO in
healthcare are explained. The relevance of a dual focus on current individual resource reconfigu-
ration and the long-term adaptability of organisations to digitally transformed environments ex-
tends the concept of “lifelong learning” (Council of the European Union, 2018; Tjin A Tsoi et al.,
2018).

The quantitative research model explains emerging relationships, demonstrating how WLEAR
supports the organisational goal of implementing and adopting digital services, and emphasises
the influence of individual factors, including AMO, that drive personal development. The results
are discussed from three perspectives: the individual level, the organisational level, and a systemic
perspective on the tension between innovation and regulatory pressure.

The individual-level mechanism confirms that SL mindset and behaviour positively reinforce em-
ployee empowerment via the AMO framework, with motivation emerging as a key predictor of
innovation adoption. Aligned with self-determination theory, prior work (e.g., von Garrel &
Diiben, 2022) is extended to validate SL as a tangible capability in which motivated, skilled em-
ployees establish continuous learning habits. In contrast to previous scientific discussions, digital
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competence levels are shown not to be decisive. Instead, positive attitudes toward new technolo-
gies and a willingness to act (employee’s SL) are more critical for activating capabilities, as
Boskovi¢ (2021) demonstrates that participation in decision-making processes increases under-
standing and acceptance of digitalisation strategies. Individual readiness requires complementary
organisational structures, as confirmed by both qualitative insights and empirical findings.

The organisational-level outcomes reveal that structured WLEAR is pivotal for translating indi-
vidual capabilities into enhanced DSO, serving as an infrastructure that amplifies AMO effects.
Surprisingly, opportunity proves more influential than ability. Although research suggests that op-
portunity promotion in practice is a distinct and empirically effective element, the “O” dimension
remains a neglected area of AMO research (Siddique et al., 2019). The ability dimension, assumed
to be an essential prerequisite within the human capital perspective (Kim et al., 2015; Bos-Nehles
et al., 2013), has no significant effect on digital service provision. Enabling conditions such as
training, employee integration, and organisational change culture are boundary factors. Qualitative
insights emphasise user-specific, integrated learning. This aligns with the idea that learning organ-
isations are better able to innovate (Svensson et al., 2024).

Learning as microfoundation for DC positions SL as the cognitive-behavioural building block (not
DC itself) that, when supported by AMO and WLEAR, generates organisational adaptability (Ei-
senhardt et al., 2010; Li et al., 2025). SL explains how individual actions evolve into collective
renewal in DT (Konopik et al., 2022; Chatterjee et al., 2022). Barriers such as regulatory fragmen-
tation and resistance are overcome through context-sensitive learning, thereby turning external
mandates into internal innovation (Ullrich et al., 2023). By connecting human capital to DT,
healthcare succeeds through socio-technical integration, where motivated employees in supportive
environments realise digital service benefits.

Digital transformation (DT) in healthcare is fundamentally human-centred, requiring integrated
consideration of individual interactions, organisational contexts, and group dynamics to overcome
institutional barriers and realise efficiency gains, enhanced Digital Service Offerings (DSO), and
patient outcomes. The dissertation provides actionable strategies—targeted training, collaborative
networks, SL concepts, and WLEAR—to address diverse stakeholder needs and resistance through
multilevel enhancement.

Theoretically, this dissertation contributes particularly by empirically bridging individual and or-
ganisational perspectives on learning in DT.

In summary, three main contributions emerge from this dissertation.

1. Establishing SL as a microfoundation of dynamic capabilities: The dissertation introduces and
empirically tests sustained learning as a distinct and measurable construct consisting of mind-
set and behaviour. SL explains how individual openness, proactive learning behaviour, and
continuous competence renewal contribute to organisational adaptability in digital transfor-
mation.

2. Clarifying the role of AMO in digital service offerings: The results show that, within the AMO
framework, motivation and opportunity are more decisive for digital service offerings than
individual ability alone. Especially opportunity, understood as access to participation, re-
sources, and supportive conditions, functions as a boundary condition that enables human cap-
ital to become effective in digital transformation.
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3. Demonstrating WLEAR as the translation mechanism: Workplace learning is empirically con-
firmed as the mechanism that translates individual potential and empowerment into organisa-
tional performance. By embedding learning into structured and informal organisational rou-
tines, WLEAR strengthens the link between individual-level capabilities and improved digital
service offerings.

The goal is to create a workforce that is continually learning and adapting, one that does not just
cope with DT but actively propels it. Managers acting as enablers and policymakers setting con-
ducive conditions together ensure that the AMO factors are all in place. This will drive both better
individual performance and collective innovation, aligning with our research evidence that such
alignment yields tangible improvements in digital service delivery. In essence, when employees
learn, organisations transform. Embracing that principle is key for any healthcare organisation
aiming to thrive in the digital age and to establish digital care as the new norm.
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3 CONCLUSIONS AND RECOMMENDATIONS

3.1 Conclusions

This doctoral dissertation investigated how SL activates human capital to drive the DT of
healthcare organisations and ensure DSO. The following main conclusions can be drawn.

1. The sequential mixed-methods approach enabled the abductive identification and subsequent
testing of the key mechanisms of DT in healthcare organisations: learning, motivation/empow-
erment, and innovation adoption. Across phases, these elements converged consistently.

2. The effect of SL on an individual s ability and willingness to acquire capabilities is significant
(RQ1). SL translate into practice aligned with organisational opportunities.

a.

Drawing on the literature and qualitative findings, motivation and autonomy are con-
firmed as key drivers. Interviews and focus group discussions highlighted that choosing
self-directed learning strategies motivates individuals to continue developing their ca-
pabilities. Motivation and perceived necessity are decisive drivers.

SL is introduced as a new construct and is defined as a persistent, open attitude and
behavioural pattern. SL is positioned as a microfoundation of dynamic capabilities,
linking individual readiness directly to organisational adaptability.

SL builds ability through proactive learning, reinforces willingness via intrinsic values,
and encourages seizing opportunities for participation. It is effective when embedded
in routinised practices that directly feed into AMO (Hla—c; H2a—c confirmed).

3. Linking the qualitative findings with the empirical data reveals that DSO in healthcare are
improved through enabling and empowering human capital (RQ?2).

a.

The qualitative findings confirmed that accessible, seamless learning and an experi-
mental culture foster the development of digital services. Early adopters act as cham-
pions, spreading innovation when empowered by autonomy and supportive systems.
The results indicate that DSO improves when healthcare staff possess the intrinsic drive
(motivation) and are provided structural support (opportunity). Motivation and oppor-
tunity (participation structures) significantly predict DSO (H3b-c supported).

In contrast, individual digital skills (abilities) were not significantly tested, suggesting
that structural and motivational enablers take precedence over individual skill levels in
the regulated context of healthcare organisations (H3a rejected).

4. Continuous, self-directed learning in healthcare is enabled by a combination of individual driv-
ers (SL mindset and behaviour, intrinsic motivation, and champions) and organisational mech-
anisms (WLEAR, autonomy-supportive leadership, and learning culture). The interplay of
these mechanisms accelerates the adoption and scaling of DSO (RQ3).

a.

The qualitative insights, as design rules for the quantitative model, emphasised auton-
omy, WLEAR opportunities, and leadership support as decisive, explaining why struc-
tured programs are more effective in contexts of disruption.

The survey data show that employees often have strong SL tendencies but only mod-
erately rate their WLEAR conditions. This indicates that individuals are willing and
able to learn continuously, even when organisational support is lacking, though out-
comes improve when structures align.

The interaction between individual-level empowerment (SL and motivation) and or-
ganisational-level opportunities (training and WLEAR) is essential; even motivated in-
dividuals cannot progress without supportive structures.
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d. The empirical testing confirms the factorial validity of the overall scale of the newly
developed construct SL. At the same time, CFA/PLS analyses identify WLEAR as the

key determinant of service outcomes, justifying the mediation-based modelling (VAF
=0.743). Including WLEAR increases explained variance from R* = 0.16 to R*> = 0.26;
without WLEAR, AMO remains significant but much weaker. WLEAR thus functions
as the translation mechanism into organisational performance (H4 confirmed).

e. Structured WLEAR (training, peer exchange, and iterative routines) mediates the rela-
tionship between individual ability/motivation and digital service outcomes. Support-
ive learning infrastructures and self-directed learning accelerate digital services.

f. The findings stress a dual-level mechanism. Empowering measures (autonomy, partic-
ipation, recognition) convert willingness into actual digital service outcomes.

5. Human-centred DT requires aligning individual readiness (SL/AMO) with organisational
learning architectures (WLEAR). Whenever one element is underdeveloped, the translation
into digital services stalls. This conclusion has direct implications for leadership, HR, and or-
ganisational learning design.
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3.2 Recommendations

Practical Recommendations

The insights from this research yield actionable recommendations for healthcare managers, poli-
cymakers, and top executives seeking to foster DT through human capital development. The first
five recommendations are addressed to healthcare managers on an operational level. Recommen-
dations 6-9 provide strategic-level advice for organisational leaders. Finally, recommendations for
policymakers on a systemic level are addressed.

For healthcare managers:

1.

Deliberately cultivate an environment of ongoing learning as part of daily work. Medical doc-
tors or nurses often have mandatory professional training. This could be combined with short
learning slots on digital service opportunities. The group-specific testing showed that AMO is
highest in tenures of less than 1 year and over 20 years. This largest cohort in between can be
specifically addressed with embedded learning slots without relying on voluntary opt-in. For
example, 15-minute digital snippets at the start of every team meeting can be embedded. Or-
ganisations can integrate the questionnaire for measuring SL mindset and behaviour in em-
ployee selection processes to hire digitally minded workforce. The measurement can as well
be used as a basis to assess the current employees and provide tailored workshops or measures
to enhance the digital culture and mindset in the organisation.

Ensure that employees have formal training sessions and informal learning opportunities inte-
grated into their routines. For example, setting up regular knowledge-sharing meetings, cross-
functional project rotations, or mentorship programs can provide the chance to learn on the
job. In healthcare, digital practice groups could include medical doctors, hospital doctors, and
pharmacists to discuss barriers and opportunities for interoperability exchanges.

Empower employees to take charge of their learning paths, rather than imposing overly rigid
mandates. This could involve allowing staff to choose courses or digital skills they want to
develop, providing them with time and resources (e.g., access to online learning platforms) to
pursue self-directed learning, and encouraging experimentation with new digital tools in a low-
risk setting. Sandboxes, for example could serve to test electronic health record functions with-
out live-data exchange.

Satisfy employees’ need for autonomy and nurture their motivation, leveraging the principle
that autonomy-supportive practices enhance engagement. Our findings suggest that when em-
ployees feel trusted to guide their own development, their SL behaviours flourish, leading to
greater adaptability. Implementing short, 2-3 item self-checks resulting in tailored learning
recommendations and online learning opportunities fosters learning motivation.

Accelerate innovation diffusion by inspiring peers, thus bridging individual learning to collec-
tive change. As a practical implementation, every employee can select one digital competency
goal per quarter from a curated catalogue and share it with others in group meetings.

For strategic level organisational leaders

6. Managers should recognise and reward SL efforts. Simple measures, such as acknowledging

“digital champions” who proactively learn and share new ideas, or including continuous learn-
ing goals in performance evaluations, can reinforce the desired behaviours. In line with the
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focus group insight about early adopters, managers of healthcare associations should identify
and support innovators on their teams or networks by involving them in pilot projects for new
technologies (e.g. telemedicine or care innovation) and having them mentor others. Self-direc-
tion is particularly effective for the female cohort (significantly higher SL Mindset and Behav-
iour). The autonomy lever amplifies an already favourable disposition. For the male cohort,
self-direction can be paired with a peer commitment to convert mindset into behaviour.
Invest in better learning infrastructure, including up-to-date IT systems for e-learning, libraries
of digital resources, and perhaps dedicated “learning hours” each week where staff can focus
on skill development without regular work pressure. Healthcare organisations or central insti-
tutions could provide platforms with certified tutorials on telematic infrastructure, digital
health applications, and Al.

Build a learning culture where continuous improvement is part of the organisational identity.
Once established, such a culture becomes self-reinforcing: employees who continuously up-
grade their skills will drive more successful DT projects, which will encourage further learn-
ing.

Build an overarching structure, e.g., hospital boards or health system directors should include
digital competency development in their strategic plans. Leadership communication should
systematically frame the “learning health system” to anchor an SL mindset.

For policymakers

10.

1.

12.

13.

14.

Policymakers and top leadership should establish a strategic framework that fosters SL in the
workforce. Digitalisation budgets and support programmes could be used to support regional
health networks and learning hubs. These hubs can fund shared training, certification and sand-
box infrastructure for testing digital services.

Implement policies such as mandatory baseline digital training (to cover the ability component
across all staff) and requirements for continuous professional development credits in digital
health topics. E.g., at least 20% of credits are mandatory for digital trainings.

Design these mandates flexibly. Policymakers could provide incentives for learning, rather
than just setting requirements, such as offering certification programs or career benefits for
employees who expand their digital skill sets. Specifically for healthcare professionals, con-
tinuing education credits could be awarded for learning certificates focusing on digital service
applications in healthcare.

Government and regulatory bodies in healthcare might also fund initiatives like innovation
labs or collaborative training programs that bring together different stakeholders (clinicians,
IT professionals, administrators) to learn and innovate jointly. The focus group findings advo-
cated for integrating all stakeholders to foster a shared vision in digital implementation, a rec-
ommendation that leaders can take up to break silos. By orchestrating collaboration between
hospitals, health insurers, tech companies, and educational institutions, leaders can create sec-
tor-wide opportunities for learning (such as inter-organisational workshops or knowledge net-
works).

To address resource constraints, an adequate budget must be allocated for training, and suffi-
cient time must be provided for employees to learn. In many public healthcare organisations,
staff are stretched thin; without explicit support from the top, employees will not have the
opportunity for learning, even if they are motivated. Therefore, leaders must champion a mes-
sage that continuous learning is a strategic priority and back it up with tangible support (fund-
ing, time allowances, infrastructure).
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15.

Policymakers should promote an empowering narrative around DT, framing it as an oppor-
tunity for professional growth and improved patient care, rather than just a top-down techno-
logical mandate. This can help turn external pressure to digitise (coming from policy or market
demands) into a sense of internalised mission among employees, effectively converting the
external push into an internal drive. In practice, for example, a health department could high-
light stories of healthcare workers who have leveraged new digital tools to make their jobs
easier or improve patient outcomes, thereby motivating others to learn not out of fear of obso-
lescence but by inspiration.

Recommendations for future research

The developed concept of SL requires further development and empirical foundation and a
robust empirical foundation to strengthen its validity and applicability.

Competence development in healthcare should be further examined as the basis for resilience
in digital change.

Practical framework concepts must be developed to guide the establishment and systematic
expansion of digital competencies within organisations.

Models for integrated learning in the workplace need to be tested, combining formal and in-
formal approaches while leveraging role models and professional networks.

The opportunities and risks of generative Al should be critically examined to assess its poten-
tial for enhancing or disrupting learning processes.

This dissertation focused on digital processes and services mandated by legislation, specifi-
cally for healthcare organisations operating in Germany. Given that Germany s healthcare sys-
tem is one of the largest in Europe, the designed conceptual framework and research model
offer a basis for further research across different countries with similar settings.

A broader consideration of other fields, such as public administration, may yield varying re-
sults and should be empirically tested.

Future studies could extend the research model by integrating additional factors, such as cul-
ture, values, and leadership.

Adding additional stakeholders, such as the patient's viewpoint, could enhance the perspective.

. The results of this study represent an extract of the findings and provide an overview of the

status, but do not include a forecast of future development. Future research could track the
progress or provide longitudinal studies about the effect of SL over a period.
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Galveno terminu vardnica

Termins Definicija Atsauce

Digitizacija Analogas informacijas vai signalu parvérSanas digitalaja | (Saarikko et
formata tehniskais process. Digitalas transformacijas | al., 2020)
vispargja koncepcija digitizacija tiek uzskatita par
digitalizacijas sastavdalu.

Digitalizacija Process, kura digitalie produkti un sist€émas tiek izmantoti, | (Verhoef et al.,
lai raditu jaunu organizatorisko praksi, uznémeéjdarbibas | 2021)
modelus vai pakalpojumus. Digitalizacija biezi tiek
uzskatita par posmu, kura procesi tiek mainiti, pievienojot
tehnologijas ka dalu no plasakas digitalas transformacijas.

Digitala Jaunu, inovativu tehnologiju pielietoSana un integracija | (Kraus et al.,

transformacija | caur parveidotu sadarbibu, atstajot ietekmi uz sabiedribu, | 2022)
ekosisttmam, nozarém, valsts parvaldi, uzn€émumiem,
cilvéku dzivi un klientu pieredzi.

Digitalie Radit pievienoto vertibu, apkopojot datus no pakalpojumu | (Lipusch et al.,

pakalpojumi procesiem un piedavajot tos caur digitalo kanalu. 2019)

Digitala Mizizglitibai, personibas attistibai, aktivai Iidzdalibai | (Ifenthaler et

kompetence sabiedriskaja dzivé un nodarbinatibai nepiecieSsamo | al., 2021)
zinasanu, prasmju un attieksmju kombinacija. Tas ietver
kognitivos, motiv€josos un emocionalos komponentus.

Dinamiskas Uznémuma spgja integrét, veidot un parkonfigurét iek$gjas | (Teece et al.,

spéjas un argjas kompetences, lai reagétu uz strauji mainigam | 1997)
vidém.

Iespéju Pasakumi, kas veicina darbinieku sp&jas, motivaciju un | (Appelbaum,

palielinasana aktivu lidzdalibu. 2000)

Darbaspéks Darba néméju kopa, kas parstav paSreiz€jo darbaspeku | (Alrasheedi et
(kas tiek parkonfiguréts caur paSmacibu, | al., 2022)
parkvalificéSanos/prasmju pilnveidoSanu, izglitibu un/vai
apmacibu).

Cilvekresursu | Vadibas procesi darbaspéka planoSanai, organizéSanai, | Akter et al.,

vadiba vadiSanai, kontrolei un attistibai. 2024)

Cilvekkapitals | Cilvékkapitalu var definét ka zinasanu, prasmju, sp&ju, | (Ellstrom et
pieredzes, gudribas, radoSuma un apnemsanas kopumu, | al., 2022;
kas piemit un ko izmanto individi (ipasi darbinieki), kas ir | Warner &
nematerials, ekonomisks faktors, lai veidotu organizacijas | Wager, 2019)
konkurences prieksrocibas.

Macisanas Daudzslanains process, kas notiek gan individa, gan | (Lachman,
organizacijas Itmeni un kura mérkis ir pielagot un uzlabot | 1997;
uzvedibu, zinasanas, izpratni, prasmes un viedoklus. Washburne,

1936)

Macisanas Komplekss un integrals process, kas veicina individu un | (Matthews,

darbavieta organizaciju attistibu un pielagoSanos pastavigi mainigajai | 1999)

darba videi, un kas aptver gan formalas, gan ikdiengjas
macisanas formas, un ta mérkis ir nepartraukti apgtt un
pielietot zinaSanas, prasmes un atticksmes.
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Nepartraukta
maciSanas

Individu attieksme, kas apvieno jaunus uzvedibas veidus
ar nepartrauktu vélmi apSaubit ierasto rutinu vai ieradumus
un apgit kaut ko jaunu. Nepartraukta maciSanas ietver
motivaciju izp€tit jauno, noskaidrot un risinat problémas,
ka arT veélmi patstavigi apgut atbilstoSas zinasanas un
kompetences. ST individuala atticksme un uzvedibas veids
lauj organizacijam nepartraukti attistit vai parkonfigurét
resursus digitalas transformacijas procesa.

(Starke &
Ludviga, 2024)

IesaistiSanas

Darba iesaistiSanas definicijas literatiira atskiras. Saja
promocijas darba tas tiek definéts, pamatojoties uz tadiem
ta pamatelementiem ka pozitivs, piepildits, ar darbu
saistits prata stavoklis, kas integré sparu (augsts energijas
Iimenis), centibu (spéciga iesaistiSanas) un iedzilinasanos
(pilniga koncentracija). Lai gan biezi tiek mérits ar
Utrehtas darba iesaistiSanas skalu (UWES), plasakas
koncepcijas tas tiek uzsveérts ka fizisks, kognitivs un
emocionals sevis ieguldijums darba, aptverot dispozicijas,
situdcijas un uzvedibas dimensijas.

(Gagné, 2014)

Motivacija

Motivacija ir fundamentals psihologisks process, kas
izraisa, virza un uztur noteiktu uzvedibu, kalpojot ka
pasSregulacijas mehanisms mijiedarbibai ar vidi. Darba
konteksta motivacija tiek definéta ka pakape, kada individi
izvElas iesaistities noteikta uzvedibas forma, ko virza
ieksg€jie un argjie speki, kas veido ar darbu saistito centienu
formu, virzienu, intensitati un noturibu.

(Maslow,
1943;
Herzberg,
2017; Gagné,
2014)

Pasnoteik§anas
motivacija

Patiesi motivéts un autonomi kontroléts macibu process,
kas  balstits uz  psihologisko  pamatvajadzibu
apmierinaSanu, kas noved pie dzilas, elastigas un
ilgtsp&jigas kompetencu attistibas

(Deci & Ryan,
1985)

Spéjas-
motivacija-
iespéja

Darbinieku Iidzdalibai un sniegumam nepiecieSamas
pamatspéjas (sp&jas, motivacija, iespejas)

(Appelbaum,
2000)
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1. IEVADS

Pétijuma aktualitate

Kops$ industrializacijas sakuma 18. gadsimta beigas tika novéroti vairaki attistibas posmi, kas
pazistami ka "industrialas revoliicijas" (Bartodziej, 2017). Faktiska paradigmas maina uz patreiz
notiekoSo Ceturto industrialo revoltciju (Industriju 4.0), ko raksturo digitala transformacija (DT)
(Raja Santhi & Muthuswamy, 2023), maina darba raksturu un kontekstu, ievieSot jaunas
tehnologijas (Bokens & Konietzko, 2022). Pirmaja posma tika automatiz&ti vienkarsi darba
procesi. Tom@r pateicoties lielo datu un jauno tehnologiju kombinacijai, tagad ir iesp&jams
automatizet ari sarezgitus uzdevumus. Tas izraisa pamatigas parmainas, rodoties jaunam darba
vietam un prasmém, bet citam beidzot pastavét (Howcroft & Taylor, 2014) un rezultata bitiski
mainas vadibas uzdevumi (Roman et al., 2019).

Organizacijas var Tstenot DT gadijumos, kad strat€giskie aspekti spgj radit vertibu, izveidot
daudznacionalie uznémumi un mazie un vidgjie uzpémumi (MVU) ripniecibas nozaré kliist
elastigaki un pielagojamaki, lai veicinatu inovacijas (Del Giudice et al., 2021). ST transformacija
razoSanas uznémumos ar pilnigi mainitu vidi ir labi izpétita (Kolagar et al., 2022; Ohlert et al.,
2022). Tomér ne tikai razotajiem, bet visam organizacijam ir jasaskano digitalas inovacijas ar
digitalam iesp&jam, lai gitu labumu no ta, jo inovacijas palielina produktivitati un/vai samazina
izmaksas (Saenz-Royo & Lozano-Rojo, 2023). Turklat COVID-19 pandémija piespieda daudzus
uznémumus izmantot digitalo komunikaciju un jaunas tehnologijas, skaidri paradot
nepiecieSamibu apgiit tehniskas un digitalas kompetences (Forliano et al., 2023; Roman et al.,
2019).

Veicinat un laut darbiniekiem biit radoSiem un inovativiem, lai sagatavotu organizaciju Industrijai
4.0, ir tas vadibas izaicinajums (Nylén & Holmstrom, 2015). Tapéc darbiniekiem ir nepiecieSamas
jaunas prasmes (Van Laar et al., 2020). Ta ka valstis visa pasaulé virzas uz digitalo briedumu,
Pasaules Bankas grupa ir veikusi pétfjumu, lai identificétu sekmigu DT strat€giju veicinatajus.
Pamatojoties uz esoso datu analizi, tika konstatgts, ka intervences biezi ir veérstas uz ieguldijumiem
tehnologijas, pieméram, digitalaja infrastruktora. Tomeér tiek wuzskatits, ka veiksmigu
transformaciju virza prasmes, vadiba un kultiira, un tiek ieteikts veikt investicijas "nematerialaja"
vai "cilvéku" infrastruktiira (Melhem, 2021).

Digitalas tehnologijas, pieméram, maksligais intelekts, lielie dati, blokk&de un makondatosana,
laika gaita klust arvien izplatitakas. Ir jaattista darbinieku digitalas kompetences, kas lauj pielagot
turpmakas digitalas inovacijas jaunajai darba videi (Shakina et al., 2021). Tap&c uznémumiem ir
jaattista jauna, digitali domajosSu cilvéku kulttra, kuras darbinieki ir atveérti jaunam idejam un
ievie$ jaunas tehnologijas (Beka Be Nguema et al., 2022). Tomér ir nepiecieSams veikt turpmakus
pétijumus par darbinieku Iidzdalibas nozimi, individualam prasibam un iesp&jamam parmainam,
kas nepiecieSamas, lai Tstenotu tehnologiskas inovacijas (Vereycken et al., 2021; Fernandez-Vidal
et al., 2022).

Veselibas apripes nozare pasi saskaras ar izaicinajumiem DT Tsteno$ana tas sarezgitas struktiiras
del, kura iesaistiti dazadi dalibnieki ar dazadiem cilvékresursiem, prasmém un tehniskajiem
resursiem. Stingrs regul&jums un pieaugosa vajadziba péc obligatiem digitalajiem pakalpojumiem
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ir pretruna ar tehnisko inovaciju ierobeZojumiem, ko rada droSibas un datu aizsardzibas apsvérumi.
Tas rada lielu sarezgitibu un gritibas saderigas tehniskas infrastruktiiras izveidei un sadarbspéjas
nodroSinasanai. Ta ka Industrija 5.0 ir aizsakusies, piedavajot vél daudzsoloSakas iesp&jas
optimizgt procesus un radit pievienoto vertibu visam ieinteresétajam pusém, izmantojot pielagotus
risinajumus ar maksligo intelektu, ir kluvis vél svarigak iedzilinaties $aja t€ma, lai saprastu, ka
parvaret Skerslus to 1stenosanai (Ghobakhloo et al., 2024).

Jaunakie pétijumi medz ignorét iesp&jamos Skeérslus, jo 1pasi veselibas apriipes dalibnieku
attieksmi pret DT, un nenem vera ieinteresétas puses un to paustas bazas (Iyanna et al., 2022).
Neskatoties uz daudzajiem pétijumiem par DT, joprojam trikkst kvantitativu petijumu par
nozimigiem un jauniem mehanismiem, kas lautu apgtt atbilstoSas jaunas kompetences un
macisanos veselibas apriipes organizacijas (Ullrich et al., 2023; Takahashi, 2017).

Pasreizgjas zinatniskas debates koncentrgjas uz to, vai strauja tehnologiju attistiba un nepartrauktas
parmainas ir jauztver ka iesp€ja vai izaicinajums. Nozarei ir iesp&ja parvarét skérslus virziba uz
pacientu orientetu pieeju, ko veicina digitalo infrastruktiiru sadarbsp&ja un datu apmaina (Kraus et
al., 2021). ST procesa efektivitate noved pie izmaksu ierobezo3anas visa arstniecibas kédg, kur
tehnologija ir galvenais noteicosais faktors (Howcroft & Taylor, 2014), un ir argjs spiediens no
regulatoru puses. Tomér Sie iesp&jamie ieguvumi, ko sniedz attistoSies digitalie procesi un iespg&jas
radit konkurences priekSrocibas, tiek uzskatiti par nedroSiem no pret&ja skatupunkta, jo pastav
iesp&jami Skersli, pieméram, ieguldijumi infrastruktura, digitalas pratibas trukums, nepiecieSamiba
péc izglitibas programmam un bazas par datu droSibu un &tiku (Laurenza et al., 2018). Pieaugosa
sarezgtiba rada nenoteiktibu, un ierastie paradumi un zinasanas ir jamaina (Chirumalla, 2021). Sie
kavejosie aspekti ietekmé individualo motivaciju piedalities un ieviest inovacijas (Thiel et al.,
2022). Tapec S§is petijums fokus€jas uz to, ka pasreiz€jo argjo spiedienu, kura mérkis ir ieviest
digitalos pakalpojumus, var istenot ne tikai minimalaja nepiecieSamaja apjoma, bet ar1 to, ka S§is
veselibas apriipé ieinteres€tas puses var motivet iet talak un veicinat patiesas parmainas. Tapéc
petijuma ir ieklauti dazadi apriipes nodro$inataji un maksataji ka ieinteresétas puses veselibas
apriipes sit€ma, kas sniedz digitalos pakalpojumus. Pacienti ka tikai pakalpojumu patérétaji netiek
nemti veéra. Detalizéts parskats un pamatojums par So paraugkopu ir sniegts 4.3.2. nodala.

DT ir revolucionars virzitajspeks, kas izaicina eso$as macibu pieejas organizacijas. Lai gan
macisanas organizacijas vidé attista to darbinieku pielagosanas sp&ju, ar to nepietiek, lai
apmierinatu prasibas, ko izvirza digitali transform&tas darbavietas, attieciba uz ricibas atrumu,
sarezgitibu un individualam kompetencém (Haffar et al., 2023). Tie$i jau ierastas rutinas biezi
paliek izveidotas struktiiras, ko ierobezo ar kultiiras ierobezojumi (Ivaldi et al., 2022). Ta vieta ir
nepiecieSami apstakli, kas veicina nepartrauktu pielagoSanos un atjaunoSanos individuala Iiment
(Frisinger & Papachristou, 2024). ST pastaviga, sistémiska procesa ietveros ir javeido savstarpgji
saistitas maciSanas, inovaciju un pielagosanas sisteémas. Tas nav vienreiz€js pasakums, bet gan
nepartraukts process, kura katra parmaina ir pamats turpmakiem uzlabojumiem. Digitalas vides
straujais attistibas temps liek uzn@mumiem pardomat tradicionalas stratégijas un uzlabot savas
dinamiskas sp€jas, parejot no tikai tehniskdm zinaSanam un maciSanas organizacijas vidé uz
dzilakam kompetencém, kas saskanotas ar jaunam macibu koncepcijam (Chirumalla, 2021).

Ir nepiecieSama dzilaka izpratne un izpéte par mehanismiem, kas lauj darbiniekiem darboties jauna
darba vide. Digitalas kompetences ir pamatkoncepcija individa Itmeni, kas lauj organizacijam
virzit un paatrinat DT un miizizglitibu. Tomer triikst kvantitativu pétijumu par digitalo kompetencu
ietekmi uz DT veselibas apripes organizacijas. Likumdevéji jau piever§ uzmanibu svarigakajam
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digitalajam kompetencém. Ir nepiecieSama dzilaka izpratne, lai izveidotu attiecigos
pamatnosacijumus vai sniegtu mérktiecigu atbalstu. Argjais spiediens Skiet nepietickams, un
organizacijam ir jaattista savas dinamiskas sp&jas parmainu procesa. Ta ka macisanas ir individu
un organizaciju atbilstoSa spé&ja, kas vajadziga strauji mainiga vidé (Fiol & Lyles, 1985), Saja
petijuma tiek izmantota dinamisko sp&ju pieeja, lai izprastu un izskaidrotu maciSanos nozimi DT
apstaklos, koncentrgjoties uz individu lomu nepartraukta macisanas procesa.

Saja zina biitiska nozime ir darbaspéka prasmém, spgjam, zina$anam un citam Ipa§ibam. So
ipaSibu kombinacija meérita dazadas vienibas tiek saukta par cilvékkapitala resursiem.
Cilvekkapitals, kas ietver zinaSanas, prasmes un pielagosanas potencialu, veido mikropamatu, kurs$
lauj organizacijam attistit savas dinamiskas spgjas, reag€jot uz argjo spiedienu (Duran et al., 2023).
Tapéc promocijas darba nepartraukta maciSanas (SL (sustained learning)) tiek definéta ka jauns
mikropamats, kas balstas uz cilvékkapitalu, lai argjas prasibas parveérstu inovaciju un atjaunosanas
iespgjas veselibas apriipes organizacijas (Wagner & Kurpjuweit, 2024). Sis spgjas tiek attistitas
macibu procesos, kas notiek individuala Iiment, laujot veselibas apriipes organizacijam pielagoties
dinamiskai videi un radit koncepcijas, kas ar€jo spiedienu parvers iespgjas. Dinamisko sp&ju (DC
(dynamic capabilities)) pieeja (Teece et al., 1997) tiek izmantota, lai izprastu un izskaidrotu
macisanas un attistibas koncepciju nozimi pasreiz&ja darbaspéka parkonfigurésana, kompetencu
saskanoSana ar parveidotam darba vietam un apstaklu radiSana, kas veicina aktivu lidzdalibu un
pardomatus, autonomus [@mumus inovaciju ievieSanai.

Saja disertacija apliikotas lénas digitalas transformacijas problémas veselibas apriips. DT
nepiecieSamibu nosaka vajadziba sistematiski paplasinat digitalo pakalpojumu piedavajumu.
Pasreizgja petniecibas plaisa tiek identific€ta ka mehanismu un sviru triikums strukturétai digitalo
pakalpojumu piedavajumu attistibas veicinaSanai. Padzilinats jaunakas literatiiras parskats
identifice vairakas teorétiskas perspektivas, kas tiek apspriestas digitalas transformacijas parmainu
veicinasanas konteksta. Sis disertacijas 1. nodala veido pétijuma teorétisko un konceptuilo
pamatu. Taja digitala transformacija veselibas apriip€ tiek ievietota sisteémiska konteksta, aplikojot
plasakus efektivitates, pieejamibas un ilgtsp&jas izaicinajumus. Centralas teorétiskas perspektivas
tiek izklastitas, vertgjot to piemerotibu pétjjuma galvena jautajuma skaidroSanai, proti, ka
cilvekkapitals var pielagoties digitali transformétas vides, lai pasreiz€ja darbaspeka individuala
Iimena spé&jas parverstu uzlabota organizacijas snieguma digitalo pakalpojumu piedavajumu zina.
Pamatojoties uz izstradato teorétisko pamatu, teoretiski atvasinatie mehanismi kalpo par
sakumpunktu mehanismu izstradei, kas, stiprinot cilvékkapitalu, var paatrinat digitalo
pakalpojumu piedavajumu attistibu. Balstoties uz $im atzinam, autore piedava integrétu ietvaru un
konceptualo modeli, kas vada §1 pétijuma empiriskas izpétes. 2. nodala izklastits empiriskais
petijums formulétas problémas risindjuma izstradei. Vispirms nepartraukta maciSanas tiek
konceptualizeta ka dinamisko sp&ju mikropamats, un jaunais konstrukts tiek izstradats izmantojot
jaukto metozu pieeju. Kvalitativa izpete precizé teorétiski ierosinatos mehanismus un
pastiprinatajus celiem, kuros individualas spé&jas tiek veidotas un parverstas organizacijas
rezultatos. Noslédzosaja kvantitativaja apakSnodala tiek parbauditas pienemtas sakaribas un
galvenie robeznosacijumi, kas nosaka digitalo pakalpojumu sniegSanas efektivitati. 1. nodala
veido teoretisko pamatu mehanismu izstradei un parbaudei 2. nodala, kuras rezultati noslédzas ar
piedavatajam sviram ka risinajumiem.

ST pétijuma galvenais meérkis ir izpétit mehanismus un priek$noteikumus individuala limeni, kas
lautu attistit cilvékkapitalu ar paSu individu v€lmi un sp&ju piedalities digitalaja transformacija

veselibas apriipes organizacijas.
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Merka sasniegSanai tika nosprausti sekojosi darba uzdevumi:

1. noskaidrot iztriiksto$as zinasanu attiecigaja joma un precizét to kontekstu, balstoties uz
kvalitativiem literatiiras avotiem un kritisku diskusiju,

2. izpétit atbilstoSos faktorus veselibas apriipes nozares specifiskaja konteksta arpus standarta
procesiem,

3. piedavat piemé&rotu koncepciju, lai izveidotu nepartrauktu, proaktivu kompetencu attistibas un
parkonfiguracijas procesu, laujot individiem un organizacijam efektivi pielagoties notiekoSajai
digitalajai transformacijai,

4. 1stenot So ideju dzive, nodrosinot atbilstosus raksturojosos raditajus (merjjumus),

5. izpétit nozimigus mehanismus ar mérki individualos un organizacijas Iimena faktorus parverst
organizacijas spgjas,

6. sniegt ieteikumus veselibas apriupes vaditajiem, politikas veidotajiem un augstaka Itmena
vaditajiem par to, ka uzlabot digitalos pakalpojumus veselibas aprupée.

Pétijuma objekts, priekSmets un pétijuma jautajums

Petijuma objekts ir digitalo pakalpojumu paplasinasana organizacijas, kas darbojas veselibas
apriipes nozaré Vacija.

P&tijuma priekSmets ir maciSanas un iesp&ju palielinoSo pasakumu ietekme uz individu Iimeni un
struktur€tiem macisanas apstakliem organizaciju Iimeni. P&tijuma objekts un priekSmets atbilst
galvenajam pétjjuma jautajumam:

Ka individus ka cilvekkapitalu var iesaistit digitalo pakalpojumu piedavajuma nodrosindasana?
Sis pétljuma jautajums sadalas trTs specifiskos apaksjautajumos, ievérojot logisku hierarhiju. Sada
dekompozicija lauj noskirt iepriek$&jos notikumus no sekam un izoleét mehanismus un efektus.
Pirmais apak§jautajums attiecas uz individu Itmena virzitajspekiem, nodroSinot pamatu otrajam
apakSjautajumam, kas attiecas uz organizaciju sagatavoSanas mehanismiem. TreSais
apakSjautajums attiecas uz pastarpinati veicinoSiem procesiem, kas individu spgas parvers
rezultatos organizacijas, sintezgjot atzinas no pirmajiem diviem apak§jautajumiem:

* Peétijuma jautGjums 1 (RQI1): Ka nepartrauktas maciSanas istenoSana ietekmé individa sp&ju
un velmi apgiit atbilstoSas sp&jas mainiga digitalaja darba vid€, kur japilda jauni darba
uzdevumi?

* Petijuma jautajums 2 (RQ2): Ka cilvékkapitala attistiSana un sp&ju stiprinaSana ietekme
digitalo pakalpojumu piedavajumus veselibas apriipe?

* Petijuma jautajums 3 (RQ3): Kadi ir mehanismi, kas nodroS§ina nepartrauktu, paSvaditu
macisanos, lai paatrinatu digitalo pakalpojumu piedavajumu ievieSanu veselibas apriipe?

Pétijuma hipoteézes

Saja promocijas darba galvenokart tiek noskaidroti attiecigie faktori un mehanismi, kas paatrinatu
DT veselibas apriipe. Digitalie pakalpojumi tika izveleti ka piemeérots risinajums, jo tie uzlabo
efektivitati, samazina izmaksas un veicina uz pacientu vérstu apripi. Visiem iesaistitajiem ir
jaievie§, jaizmanto un japiedava $adi inovativie pakalpojumi. Mijiedarbiba starp
priek$noteikumiem individiem un apstakliem organizacijas tika parbaudita pilotpétijuma, kas
balstits uz literatiiras analizi, kas padzilinata ar kvalitativu izp&ti, un péc tam uzlabotais modelis
tika kvantitativi parbaudits.
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Promocijas darba teorétiskais ietvars ir balstits uz DC ietvaru (Teece et al., 1997). Izmantojot So
prizmu, $aja pétijuma kompetence un macisanas tika identificéta ka batiski mainigie lielumi. Sis
petijums sniedz definiciju un raksturojoSos raditajus jaunizveidotajam SL konstruktam. SL tiek
definéts ka mikropamats individa Iimeni organizacijas sp&am parmainu procesa, kas saistits ar
nepiecieamibu nepartraukti atfistit darbaspéka resursus. Sadas pétfjumu hipotézes, kas
formulétas, lai risinatu iepriek$ izvirzitos pétijuma jautdjumus, tika iedalitas divas galvenajas
kategorijas: galveno faktoru sakotngjais novertejums; mijiedarbiba starp maciSanos, motivaciju un
inovaciju ievieSanu; un galigie mehanismi DT procesa.

Pirma hipotézu grupa (HI): Individa tieksme uz nepartrauktu maciSanos pozitivi ietekmé
darbinieka profesionalo attistibu (sp€jas-motivacija-iespgja).

l.a hipotéeze (Hla): Individa tieksme uz nepartrauktu maciSanos pozitivi ietekmé ta
prasmju un zinasanu (sp&ju) kopumu.

1.b hipotéze (H1b): Individa tieksme uz nepartrauktu macisanos pozitivi ietekme ta vélmi
iesaistities noteiktas darbibas (motivacija).

l.c hipotéze (Hlc): Individa tieksme uz nepartrauktu maciSanos pozitivi ietekmé
atbilstoSos resursus ka veicinoSus apstaklus (iesp€ju piedalities).

Otra hipotézu grupa (H2): Individa nepartrauktas maciSanas mentalitate pozitivi ietekme
darbinieka profesionalo attistibu (sp€jas-motivacija-iespgja).

2.a hipotéze (H2a): Individa nepartrauktas maciSanas mentalitate pozitivi ietekmé ta
prasmes un zinasanas (sp&jas).

2.b hipotéze (H2b): Individa nepartrauktas maciSanas mentalitate pozitivi ietekme ta veélmi
iesaistities noteiktas darbibas (motivacija).

2.c hipotéze (H2c): Individa nepartrauktas maciSanas mentalitate pozitivi ietekmé
atbilstoSos resursus ka veicinoSus apstaklus (iesp€ju piedalities).

Tresa hipotézu grupa (H3): Darbaspéka neatkarigas ilgtermina sp&jas un vélmes, ieskaitot
nepiecieSamos resursus un lidzdalibas iesp&ju uzlaboSana individuala Iimeni, pozitivi ietekmé
digitalo pakalpojumu piedavajumus ka vélamo rezultatu organizacija.

3.a hipotéze (H3a): Darbaspéka neatkarigo ilgtermina sp&ju uzlaboSana pozitivi ietekmé
digitalo pakalpojumu piedavajumus ka vélamo rezultatu organizacija.

3.b hipotéze (H3b): Darbaspeka velmes palielinaSana pozitivi ietekmé digitalo
pakalpojumu piedavajumus ka vélamo rezultatu organizacija.

3.c hipotéze (H3c): Darbaspeka lidzdalibas iesp&ju uzlaboSana pozitivi ietekmé digitalo
pakalpojumu piedavajumus ka vélamo rezultatu organizacija.

4. hipoteze (H4): Strukturéta maciSanas darbavieta atstdj pozitivu pastarpinatu ietekmi uz digitalo
pakalpojumu piedavajumiem caur darbaspéka neatkarigo ilgtermina sp&ju un vélmju stiprinasanu,
ieskaitot tiem nepiecieSamo resursu un lidzdalibas iesp&jas nodrosinaSanu individuala [imeni.

Caur hipotézi tiek sist€miski risinati iepriekseja sadala definétie petijuma objekts, priekSmets un

pétijuma jautajumi no dinamisko sp&ju skatupunkta, sakot ar individa nepartraukto macisanos, ta
sp&ju, motivacijas un iesp&ju uzlabosanu (petijjuma priekSmets, RQ1) un beidzot ar organizaciju
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piedavatajiem digitalajiem pakalpojumiem (pétijuma objekts, RQ2), ko pastarpinati ietekmé&
macisanas darbavieta (RQ3).

Pétijuma dizains un metodologija

Promocijas darba tiek izmantots secigs jauktu metozu pétijuma dizains, kas seko abduktivai un
iterativai logikai, integréjot gan induktivo izp&ti, gan deduktivo testéSanu (Sekaran, 2016). Si
pieeja tika izv€leta, jo uz uzdotajiem p@tijuma jautdjumiem nevar atbildet, izmantojot tikai
kvalitativas vai kvantitativas metodes. SL konstrukts ir autora sniegtais ieguldijums veselibas
apripes DT konteksta, un tam ir nepiecieSams gan konceptuals pamatojums, gan empiriska
validacija.

Petijuma process sakas ar plasu literatiiras izpé€ti, no kura deduktivi tika iegiits sakotngjais
konceptualais modelis. Balsoties uz to, pétijuma metodologija ietvéra Cetrus secigus posmus:

1. Pilotpetijums (kvantitativs): sakotngjais konceptualais modelis tika iegiits no literatiiras un
parbaudits pilotaptauja, lai apstiprinatu galvenas likumsakaribas starp maciSanos,
motivaciju un inovaciju ievieSanu.

2. Jauna konstrukta nepartraukta macisanas (SL) konceptualizacija izmantojot jaukto metozu
pieeju: Tika sniegta konstrukta definicija, un piedavati apgalvojumi ta meriSanai
pamatojoties uz esoSo literatiru un ekspertu intervijam. Konstrukts un td mérjjumi tika
apstiprinati, veicot kvantitativu testu.

3. Pilotpetijums (kvalitativs): P&tijuma kvalitativaja dala tika precizetas hipote€zes un
noskaidrotas galigas kvantitativas hipotézu parbaudes metodes. Tika veiktas dal&ji
strukturétas intervijas un fokusa grupu diskusijas ar dazadiem veselibas apriipes
dalibniekiem Vacija. Tie sniedza dzilaku ieskatu maciSanas, motivacijas un atbalstoSu
apstaklu mehanismos, kas sniedzas arpus esosa teorétiska ietvara un induktivi nodro$inaja
modela pilnveidoSanu.

4. Galvenais petijums (kvantitativs): uzlabotajam modelim tika veikta deduktiva kvantitativa
parbaude, kas lava validét hipotézes un visparinat rezultatus.

Sajas cikliskajas fazes, pétljums apvienoja kvalitativo dzilumu, lai izskaidrotu mehanismus un
kontekstu ar kvantitativo noturibu, parbaudot likumsakaribas un c€lonsakaribas. Metodologiska
triangulacija palielinaja rezultatu derigumu un nodroSinaja, ka tika sasniegta gan teorctiska
novitate, gan empiriska stingriba (Johnson et al., 2007).

Dati tika vakti no 2022. lidz 2025. gadam. Pilotp&tijumam tika veikta aptauja, izmantojot socialo
mediju kanalus un platformu Prolific, kura atbild€ja 152 dalibnieki. Lai izstradatu nepartrauktas
macisanas (SL) konstruktu, tika interveti devini eksperti, kas novert€ja ta elementus. Lai validétu
konstruktu, Prolific platforma tika veiktas divas aptaujas, kuras piedalijas 201 un 205 respondenti.
Kvalitativais pétijums ietvéra intervijas ar 37 veselibas apriipes specialistiem un vaditajiem
dazados amatos un ar dazadu organizatorisko pieredzi. P€dgja kvantitativa aptauja ietvéra plasaku
veselibas apriipes specialistu izlasi Vacija ar 993 respondentiem.

Kvalitativais datu materials tika analiz€ts, izmantojot strukturta satura analizes metodi, lai
identific@tu jaunas te€mas un precizetu teorétiskos pienémumus. Abas kvantitativas datu kopas tika
parbauditas attieciba uz derigumu un ticamibu, kam sekoja hipotezes parbaude, izmantojot
regresijas metodi un strukturalo vienadojumu model&Sanu.
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Pétijumu ierobeZojumi
Sim pétijumam ir vairaki ierobezojumi.

1. Nemot véra pétjjumu tvérumu, kas koncentréjas uz administrativiem digitalajiem
piedavajumiem un pasapkalpoSanos, kas ir noteikta tiesibu aktos un attiecas tikai uz veselibas
apriipes organizacijam Vacija, ir iesp&jami uzlabojumi turpmakaja p@tnieciba. Vadosa
veselibas apriipes sistéma Vacija un salidzino$i zems digitala brieduma limenis norada uz
rezultatu parnesamibas potencialu dazados citos kontekstos. Strukturalie izaicinajumi,
pieméram, darbaspéka novecosana un regulativa sarezgitiba, ir kopigi arT starptautiska méroga.
Papildu pétijumi citas valstis ar [idzigiem apstakliem nodroSinas papildus zinasanas. PlasSaka
dazadu jomu, piem&ram, valsts parvaldes, pétiSana var sniegt atSkirigus rezultatus.

2. Vel viens ierobezojums pastav individu subjektivitates dél. Izpetitie individualie uzskati un
pasSnovertejumi var biit neobjektivi vai sasaurinati paraugkopas dél, jo promocijas darba
uzmanibas centra ir individu motivacija ar to vélmém un mentalitati. Ta ka Skersgriezuma
paszinojuma dizains ierobezo c€lonsakaribu secinaSanu, papildu longitudinali p&tjjumi ar
mérjjumu temporalu noskirSanu vai papildu vaditaju vert€§jumiem stiprinatu empirisko
celonsakaribu kédi.

3. Promocijas darba pétijums aprobezojas ari ar individu uzvedibu un nodomiem un to ar
attieksmi pret maciSanos un sevis attistiSanu. Turpmakie p&tijumi, tostarp tie, kas p&ta kultiiru
un vertibas, varétu uzlabot zinasanas par Siem maciSanas faktoriem.

Teoretiskais pamats

Promocijas darba teor€tiskais pamats ir balstits uz dazadiem literatira plasi apspriestam
koncepcijam un teorijam, nodroSinot stabilu pamatu DT analizei veselibas apripé. Promocijas
darba pamatos tiek pielietota dinamisko sp&ju pieeja (Teece et al., 1997), kas uztver organizacijas
ka pielagojamas sisteémas. Saskana ar So pieeju, sp&ja pielagoties digitalajam parmainam butu
jasaprot ne tikai tehnologiska zina, bet ari ir jaattista cilvékresursi un zinasanu parvaldiba.
Promocijas darba Sis skatfjums tiek paplasinats, ievieSot SL ka jaunu mikrolimena sp€ju, kas
sasaista individu maciSanos un motivaciju un apmacibu procesus organizacijas.

Promocijas darba maciSanas tiek uzskatita par galveno faktoru. Individa velme macities un
patstaviga kompetenCu attistiSana tiek skatita kopa ar organizacijas organiz€tu apmacibu.
Inovaciju difiizijas (DOI) teorija (Rogers, 1962) tiek skaidrots, ka dazadi dalibnieki laika gaita
ievie$ inovacijas. Balstoties uz So teoriju, $aja petijuma tiek postuléts, ka digitalo pakalpojumu
ievieSana un izmantoSana galvenokart ir atkariga no individu attieksmes un apstakliem
organizacija. V&l viens teorétiskais pamats, kas veidoja promocijas darba teoretisko ietvaru, ir
darbinieku motivacija ka izskiro$s faktors, kas nosaka to vai digitalie pakalpojumi tiek kaveti vai
veicinati. PasnoteikSanas teorija (Deci & Ryan, 1985) motivacija tiek raksturota ka biitiska jaunu
prasmju apguvei. To papildina digitalas kompetences ideja, kas ietver ne tikai digitalo tehnologiju
izmantoSanu, bet arT aktivu to integréSanu darba un inovacijas procesos. Papildus tam,
Appelbauma (2000) izstradata sp&ju-motivacijas-iespgju (AMO) sisttma veido pamatu
priek$noteikumu individiem izpétei. Ta nosaka, ka sp&jam, motivacijai un strukturalajam iesp&jam
ir jamijiedarbojas, lai veicinatu DT.

Apkopojot teorétisko pamatojumu, var secinat, ka DT veselibas apriipé nosaka individus
ietekméjosu faktoru kombinacija (vélme macities, motivacija, prasmes) un apstakli organizacija
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(struktiira, macibu iesp€jas, kulttira). Integr&jot Sis teoretiskas pieejas, tika izveidots modelis, kas
izskaidro gan individualos, gan kolektivos mehanismus un kalpo par pamatu $aja promocijas darba
izklastitajam konceptualajam ietvaram.

AizstaveSanai izvirzitas tézes.

1.

SL tiek definéts ka individu attieksme, kas apvieno jaunus uzvedibas veidus ar nepartrauktu
velmi apSaubit ierasto rutinu vai ieradumus un apgiit kaut ko jaunu. SL ietver motivaciju apgiit
kaut ko jaunu, noskaidrot un risinat problémas, ka ari v€lmi patstavigi apgtt atbilstoSas
zina$anas un kompetences. ST individu atticksme un uzvedibas veids lauj organizacijam
nepartraukti attistit vai parkonfigurét resursus DT. SL konstrukts ar divam apakSdimensijam,
mentalitati un uzvedibu, veido jaunu individa limena dinamisko sp&ju mikropamatu veselibas
apripes organizacijas. Tas ietver kognitivos un uzvedibas modelus, kas nodrosinatu digitalo
pakalpojumu sniegSanas iespg&jas. Ar divlimenu uzmanibu uz pasreiz€jo individa
cilvékkapitala parstrukturéSanu un konceptualo ilgtermina pielagosanas sp&ju organizacijas,
jaunais konstrukts pierada pozitivo ietekmi uz darbaspéka neatkarigdm, ilgtermina sp&am un
vélmi, kas kopuma nodroSina organizacijas pielagoSanas sp&ju un nepartrauktu digitalo
pakalpojumu uzlaboSanu un inovacijas veselibas apriipé.

Tieksmei uz SL ir pozitiva ietekme uz darbinieku profesionalo attistibu, izmantojot AMO
sisttmu. Aktiva individu iesaistiSanas un vélme piedalities ar inovacijam saistitas aktivitates
palielina gan to sp&ju apgiit jaunas kompetences, gan motivaciju tas pielietot.

SL mentalitate uzlabo AMO motivacijas un iesp&ju dimensijas, nodrosinot individu proaktivu
iesaistiSanos. Atvérta domasana lauj rikot profesionalas attistibas pasakumus, lai apgitu
apzinatas lietoSanas kompetences un motivetu digitalo pakalpojumu un inovaciju ieviesanu.
Individu tieksmes uz maciSanos un attiecigds mentalitate ietekme uz organizaciju Iimena
rezultatiem galvenokart tiek sasniegta ar AMO faktoriem, kas kopigi parvers cilvékkapitala
attisttbu  digitalo pakalpojumu inovacijas. Strukturalie faktori, piem&ram, motivacija,
macisanas iesp&jas un apstakli organizacijas, atsver individu sp&ju ietekmi pasreizgja veselibas
apriipes nozares parmainu faze.

MaciSanas darbavieta (WLEAR) veicina SL parvérSanu rezultatos organizacijas. Organizaciju
WLEAR pastiprina individu Iimena faktoru pozitivo ietekmi uz digitalo pakalpojumu
piedavajumu (DSO), nodroSinot WLEAR ka kritiski svarigu mehanismu nepartrauktai
inovésanas spéejai.

Zinatniska novitate

Promocijas darba ir sniegtas sekojoSas teorétiskas, praktiskas un metodiskas novitates:

1. Konceptualais modelis tika izstradats, pamatojoties uz literatiiras izp&ti un pilnveidots ar
intensiva kvalitativa pétfjuma rezultatiem. Sis modelis teorétiski pamato maciSanos ka
centralo atjaunotnes mehanismu organizacijas.

2. Tika definéts SL konstrukts un ta raksturojosie raditaji.

3. Promocijas darba ir sniegti empiriski pieradijumi par SL mehanismiem individa [imeni un
strukturétam apmacibu koncepcijam organizaciju liment digitalo pakalpojumu ievieSanas
paatrinasanai.

4. Motivacijas teorijas un koncepcijas, jo 1pasi PasnoteikSanas teorija un AMO sistéma, tika
pétitas un parbauditas, lai darbiniekiem butu iesp&ja patstavigi apgit zinasanas un
kompetences jauniem, digitaliem uzdevumiem.
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5. Tika identificeti individa Itmena un kontekstuali faktori, kas ir pietiekami, lai pielagotu
organizacijas sp&jas un argjo spiedienu parverstu jauna, digitala darba iespgjas.

6. Teorétiska diskusija par dinamisko sp&ju mikropamatiem tika paplasinata, ievieSot un
konceptuali nostiprinot SL koncepciju.

7. Sasaistot individa spgjas, motivaciju un apmacibas iesp&jas organizacijas (AMO sisteému
un maciSanos darbavietd) ar kolektiviem inovacijas procesiem tika paradits, ka cilveka
uzvediba un motivacija mijiedarbojas ar organizacijas struktiirvienibam un to spgjam.

8. Tika precizeti teorétiskie pamati organizaciju atjaunotnei veselibas apriip€, ka ar1 izveidots
jauns ietvars maciSanas procesu integracijai individa un organizaciju [imeni.

Pétijuma praktiska nozime

Promocijas darba rastas atzinas ir noderigas veselibas apriipes organizacijam veiksmigi vadit DT.
Petijuma rezultati ir tieSi saistiti ar veselibas apriipes organizacijam, kas vada DT procesus.
Rezultati paradija, ka ilgtsp&jigus panakumus nevar panakt tikai ar tehnologiskiem ieguldijumiem
vai tikai ar individa motivaciju, bet gan ar sistematisku abu dimensiju kombinaciju.

Praktiski tas nozimé, ka javeido maciSanas process ta, lai tas veicina digitalo kompetencu
apgiiSanu, nodroSina autonomiju un atbalsta motivaciju ilgtermina. Tad€jadi lémumu pienéméjiem
tiek sniegti uz pieradijumiem balstiti noradijumi par to, ka atbildigas strukttirvienibas var
meérktiecigi stiprinat veselibas apriipes organizaciju inovacijas sp&jas un digitalo pakalpojumu
ievieSanu.

Likumdevéjiem tiek sniegts ieskats par to, ka motivaciju un maciSanas procesus var aktivizet,
izmantojot integréjosus pamatnosacijumus, stimulu sistémas un atbalsta struktras.

Galveno rezultatu prezentacija starptautiskas zinatniskajas konferences

Promocijas darba zinatnisko pétijjumu rezultatus autore prezent€ja sekojoSas zinatniskajas
konferences:

1. Starke, S. (2024). “Learn to be Resilient: The Effect of Digital Competencies”, Annual
Scientific Baltic Business Management Conference ASBBMC 2024.

2. Starke, S. & Ludviga, 1. (2024). “New Dynamics for Digital Transformation in Healthcare - A
Systematic Literature Review”, European Academy of Management Conference 2024.

3. Starke, S. & Ludviga, 1. (2024). “Entrepreneurs Empower Digital Transformation in
Healthcare — New Competences for Learning”, RENT Anthology 2024.

4. Starke, S. (2024). “Digital skills and learning in transition: Use case Al in knowledge
management”, A1 Navigator Conference 2024.

5. Starke, S. (2025). “Work Redefined: Pathways to Competency in the Digital Age”, Annual
Scientific Baltic Business Management Conference ASBBMC 2025.

6. Starke, S. & Ludviga, 1. (2025). “Healing Digital Competency Gaps: Sustained Learning in
Healthcare’s Digital Transformation”, European Academy of Management Conference 2025.

7. Starke, S. & Ludviga, 1. (2025). “Learn how Digital Transformation Could Diffuse into
Organisations: Impact of Motivation and Innovation on Digital Competences and Learning”,
IARIA Digital 2025.

8. Starke, S. & Ludviga, L. (2025). ,,Sustained Learning as a Dynamic Capability in Healthcare
Digital Transformation”. Academy of Management Annual Meeting 2025.
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Publikacijas

1.

Starke, S. & Ludviga, 1. (2024). Caring about individual motivation to adopt and learn? A
systematic literature review of digital transformation in healthcare. Journal of Business
Management, 22, 55-78. (ERIH PLUS)

Starke, S. & Ludviga, 1. (2024). Impeding digital transformation by establishing a continuous
process of competence reconfiguration: Developing a new construct and measurements for
sustained learning. Sustainability (Switzerland), 16(23). (SCOPUS, WOS)

Starke, S. & Ludviga, 1. (2025). “Unlocking digital potential—The impact of innovation and
self-determined learning.” Systems, 13(5), 396. (SCOPUS, WOS)

Starke, S., Ludviga, L., Frohlich, J. (2025). “Ability, motivation and opportunity to participate
in the digital change: A focus group study on new concepts for sustained learning in
healthcare organisations.” Edelweiss Applied Science and Technology, 9(3), 61-74.
(SCOPUS)

Starke, S. & Ludviga, 1., “Sustained Learning as a Dynamic Capability for Digital
Transformation: A Multilevel Quantitative Study on Workforce Readiness and Digital
Services in Healthcare”, Sustainability (Switzerland). (SCOPUS, WOS)

Starke, S. & Ludviga, 1. “Impact of digital competences on organisational learning”, accepted
for publication in Journal of Business Management. (ERIH PLUS)

Starke, S. & Ludviga, 1. “Sustained Learning as a Dynamic Capability in Healthcare:
Addressing Digital Competency Gaps through Workplace Learning and the AMO
Framework”, submitted to The Learning Organization (under review). (SCOPUS, WOS)
Starke, S. & Svensson, A. “When Tools Make Sense — Understanding how Perceived Utility
of Digital Tools Shapes Motivation to Engage in Learning”, submitted to The Learning
Organization (under review). (SCOPUS, WOS)
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2. GALVENO REZULTATU KOPSAVILKUMS

2.1 Pirmas Nodalas Galvenie Secinajumi (Teorétiskais Pamatojums)

Sastav no 35 lappusém, t.sk. 14 atteliem un 5 tabulam

Pirmaja nodala ir raksturots pétijuma konteksts un izveidots promocijas darba teorétiskais
pamatojums. Taja digitala transformacija (DT) veselibas apriipé tiek ievietota sist€émiska
konteksta, kura ir plasaki izaicinajumi, kas saistiti ar efektivitati, pieejamibu un ilgtsp&jibu. Nodala
ir aprakstita jaukto metozu izstrade.

Sakuma ir raksturots plasaks konteksts Industrijai 4.0 un notiekosa pareja uz digitalizétu un datu
ietilpigu darba vidi, kas butiski parveido veicamos uzdevumus, kompetences un organizaciju
struktiiras. Tas noved pie jaunu darba lomu radiSanas un ietekmé profesionalo darbu (Scott &
Orlikowski, 2022). Makrolimeni digitala transformacija jau ir intensivi pétita apstrades riipnieciba
un citas nozarés, tau petijjumos joprojam nav pietickami pétits tas, ka cilvékkapitals un macisanas
procesi veido digitalo transformaciju veselibas apriipes organizacijas (Augier & Teece, 2009,
Ivory et al., 2020). Nodala ir uzsverts, ka digitalas transformacijas strat€gijas nevar balstities tikai
uz ieguldijumiem tehniskaja infrastruktiira, jo ilgtsp&jigdm parmainam ir nepiecieSami ieguldijumi
nematerialaja infrastruktiird, pieméram, prasmes, vadiba un kulttra, ka galvenajos virzitajspekos
(Melhem, 2021).

Saja plasaka konteksta, veselibas apriipes nozare izcelas ka Tpasi kritiski nozimiga un izaicinosa.
Veselibas apriipes sist€mas ir neaizstajamas ikvienai valstij visa pasaul€ attieciba uz 3. ilgtsp&jigas
attistibas merki "NodroSinat veseligu dzivi un veicinat labklajibu visiem visos vecumos" (Hone,
Macinko, & Millett, 2018), ka ar1 ievérojami palielinato globalo veselibas apripes izdevumu dél,
sasniedzot gandriz 10% no pasaules IKP (World Health Organization, 2022). Sabiedribas
novecos$anas un hronisku slimibu izplatibas pieaugums vél vairak palielina pieprasijumu péc
pakalpojumiem, savukart ierobeZotie resursi un izmaksu spiediens pieprasa efektivaku un uz
pacientu verstu apripi (United Nations, 2019, IQVIA Institute for Human Data Science, 2021).
Digitala transformacija veselibas aprupé tiek plasi popularizéta ka galvena svira, ar kuru var
uzlabot efektivitati, kvalitati un pieejamibu, izmantojot virtualo apriipi, sadarbsp&jigu datu
apmainu un viedas tehnologijas. Tom&r nodala ir uzsverts, ka veselibas apriipes organizacijas
saskaras ar papildu sarezgljumiem - stingru regul§jumu, datu aizsardzibas prasibam,
neviendabigiem dalibniekiem ar dazadiem tehniskajiem resursiem un kompetencém, ka ari
sadrumstalotam nozarém ar at$kirigam finansé$anas un parvaldibas struktiram. Sie apstakli
sarezg1 saderigas digitalas infrastrukttiras un sadarbspgjas izveidi, tad€jadi paléninot to ieviesanu,
neraugoties uz regulatoru un politikas veidotaju spécigo argjo spiedienu. Taja pasa laika pacienti
arvien vairak gaida digitalu piekluvi savai veselibas informacijai, pieméram, ierakstu un testu
rezultatu apskati tieSsaisté, kas pastiprina nepiecieSamibu organizacijam izstradat digitalos
pakalpojumus.

Ievada ir uzsverts, ka digitala transformacija nav tikai tehnisks projekts, bet art dzilas organizacijas

un kultiiras parmainas. Tas izmaina to, ka tiek organizets darbs, ka tiek pienemti [émumi un ka

notiek maciSanas, rosinot fundamentalus jautajumus par prasmém un mentalitati, kas nepiecieSama

visos sist€émas limenos. P&tniecibas un politikas iniciativas jau ir atzita digitalo kompetencu,

radoSuma, problému risinaSanas un autonomas macisanas nozime ka pamatprasibas turpmakajam
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darbam. Piem@ram, asociacija Stifterverband fiir die Deutsche Wissenschaft (Suessenbach et al.,
2021) izstradaja nakotnes prasmju koncepciju, kas izdala tehnologiskas, digitalas, klasiskas un
transform€josas kompetences. Jaunakie petijumi biezi nepietickami noverte darbinieku lidzdalibas
lomu un to individualas prasibas (Hartmann et al., 2023), atstajot neskaidru to, ka digitalo
transformaciju var veidot, lai aktivi iesaistitu tos, kuriem ir jaievies jauni pakalpojumi un jastrada
ar tiem.

Galvenie valsts politikas pasakumi, kas veicina digitalos pakalpojumus veselibas apripé Vacija,
ietver elektronisko veselibas karti, kas kops 2025. gada paredz sadarbspé&jigus pacientu ierakstus,
kas pieejami visiem pakalpojumu sniedzgjiem, un telematikas infrastruktiiru, valsts méroga drosu
datu apmainu, kas savieno pacientus, aptiekas, slimnicas, arstus un veselibas apdrosinasanu (Ernst
& Young, 2020). Sis politikas nostadnes un noteikumi piedava iesp&jas integrét pacientu
pasSparvaldi, procesu automatizaciju un starpnozaru sadarbibu. Ta veiksmiga istenoSana ir atkariga
no darbinieku gatavibas ieviest §1s sist€émas sadrumstalotas organizaciju strukttrvienibas, uzsverot
nepiecieSamibu péc mehanismiem, kas savienotu politikas sniegtas pilnvaras ar dinamiskam
spejam.

Dinamisko sp&ju teorija ir postuléts, ka organizacijas ir sist€mas, kuram jaintegré, jaattista un
japarkonfigure ieksg€jas un argjas kompetences, reaggjot uz strauji mainigo vidi. Nodala ir izveidots
dinamisko sp&ju ietvars, paplasSinot to ar cilvékkapitalu un maciSanos ka organizacijas
pielagosanas mikropamatus veselibas apriipes digitalas transformacijas procesa. It seviski, taja tiek
apgalvots, ka maciSanos var uzskatit par dinamisku sp&ju un ka ir nepiecieSamas izveidot jaunu
individa Itmena konstruktu, lai saprastu, ka darbinieki nepartraukti atjaunina prasmes, izaicina
ierasto rutinu un iesaistds inovaciju ievieSana. Teor€tiska pamatojuma izstradei tika veikta
literatiiras izp&te datubazes Scopus un Web of Science, analiz€jot zinatnisko zurnalu rakstus un
gramatu nodalas, kas publicétas laika no 2019. Iidz 2023. gadam (skat. 2.1. attelu).

Mekl€jums 1 I Dokumenti Meklgjums 2 I Dokumenti
4 ) ( N
Meklgsana péc atslégvardiem “digital transformation™ Meklesana péc atslégvardiem*i ion adoption”
un “organi*ational leaming “ un “dynamic capabilities™
Datubazes Scopus (352) un WoS (239) Datubazes Scopus (205) un WoS (450)
- J .
Filtrét dokumentu tipus“articles” un “book chapters”, R (Filtrél dokumentu tipus“articles” un “book chapters”,
jomas “business, economics, management & jomas “busi i
accounting”, “education & educational research” un accounting”, “dducation & educational research” un
“social sciences” un gadi 2019-2023 “social sciences” un gadi 2019-2023
\Dambﬁzcs Scopus (143) un WoS (80) ) kDalubizes Scopus (78) un WoS (161) )
e N ( )
Visas atvértas piekluves 103 \ Visas atvértas piekluves 89
Datubazes Scopus (66) un WoS (37) / Datubazes Scopus (31) un WoS (58) \
N\ J § N J

2.1. attels: Meklesanas soli sistemdtiskd literatiiras izpété
Avots: autores apkopojums.

Pec atkartojoSos avotu izdzeSanas, papildu literatiiras pievienoSanas ar “sniega bumbas”
panémienu un jaunakas literattras papildu mekléSanas datubaze ScienceDirect 2025. gada augusta,
210 dokumenti tika atlasiti Sadu teor&tisko koncepciju un teorétiska ietvara definéSanai. Analizetie
raksti tika struktur@ti un iedaliti kategorijas, lai paraditu pielietoto metodi un p&tijuma Iimeni (2.1
tabula).
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2.1 tabula: Literatiiras izpétes rezultati

Pamatteorija Metode Limenis
Dinamiskas Kvalitativa (30) Bizness (19), Organizacija (10), B & O (1)
spejas (54) Kvantitativa (23)  Bizness (12), Organizacija (11)
Jauktas metodes  Individs un organizacija (1)
1)
Organizacijas Kvalitativa (32) Bizness (3), Organizacija (16), Individs (8), O &
kultiira un Kvantitativa (11)  1(5)
macisanas Jauktas metodes = Organizacija (6), Individs (3), O & 1 (2)
(44) (1) Individs (1)
Inovacijas Kvalitativa (30) Bizness (13), Organizacija (11), B & O (2),
42) Kvantitativa (10)  Individs (2), O & 1 (2)
Jauktas metodes  Bizness (4), Organizacija (4), B & O (1), Individs
) (1)
Bizness (1), Organizacija (1)
Resursos Kvalitativa (13) Bizness (6), Organizacija (5), B & O (1), Individs
balstita Kvantitativa (5) (1)
teorija (20) Jauktas metodes = Bizness (2), Organizacija (3)
(2) Bizness (1), Organizacija (1)
IesaistiSanas  Kvalitativa (5) Bizness (1), Organizacija (1), Individs (3)
un uzvedibas Kvantitativa (2) Individs (2)
nodomi (18)  Jauktas metodes  Bizness (4), Organizacija un individs (2), Individs
(7) 2),
Citi (32) Kvalitativa (17) Bizness (11), Organizacija (5), O & I (1)

Kvantitativa (12)
Jauktas metodes

3)

Bizness (9), Organizacija (1), Individs (1), O & I

(1)
Organizacija (1), Bizness (2)

Avots: autores apkopojums balstoties uz saviem datiem.

Literaturas izpéte atklaja kvalitativo pétijumu parsvaru par kvantitativajiem, tadejadi paradot
eso$as nepilnibas un nepiecieSamibu péc turpmakas teor€tiskiem petijumiem. Digitala
transformacija (DT) butiski parveido darbavietas, radot ne tikai iesp&jas, bet ar1 spriedzi, kas rodas
no ieguldijumiem jaunas tehnologijas un individu attiecksmes pret inovacijam (Scott & Orlikowski,
2022). Veselibas apriip€, individu dimensija ir pasi svariga, jo daudzi lideri ar medicinisko
izglittbu me&dz palauties uz iegiitajam kompetenceém un vilcinas ieviest un parvaldit jaunus
digitalos procesus (Gjellebak et al., 2020). Tapéc veiksmiga transformacija ir atkariga ne tikai no
tehnologiskas infrastruktiiras, bet ari no dinamisko sp&ju, pasvaditas maciSanas un parmainu
kompetencu attistiSanas (Ellstrom et al., 2022). Veselibas apriipes konteksta efektivai DT ir
nepiecieSama strukturéta parmainu vadiba, kas integré atbilstibu normativajiem aktiem no augsas
uz leju ar maciSanas kultiiras attistibu no apaksas uz augsu, lai nodroSinatu ilgtsp&jigas digitalas
parmainas.

DT ir saistita ar fundamentalam parmainam, kuram ir bitiska ietekme uz vidi un socialo jomu.

Valstim, nozarém un uznémumiem ir jaizstrada strateégijas veiksmigam parmainam (Kraus et al.,
2022). Tiek ietekméts arT katrs individs, neatkarigi no ta, vai tas ir klients vai darbinieks, kur$ ir
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jaintegre Saja transformacijas procesa (Régo et al., 2022). Ir janoskir tris DT posmi, kas biezi tiek
uzskatiti par visaptveroSu parmainu secigiem posmiem (Verhoef et al., 2021).

e Digitizacija galvenokart ir tehnologiskas parmainas, kas nodala formu, funkcijas un piekluvi
informacijai, nemainot darbibas, kas rada pievienoto vertibu (Saarikko et al., 2020).

e Digitalizacija optimiz€ esoSos procesus, nodroSinot efektivaku koordinaciju un butiski
ietekmgjot procesus organizacija un uznémeéjdarbibas modelus (Verhoef et al., 2021).

e DT ietver biitiskas parmainas uznémuma raksturojuma, kas prasa jaunu organizatorisko formu
un spéju attistibu (Kraus et al., 2022).

Lai gan nav vienotas DT definicijas, to var uzskatit ka jaunu, inovativu tehnologiju pielietosanu
un integraciju ar parveidotu sadarbibu un ietekmi uz sabiedribu, ekosisttmam, nozarém, valsts
parvaldi, uznémumiem, cilvéku dzivi un klientu pieredzi (Kraus et al., 2022).

Digitalas tehnologijas un digitalizacija uzlabo veselibas apripes efektivitati un samazina izmaksas,
uzlabojot procesus un pakalpojumus vairakam ieintereséto grupam (Laurenza et al., 2018;
Gjellebzk et al., 2020; Schallmo, 2018; Kraus et al., 2021). Tomér kopigs redz&jums par
sadarbsp&ju un standartiz€tu starpnozaru sadarbibu paSlaik ir viens no lielakajiem Sk&rSliem
daudzas valstis, jo jebkuras digitalizacijas strat€gijas panakumi ir atkarigi no visu attiecigo
ieintereséto pusu aktivas iesaistiS8anas, un pat visizsmalcinatakas strat€gijas istenoSana var
neizdoties, ja inovaciju ievieSana saskaras ar pretestibu, ka noradits to sistematiskaja literatiiras
izpete (Talwar et al., 2020).

Nemot véra iepriek§ minéto, politikas veidotaji cenSas palielinat vispargjo digitalizacijas limeni,
lai uzlabotu veselibas apriipes pakalpojumus un ierobezotu izmaksas (World Health Organization,
2021). Saja konteksta Vacija ir Tpasi svarigs gadijums: ta ir atzita par inovacijas lideri, kas
parsniedz ES vidgjo raditaju (European Commission, 2022), ienem treso vietu Pasaules veselibas
apriipes inovaciju indeksa (Roy, 2023), un tas veselibas apriipes modeli ka universalu ir ieviesusas
vairakas citas Eiropas valstis (Albulescu, 2022). Tomér DT Vacija ieveérojami atpalieck no
likumdevéja certbam gan kopuma ekonomika, ka to apliecina apkopotais ikgadgjais digitalizacijas
indekss, kura Vacijas Ekonomikas ministrija sniedz ieteikumus ricibai, pamatojoties uz progresu
un novérojamiem trikkumiem (Biichel & Engels, 2022), un vél drastiskak tas izpauzas veselibas
apriipes nozaré. Vacijas veselibas apriipes sistéma ir piemeérots §1 petijuma konteksts, jo ta apvieno
vadoSo veselibas apripes sisttmu Eiropa ar salidzinosi zemu digitalo briedumu un strukturalu
konservativismu. Ta ka tai ir [idzibas ar citam valstim ar augstiem ienakumiem un p&tijums balstas
uz starptautisku literatiiru ka teorétisko pamatu, iegiitas atzinas var biit parnesamas uz citiem
lidzigiem kontekstiem.

Vacijas tiesibu akti nosaka procesu, tehnologiju un datu drosibas ietvarus, lai veicinatu digitalo
transformaciju veselibas apriipes organizacijas, nosakot ka obligatu izmantot digitalos
pakalpojumus un platformas (Breaugh et al., 2023). Veselibas apriipes pakalpojumu sniedzgjiem
ir japielagojas strauji mainigajiem arjiem apstakliem, uzlabojot ieks$€jos procesus, izmantojot
jaunas digitalas tehnologijas, uzskatot DT ne tikai par tehnologiskam parmainam, bet ari par sociali
tehnisku procesu, kas saskano inovacijas ar rutinu organizacijas un socialo praksi, lai izvairitos no
neveiksmém. Tiek uzsverts, ka digitalo inovaciju veiksmigai ievieSanai veseliba ir jasaskano
tehniskas 1pasibas ar rutinu organizacijas, noradot uz neveiksmes risku, ja netiek nemta véra sociali
tehniska savstarpgja atkariba (Greenhalgh et al., 2017). Lidzigi arT citi autori (Brandenberger et
al., 2024) norada, ka §1s organizatoriskas parmainas ir loti svarigas daudzu ieintereséto pusu
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veselibas apripes ekosistémas, kur sadarbspéja ir atkariga no socialas prakses, kas ir jarisina, lai
noverstu ievieSanas sadrumstalotibu.

Veselibas apriipes organizacijas saskaras ar dazadam ieinteres€to pusém, normativajiem
nosacijumiem un ieks€jo vidi, un tas varétu nosaciti iedalit maksatajos un pakalpojumu sniedz€jus
(stacionari/ambulatori), kur mazakas ambulatoras iestades, piem&ram, arstniecibas prakses, rada
ipasas problémas. Lai gan jaunas tehnologijas varétu nodrosinat tiklotu, uz veértibam balstitu
apripi, dazadi to ievieSanas tempi traucé sadarbibu, padarot dotas tiesiskas pilnvaras
nepietieckamas, un ir nepiecieSamas organizatoriskas izmainas, izmantojot dinamiskas sp€jas, lai
istenotu galvenas Vacijas politikas nostadnes, pieméram, elektroniskas veselibas kartes un
telematikas infrastruktiira (Brandenberger et al., 2024; Del Giudice et al., 2021). Galvenie
izaicinajumi dazados Iimenos ir dazadu ieintereséto pusu ar dazadu ieprieks€jo vesturi un pieredzi,
ka arT sadrumstalota tehnologiska infrastruktiira, aprikojums, zinaSanas un prasmes. Literattiras
parskata identificétas galvenas teorijas tiek analizétas, lai veidotu empiriska petijuma teorétisko
1etvaru.

Dinamiskas spéjas

Dinamiskas sp&jas (DC) un DT ir savstarpgji saistitas, jo digitalas tehnologijas var fundamentali
parveidot organizacijas, tomér paslaik nav pietickami daudz pétijumu par to, ka attistit §is sp&jas
organizaciju transformacijas nolika (Warner & Wiéger, 2019). Uztverot un izmantojot
(tehnologiskas) iespgjas, lai izstradatu jaunus procesus vai pakalpojumus, DC ka organizatorisko
resursu un procesu kombinacija lauj organizacijam sasniegt konkurences prieksrocibas (Warner &
Wiger, 2019).

Diskurss par DC pédgja laika ir attistijies, lai risinatu butiskas digitalas parmainas, integréjot IT
specifiskus procesus, lai reag€tu uz atrgaitas digitalo vidi. Digitalas dinamiskas spgjas tiek
defingtas ka sp€ja uztvert digitalas iesp&jas, izmantot un parveidot tas, tadejadi laujot uznémumiem
organizet digitalas inovacijas strauju tehnologisko parmainu apstaklos (Albannai et al., 2025).
Lideriba digitalaja laikmeta tiek pétita ka faktors, kas veicina digitalo strat€giju, pieméram,
platformu, ieviesanu un IT iesp&ju modificeéSanu. Tiek uzsveérta DC parvaldibas nozime (Teece,
2019), lai mérktiecigi mainitu resursus. Citi autori (Helfat & Martin, 2015) izskaidro saikni starp
vadibas lémumu, stratégiskam parmainam un sniegumu ka strat€gisko nodomu. Jaunakos
pétijumos par DC tiek uzsverta atskiriba starp tiri adaptiviem procesiem un stratégisko veidosanu,
kura dalibnieki aktivi maina tirgus apstaklus (Cristofaro et al., 2025). Tiek uzsvérta
uznéméjdarbibas vaditaju un vinu kognitivo sp&ju ka organizatorisko parmainu mikropamata
nozime (Kulichyova, 2025).

Veselibas apriipes organizacijam ir jaattista savas DC, lai veicinatu DT, kas ietver uztveri,
izmantoSanu un resursu parveidoSanu, pieméram, mentalitati, zinasanas, tehnologisko
pasefektivitati, tiklus, kolektivo maciSanos un organizaciju elastibu (Schoch et al., 2022; Shirazi
etal., 2022), lai pielagotos Industrijas 4.0 darba videi, likumu prasibam un jaunajam tehnologijam,
skat. 2.2. tabulu. DT gadijuma, uztverSana attiecas uz iesp&ju vai draudu identificeSanu, kas saistiti
ar digitalajiem rikiem vai pakalpojumiem, un to izmantoSanu resursu strukturalai reorganizacijai
(Schilke & Helfat, 2025). Nesenas diskusijas rekonfiguracija ir atzita par DT centralo elementu.
Cilvekkapitala ka biitiska aktiva parveidoSana lauj organizacijam aktivi veidot un nepartraukti
attistit savu vidi (Joussen et al., 2025).
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2.2. tabula: Digitalai transformacijai nepieciesamo dinamisko spéju noteicosie faktori

Uztvere Izpratne Izmanto$ana Parkonfiguracija

Jaunu tehnologiju MaciSanas organizacijas vide

L Pasefektivitate Elastiba o .
ievieSana un attiecigas vadlinijas
Zlnasanlj Nosacijumu (Nakotnes) -
1zmantosana . ¥ g = Kompetencu attistiba
atviegloSana scenariju planosana
Tiklu un attiecibu Komanda (tikla) " - . _
— . Kompetencu Inovativa, eksperimentala
uztureésana un €S0S0 normu -
v =y vadiba kulttra
paplaSinasana atbalsts

Avots: autores apkopojums balstoties uz Teece (2007)

DC efektivitate organizacijas un vadibas Itmen ir atkariga no mikropamatiem darbinieku liment,
kas savieno organizacijas sp€jas un vadibas koordinaciju ar darbaspeka pielagoSanas sp&ju. Tomer
DC ir sarezgits, nematerials ietvars, kam nepieciesamas skaidras definicijas un stingri pasakumi
(Schilke & Helfat, 2025).

Inovaciju ievieSana

Inovacija apzZimé jaunu ideju un tehnologiju radiSanu vai tirgu rasanos, kas tiek plasi pienemti,
papladinot zina$anas un attistot vajadzigas struktiiras. Inovacijas jédzienu ierosinaja Sumpéters
(Schumpeter, 1939) ka iek$&ju parmainu faktoru, kas samazina izmaksas, veicina organizacijas
snieguma uzlaboSanu un konkurences prieksrocibu iegtSanu, veiksmigi ievieSot produktus un
radot vertibu klientiem (Drucker, 1998; Mendoza-Silva, 2021). Uzvedibas zina, tas ietver jaunu
elementu ievieSanu realitateé, un diftizija raksturo to izplatibu no raditdjiem Iidz lietotajiem
(Robertson, 1967).

Inovaciju izplatiSanas (DOI) teorija (Rogers, 1962) tiek skaidrots, ka inovacijas izplatas socialajas
sistémas, ar ievieSanas posmiem, ko raksturo pieci galvenas uztveramas pazimes, kas nosaka
izplatiSanas atrumu un apjomu, kas ir butiski digitalas transformacijas progresa meériSanai
(Gardner, 2022).

e Salidzinosa priekSrociba: pakape, kada inovacija tiek uzskatita par paraku par esoSajiem
procesiem, produktiem vai tehnologijam, tadejadi paatrinot tas agrinu ievieSanu (De Vries
et al., 2016).

e Saderiba: cik liela méra tas atbilst individu vértibam, vajadzibam un pieredzei; neatbilstiba
palénina ievieSanu (Venkatesh et al., 2003).

e Sarezgitiba: uztvertas grutibas saprast un izmantot; vienkarsakas inovacijas izplatas atrak
(Rogers, 1962).

e Izm@ginajuma iespgja: spgja veikt izmeginajumus zema riska apstaklos, veicinot atraku
ieviesanu (Cain et al., 2002).

e Noveérojamiba: rezultatu redzamiba citiem, samazinot nenoteiktibu, izmantojot Iidzbiedru
piemérus (Robinson, 2009.
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Sis teorétiskais pamats nodro§ina empiriski pamatotu ietvaru, lai analizétu, ka individu uztvere un
organizaciju konteksts ietekmé digitalo pakalpojumu ievieSanu reguléta, daudzpusgja vide,
piem&ram, Vacijas veselibas apriupé, kur argjas prasibas (pieméram, ieviest elektroniskas veselibas
kartes) mijiedarbojas ar dazadiem gatavibas [imeniem organizacijas.

MaciSanas

Stingri reguléta veselibas apriipes nozar€, kurai raksturiga ierobeZota konkurence, tiek pienemts,
ka macisanas ir neizbeégama transformacijas procesa. Pasreizgja literatiira, maciSanas tiek uzsverta
ka butisks faktors darbibai digitalaja vide, uzsverot gan zinasanas, gan kompetenci. Tomér DT
gadijuma, nav vienotas macisanas koncepcijas. Tiek uzsverta sarezgitiba un atskirigie viedokli
individa, grupas un organizacijas limeni, ka ar1 kognitivie un uzvedibas faktori (Crossan et al.,
1995). Saskana ar plasaku definiciju, maciSanas lauj individiem un organizacijam efektivi
darboties un ieviest inovacijas strauji mainigos apstaklos (Fiol & Lyles, 1985). Tas tiek
konceptualizets ka daudzslanains process, kas notiek gan individa, gan organizacijas Iimeni, un
kura mérkis ir pielagot un uzlabot uzvedibu, zinasanas, izpratni, prasmes un uzskatus.

Organizacijas macisanas tiek definéta ka dinamisks maciSanas un zinaSanu atjaunoSanas process
individa, grupas un organizacijas ltmeni, kas saknojas organizacijas uzvediba, kognitivajas un
socialajas zinatn€s un organizacijas strat€giskaja vadiba, ko nosaka vairaki faktori (Fiol & Lyles,
1985). Tas ietver tadas darba rutinas, struktiiras un kultiiras veidoSanu, kas atvieglo zinasanu
apmainu un pielagoSanos. Tom@r organizacijas maciSanas var biit 1€ns process, it 1pasi, ja ir
jamaina iedibinata rutinas kartiba, kas biezi vien apgriitina pielagoSanos straujam parmainu
tempam un mainigajam individu vajadzibam DT konteksta (Schein, 2004), nemot veéra
organizacija esoSos ierobezojumus strauju parmainu laika. Tradicionalas koncepcijas palidz
organizacijam pielagoties, bet biezi vien darbojas 1€nak un paliek saistitas ar esoSo struktiiru un
kultoru. Loti dinamiska un sarezgita digitalaja videé vairs nepietick ar So ierasto rutinu, lai
neatpaliktu no straujam parmainam un pieaugoSajam prasibam péc individualajam prasmém jauna
darba vide. Ta vieta organizacijam ir nepiecieSami apstakli, kas veicina nepartrauktu pielagosanos
un atjaunoSanos individu limeni, integréjot maciSanos nepartraukta, sistémiska procesa, nevis
uztverot to ka vienreizgju pasakumu.

Individuala macisanas tiek definéta ka process, kura, mijiedarbojoties ar vidi, tieck mainitas
reakcijas uz stimuliem (Lachman, 1997). Individuala maciSanas attiecas uz pasvaditiem
procesiem, kuros darbinieki patstavigi iegilist zinaSanas, apSauba ierasto rutinu un pielago savu
uzvedibu jauniem digitalajiem uzdevumiem, kas biezi vien sniedzas arpus organizacijas
struktiirvienibam, ietverot proaktivu izp&ti un problému risinasanu (Ivaldi et al., 2022). Lai gan
miuzizglitiba, ko Eiropas Savieniba uzstada ka obligatu prasibu sabiedribai (Council of the
European Union, 2018), nodroS$ina makrolimena politikas ietvaru, individuala maciSanas izskaidro
mikrolimena mehanismus, kas lauj individiem saglabat savu nodarbinatibu. Abas pieejas saskan
ar prieksstatu, ka nodarbinatiba ir atkariga ne tikai no institucionalajam strukttrvienibam, bet ar1
no individu vélmes un spgjas iesaistities nepartraukta macisanas procesa (Deissinger, 2015).

MaciSanas darbavieta

Macisanas darbavieta (workplace learning (WLEAR)) tiek definéta ka process, kas ietver gan
formalu, gan neformalu sazinu zinasanu, normu un veértibu nodoSanai, un to veicina individu uz
izpéti versta uzvediba (Kyndt et al., 2014; Clarke, 2005; Matthews, 1999). MaciSanas galvenokart
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ir versta uz uzdevumu izpildi un sadarbibu, un ir loti atkariga no konteksta, kas biezi rodas no
konkr&tam problémam vai zinasanu trakuma (Matthews, 1999). Lai maciSanas biitu efektiva, ta
nedrikst but vienreiz&ja darbiba, un ta ir stingri jaintegré ikdienas darba procesos, izmantojot
atbalstosu infrastruktiiru un macibu kultiiru (Engestrom, 2001). Pastavigai DT veselibas apripes
organizacijas ir nepiecieSami macibu procesi, kas ir pielagojami, atkartojoSies un dzili ieklauti
darbavietas ikdienas praksg.

Digitala kompetence

Digitala kompetence, kas definéta ka zinaSanu, prasmju un atticksmes apvienojums, ir butiska, lai
vairotu darbinieku uztic€sanos jauno tehnologiju izmantosanai un lautu tiem aktivi piedalities
digitalizétaja darba vide (Ullrich et al., 2023; Ehlers, 2020). DT tempu biutiski ietekme individa
atticksme. Nevélésanas ieviest inovacijas palénina progresu, tadejadi radot nepiecieSamibu nemt
vera gan darbinieku izpratni un gatavibu, gan tehniskas iesp&jas. Augstaka kompetence un
briedums korelé ar lielaku atvertibu digitalajai transformacijai un sp&ju uztvert parmainas ka
iesp€ju, nevis draudu (Ifenthaler et al., 2021). Organizacijas saskaras ar izaicinajumu identificet
kompetencu trikumu un parveidot cilvékkapitalu, lai pielagotos straujam tehnologiskam
parmainam. Tas prasa veicinat ne tikai tehniskas prasmes, bet ar1 radoSumu, problému risinaSanu
un transformé&josas kompetences, izmantojot inovativas maciSanas koncepcijas (Augier & Teece,
2009; Suessenbach et al., 2021).

IesaistiSanas un motivacija

Motivacija tiek defin€ta ka mehanisms, kas liek individiem iesaistities aktivitates, kuru pamata ir
ceribas, vértibas un mérki. Ir svarigi izprast darbinieku vélmi attistit savas digitalas kompetences
un veicinat maciSanas kultiiru strauji mainiga digitalaja darba vidé (Schaufeli, 2021).

PasnoteikSanas teorija (SDT) ir galvena teorija, kas izskaidro motivaciju digitalajai
transformacijai, postulgjot, ka iek§€ja motivacija un labklajiba ir atkariga no tris psihologisko
pamatvajadzibu apmierinaSanas. Autonomija ir uztverta kontrole un brivpratiga izvéle,
kompetence ir efektivitates un speju sajiita, un atbilstiba ir saiknes un cienas sajuta (Deci et al.,
2017). Motivacijas petijumos (Vermeeren, 2014; Tensay & Singh, 2020; Raidén et al., 2006; Rossi
et al., 2020) autonomija tiek uzskatita par galveno virzitajspeku. Autonoma motivacija ne vieSLer
ir 1ek$€ji virzita. To var ietekmé@t argji faktori, pieméram, darba vide vai macibu kultiira, kas
veicina izvéles brivibu (Deci et al., 2017). Ja darbinieki nevélas piedalities DT patstavigi, tad tie
var pienemt ar&jo motivaciju darba komandas, organizacijas vai ekonomikas kolektivo intereSu
del. Lai gan SDT izskaidro psihologiskos virzitajspekus, tai ir ierobezojumi, kas nelauj pilniba
risinat sarezgito DT veselibas apriipe, tostarp tehniskos un normativos Skérslus (pieméram,
sadarbsp&ju un datu aizsardzibu), socialekonomisko nevienlidzibu un plasakus strukturalos
faktorus, piemé&ram, varas asimetriju un iesaknojusos ieradumus.

Darbaspéka profesionala attistiba: spejas, motivacijas un iespéju sistema

AMO sistéma ir labi izveidota cilveékresursu vadibas noliika un ietver tris galvenas sastavdalas:
sp&ju, motivaciju un iesp&ju piedalities (Appelbaum, 2000). Saskana ar So sist€ému, darbinieki
vislabak strada, ja tiem ir nepiecieSamas prasmes un zinasanas ka veicinosais faktors (sp€ja), tiem
ir ticksme un vélme noteikta veida uzvesties (motivacija), un tiem tiek nodrosinata atbilstosa vide
un resursi ka veicinoss apstaklu kopums (iesp€ja piedalities) (Boselie et al., 2005).
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apmierinatu digitalas transformacijas prasibas veselibas apripé (Alrasheedi et al., 2022).
Cilvekresursu vadiba ietver strateégiskos procesus, kas lauj §im darbaspékam efektivi izmantot savu
potencialu (Akter et al., 2024), savukart cilvekkapitals attiecas uz nematerialo aktivu, kas sastav
no darbinieku zinaSanam, prasmém, sp&jam un pieredzes, veidojot pamatu organizacijas sp&ju
parkonfiguréSanai, lai paplasinatu digitalos veselibas apriipes pakalpojumus (Pakaya, 2026).
Daudzos pétijumos nav iesp&jams noskirt AMO mainigos lielumus (piemé&ram, darbinieku
prasmes un atticksmi) un AMO uzlabojoSu CRV praksi (pieméram, apmacibu un stimulu
programmas), un joprojam ir ierobezota izpratne par to, ka Sie AMO mainigie lielumi
mijiedarbojas individa un organizacijas Iimeni, lai raditu vélamos rezultatus.

Teorétiskais ietvars

Teorétiska izpete atklaja, ka DT veselibas apriipe vajadzigs kaut kas vairak neka tikai tehnologiska
infrastruktiira vai normativo aktu izpilde. Apliikotas teoretiskas perspektivas aptver biitiskas
digitalas transformacijas dimensijas, tacu nepietieckami identifice konkrétas sviras dinamisko sp&ju
nepartrauktai atjaunoSanai reguléta un zinaSanu ietilpiga veselibas apriipes vidé. Lai gan
dinamisko sp&ju ietvars uzsver mikropamatu nozimi, joprojam nav skaidrs, kuri individuala Iimena
uzvedibas un kognitivie modeli tos veido. AMO ietvars defin€ sp&jas, motivaciju un iesp&jas, bet
to celonus trakte ka ar€jus, savukart pasnoteikSanas teorija skaidro motivaciju, tacu neaptver
ciklisko procesu, kura kompetences tiek nepartraukti atjaunotas. Pastav mijiedarbiba starp individa
iesaistiSanos, iesp&ju nodrosinaSanu un apstakliem organizacija. Lai gan joprojam ir nepilniga
izpratne par attiecigajam likumsakaribam un mehanismiem, kvantitativa testéSana joprojam ir
ierobezota. Pamatojoties uz literatliras izpéti, var izdart trs savstarp&ji saistitus secinajumus:

1. Inovdciju ieviesana ka transformacijas virzitajspeks:

Veiksmiga DT TstenoSana ir atkariga no tehnologisko iniciativu saskanos$anas ar individu
mentalitati, motivaciju un kompetencém. Digitalas inovacijas var definét ka rezultatus
(produktus, procesus vai pakalpojumus), kuru pamata ir darbibas, kuru mérkis ir uzsakt, attistit,
ieviest vai izmantot (Kohli & Melville, 2019). Lai veiksmigi ieviestu digitalas inovacijas,
piem&ram, uzlabotu DSO, ir jaiesaista visas attiecigas ieinteresétas puses (Talwar et al., 2020),
jo negribiga to ievieSana palénina DT procesu veselibas apriipes nozare (S Kraus et al., 2021).
Darbiniekiem ir jabiit kompetencém, lai izprastu un efektivi izmantotu jaunas tehnologijas (van
Laar et al., 2020). Tas ir izaicinajums vadibai mudinat darbiniekus un dot tiem attiecigas
iespgjas (Nylén & Holmstrom, 2015). Tadel organizaciju stratégijas ir japievers uzmanibu
strukturalajiem un cilvéciskajiem faktoriem.

2. Individu motivesana un iespéju nodrosinasana tiem:

Darbinieku iesaistiSanas un attiecigas informacijas nodroSinasana ir svarigi snieguma un
inovaciju faktori (Hansen & Nerup, 2017). Ieprieksgjos pétijumos par DT, motivacija tika
ieteikta ka fundamentals mehanisms, caur ko darbinieki pielagojas mainigam situacijam
(Meyer et al., 2010). Darbinieku v&lmi iesaistities DT nosaka to autonomijas, kompetences un
atbilstibas sajiita (Deci & Ryan, 1985). Digitali parveidotas darbavietas darbinieki var justies
mazak motiveti, ja tie ve€las sniegt ieguldijumu sava darba, bet nevar piedalities vai sekot I1dzi
izpratnes un kompetencu trikuma dél (Ohlert et al., 2022). Tap&c macibam un adaptacijai
janotiek, mijiedarbojoties ar vidi (Wang and Panaccio, 2022). Ieprieksg€jie petijumi liecina, ka
darbiniekiem ir jabiit nodroSinatiem ar iesp&jam, atbalstitiem un apvienotiem, lai tie butu
motivéti (Schaufeli, 2021). Iesp&jas nodrosinosas strateégijas, piemeéram, lidzdaliba 1€émumu
pienemsSana, paSvaditas maciSanas iesp&jas un zinasanu atziSana, uzlabo individu ieks$gjo
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motivaciju. Strukturétas maciSanas koncepcijas un WLEAR ka faktori ietekme& darbinieku
motivaciju vairakos veidos, nemot veéra gan personiskos, gan kontekstualos faktorus (Eccles &
Wigfield, 2002).

3. Mdcisands un atbalsts organizacija

Nepartraukta un paSvadita maciSanas tiek uzskatita par butisku faktoru, kas mazinatu plaisu
starp esoSajam un nakotné nepiecieSamajam kompetencém. Organizacijas kultiirai un vadibai
ir iz8kiro$a nozime, radot droSu vidi eksperimentiem, atbalstot zinaSanu apmainu un saskanojot
apmacibu ar mainigajam darba prasibam.

Lai gutu panakumus DT procesa, organizacijam ir jaattista DC, uzskatot maciSanos par
nepartrauktu sociali-tehnisku procesu, kura individu iesaiste un apstakli organizacija pastiprina
viens otru (Ellstrom et al., 2022). Nepartraukta maciSanas (SL) kalpo ka DC mikropamats, ko virza
ar iesp&jam apveltitie darbinieki, kuru autonomija un kompetence (izmantojot AMO sisteému) lauj
tiem Tstenot parmainas, savukart organizacijas nodro$ina nepiecieSamo infrastruktiiru inovacijam
un pielagosanas nodroSinasanai.

Digitala transformacija
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2.2 attels: Digitalas transformdcijas teorétiskais ietvars
Avots: autores veidojums.

Dotaja ietvara (2.2 attéls) ir redzams, ka veiksmiga DT balstas uz uz cilvéku veérstu faktoru
(motivacija, iesp&ju nodrosinasana, macisanas) integrésanu ar strukturaliem elementiem (kulttira,
vadiba), lai attistitu DC. Izmantojot WLEAR un AMO sistému, organizacijas var noverst prasmju
trikumu un nozaru sadrumstalotibu, un nepartraukta maciSanas darbojas ka galvenais
virzitajspeks, kas veicinatu darbinieku sp&jas, motivaciju un aktivu Iidzdalibu nepartrauktas
digitalajas parmainas.

Pétijuma dizains un metodologija

Autore sava promocijas darba izmanto secigu jaukto metozu pieeju ka praktisku risinagjumu, lai
raditu zinasanas teorija un praks€, nemot véra vairakus viedoklus un skatu punktus, apvienojot
kvalitativo un kvantitativo p&tijumu priekSrocibas, lai uzlabotu rezultatu derigumu un nozZimigumu
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(Johnson et al., 2007), atbildot uz pétfjuma jautdgjumiem "ko un ka" (Tashakkori & Creswell,
2007). Petijuma dizains ir paradits 2.3. attela. Sis pieejas galvena prieksrociba ir ta, ka ta apvieno
induktivo un deduktivo pamatojumu (Johnson et al., 2007).

Literatiiras izp&te
ka pamats
teorétiskajam

Jautajumu pilnveido$ana

ietvaram . X Definicijas un
T Aptaujas pilnveido$ana jautajumu
' ; apstiprina$ana pie
. . Jauna konstrukta ekspertiem
Pilotaptauja un - Izstradat 4
S : i nepartraukta _ ..
Aptaujas izstrade atgriezeniska saite i iy definiciju un
: macisanas e
no respondentiem A jautajumus — .
izveide Parbaudiet
| at§kirigumu,
parbaudiet
jautajumus
Izpites Datu kodésana
T * Kodi Teorétiska modela :
kvalitativais [ - N it la f, Atzinas
v ¢ Temas izstrade
pétijums . s
* Dimensijas

Aptaujas uzlaboSana, balstoties uz teorétisko modeli

2.3 attels: Jaukto metozu pétijumu dizains
Avots: autores veidojums.

Darbaspekam arvien biezak nakas saskarties ar digitalajam tehnologijam un procesiem gan
profesionala, gan personiga konteksta, kur dazi individi var zaudét kontroli vai piedzivot griitibas
izpildit jaunas digitalas prasibas (van Laar et al., 2020). Tapéc izskiroSa nozime ir individu
motivacijai sakt izmantot digitalos rikus un pielagoties jauniem procesiem. Inovaciju ievieSana ir
neizbégama DT procesa, kur laika gaitd izplatas jauni riki un metodes, un individiem tie ir
japienem un jaizmanto (Iyanna et al., 2022). MaciSanas un zinaSanas ir butiskas spgjas, kas veicina
nepartrauktu inovaciju ievieSanu un DT (Ellstrom et al., 2022). Ka galvenais teor&tiskas nodalas
rezultats, DT tiek postuléta ka sist€émisks process, kas prasa organizacijam izstradat savstarp€ji
saistitas macibu un motivacijas sistémas inovaciju ieviesanai.

Promocijas darba pétijuma dizains integré veselibas apriipes dalibnieku pieredzi un uztveri, lai
labak izprastu un pilnveidotu ieteikto SL lomu digitalaja transformacija ka DC un maciSanas
elementu kombinaciju. Tas nozimé, ka, tiklidz digitalais process tiek ieviests un kompetences tiek
parkonfigurétas, organizacijas darbibas parkartoSana sakas no sakuma. Augstaka limena ierastas
rutinas maina ir biitiska, lai individi SL laika saglabatu savu pielagosanas sp&ju, tostarp saglabatu
atveértu domasanu pret parmainam un veicinatu aktivu ricibu. Turpmakajas nodalas izmantotais
metodologiskais modelis ir apkopots 2.4. attela.
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Kvantitativa pilottestéSana

Merkis: Testé§anas mehanismi un galvenie
faktori, kas lauj individiem un organizacijam
pielagoties un attistit digitalas sp&jas
Metodologija: tiessaistes aptauja, PLS-SEM
Respondentu skaits: 152

Rezultats: Kompetences parnes macisanos uz
labaku inovaciju ievie$anu. Pasnoteikta
motivacija parada tikai ierobeZotu ietekmi. Ir
nepiecieSama niansétaka maciSanas
koncepcija.

Izpétes kvalitativais pétijums

Merkis: Noteikt, ka veselibas apriipes
organizacijas var virzit savus darbiniekus
uz nepartrauktu sp&ju atjauno$anu
Metodologija : Fokusgrupu diskusijas,
dalgji strukturétas intervijas

Dalibnieki: 37 veselibas apripes darbinieki
Rezultats: SL ka veicinoss faktors.
Individuala motivacija, kompetence un
lidzdaliba mijiedarbojas ar organizacijas
apstakliem

L

¥
Nepartrauktas maciSanas
konceptualizacija

Merkis: 1zstradat un apstiprinat SL definiciju
un mérjjumus

Metodologija : Literatiiras parskats, ekspertu
intervijas, satura apstiprinasana, konstrukta
at§kirigums un uzticamiba

Dalibnieki: 9 intervijas, 201 + 205 aptaujas
respondenti

Rezultats: SL ir definéts un apstiprinats ka
divdimensionals konstrukts ar uzticamam
mérfjumu skalam

—s]

Gala kvantitativa testéSana

Merkis: Parbaudit uzlaboto modeli ar
pienémumiem par mehanismiem, kas
ietekmé digitalo pakalpojumu rezultatus
Metodologija : TieSsaistes aptauja, PLS-
SEM

Respondenti: 993

Rezultats: SL ir priek$noteikums
darbinieku gatavibai. Disruptivas
parmainas maciSanas darbavieta ir bitiska,
lai panaktu labakus digitalo pakalpojumu
rezultatus

N

@lktu metoZu integracija
Procedira: 1zpétes
kvantitativie rezultati tika
izmantoti, lai izstradatu
teorétisko modeli, ar kuru
varés veikt galigo
kvantitativo testéSanu.
Izstradatie raksturojosie
raditaji konstruktam SL tika
izméginati veiktaja aptauja.
Analize: Kvantitativas
atzinas un SL koncepcija
tiek ieklautas diskusija un
kvantitativo rezultatu
skaidrojuma.

Paredzamais iznakums:
Individuala limeni izprast
mehanismus un
priek$nosacijumus, kas
ietekm@ veselibas apriipes

2.4. attéls: Jaukto metozu metodologiskais modelis
Avots: autores apkopojums, balstoties uz Pedersen et al. (2018)

Teorétiskais ietvars pozicioné maciSanos ka mikropamatu, kas sasaista individualos c€lonus,
piem&ram, autonomiju un uztverto kompetenci, ar efektivu digitalo inovaciju izmantoSanu un
uzlabotu digitalo pakalpojumu sniegumu. Sagaidams, ka Sie mehanismi, attistot jaunas spgjas,
veicinas organizacijas digitalo transformaciju. Nakamaja empiriskaja nodala Sis cels tiek analizéts,
nepartrauktas maciSanas konstruktu, preciz€jot to ar kvalitativam atzinam un kvantitativi

parbaudot piedavatas sakaribas.
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2.2 Otras nodalas galvenie secinajumi (IlgstoSas maciSanas, cilvékkapitala pilnvaroSanas un

organizacijas spéju empiriska izpéte)

Sastav no 58 lappusém, t.sk. 11 atteliem un 21 tabulam

2. nodala ir izklastits empiriskais petijums, kurs veikts tris iterativas fazes. Pirmkart, nepartraukta
macisanas (SL) tiek ieviesta ka jauna konstrukcija un digitalo sp&ju (DC) mikropamats, kas risina
nepiecieSamibu péc nepartrauktas pielagoSanas veselibas apripes digitalas transformacijas
konteksta. Otrkart, kvalitativa faze parada, ka, lai gan likumdoSanas spiediens sakotngji veicina
digitalo pakalpojumu ievieSanu, patiesa to pienemsana ir atkariga no iek$§&jam sp&jam, integrétas
macisanas un atbalstoSiem organizatoriskiem apstakliem. Visbeidzot, kvantitativa faze parbauda
Sos mehanismus un parada, ka SL stiprina darbinieku sp&jas, motivaciju un iespgjas, savukart
organizacijas macisanas (WLEAR) nodroSina organizatoriskos apstaklus, ar kuru palidzibu §is
individualas sp€jas tiek parverstas digitalo pakalpojumu piedavajumos. Kopuma nodala parada,
ka digitala transformacija veselibas apriipé ir atkariga no cilvékkapitala, kas iestradats uz
macisanos orienttas organizacijas.

Ilgtspejigas macisanas konstrukta izstrade

SL konstrukts tika radits, atzistot, ka tradicionalas koncepcijas nav pietiekamas, lai aptvertu
specifiskas individu attiecksmes un uzvedibas veidus, kas nepiecieSami notiekosajai DT. 2.3. tabula
ir paraditas citu, Iidzigu konstruktu definicijas un to atsSkiribas no SL izpratnes Saja promocijas
darba.

SL konstrukts izcelas ar to, ka uzsver nepartrauktas, proaktivas un autonomas ipasibas, kas ir
butiskas, lai orient€tos notiekosaja digitalaja transformacija, nevis atseviskos macibu pasakumos.
Balstoties uz izpétito literatiiru un integr&jot atbilstoSus elementus no orientacijas uz macisanas
meérki (VandeWalle, 1997), izaugsmes mentalitates (Dweck, 2006) un organizatoriskas macisanas
teorijam (Crossan et al., 1999), tas sakotngji tiek defin€ts ka jauns uzvedibas veids ar pamata
attieksmi pret maciSanos, kas lauj organizacijam nepartraukti attistit vai rekonfigurét kompetences
(zinasanas un prasmes).

SL konstrukta raditaju izstradei tika izmantotas dazadas izglitojosas un daudzskautnainas
macisanas stratégijas un koncepcijas. Viens piemérs ir Eiropas Savienibas Padomes (2018. gads)
nepartrauktas muzizglitibas veicinaSana. Uzsverot nepartrauktu kompetencu attisttbu un
parkvalificésanos, kas vajadziga DT, §1 makrolimena, uz politiku balstita pieeja attiecas uz iesp&ju
strukturéSanu ikvienam iedzivotajam macities visa miiza garuma. Vel viena biitisks koncepcija —
macisanas elastiba, ko izstradaja Lombardo un Eichingers (Lombardo & Eichinger, 2000),
ietekmgja SL konstrukta attistibu. ST individu limena konstrukts ietver zinatkari un atvértibu
macibam, saskaroties ar parmainam. AtSkiriba no SL, maciSanas elastiba koncentrgjas uz
sniegumu sarezgitos apstaklos, ar kuriem saskaras pirmo reizi, un tiek iedalita Cetros plaSos
aspektos, ko galvenokart izmanto vadiba un augsta potenciala identificésana (Smith & Watkins,
2024).
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2.3 tabula: Konstruktu atskiribas

Konstrukts Definicija Atskiriba
Nepartraukta Nepartraukta maciSanas ietver
macisanas saistito koncepciju attiecigos

Orientacija uz
macisanas
meérki
(Vandewalle,
1997)

[zaugsmes
mentalitate
(Dweck, 2017)

Organizatoriska
maciSanas
(Crossan et al.,
1995)

aspektus, kas izskaidro
nepiecieSamos mentalitates veidus
un parvers tos uzvedibas izmainas,
kas nepiecieSamas, lai pielagotos
mainigajiem apstakliem
darbavietas, kur organizacijas ir
mérkauditorija.

Orientacija uz macisanas merki ir
dala no daudzdimensiju konstrukta
un attiecas uz individa v&lmi attistit
sevi, apgiistot jaunas prasmes,
risinot sarezgitas situacijas un
nepartraukti uzlabojot personigo
kompetenci.

Izaugsmes mentalitate ir
viendimensionala un attiecas uz
parliecibu, ka intelekts ir
veidojams un to var attistit, un ka
neveiksmes ir macisanas un
izaugsmes iesp€jas, balstoties uz
parliecibu, ka veltitajam piilém ir
iz8kiroSa loma sasniegumos.

MaciSanas organizacijas vide Saja
pétijuma tiek saprasta ka dinamisks
macisanas un atjaunos$anas process,
kas notiek individa, grupas un
organizacijas liment. Tas ir
daudznozaru jeédziens, kas saknojas
organizatoriskaja uzvediba,
kognitivajas un socialajas zinatnes
un strat€giskaja vadiba.

Ka attiecigajai jomai raksturigs
konstrukts, kas izstradats, pamatojoties
uz izaugsmes mentalitates petijjumiem,
§1 koncepcija fokusg€jas uz meistaribu
tadas jomas ka akadémiska darbiba,
darbs vai vieglatlétika. Tas neatspogu-
lo organizatoriskas maciSanas procesu
sarezgitibu un tapec nav piemeérots, lai
uztvertu macisanas procesu nianses,
kas nepiecieSamas DT.

Izaugsmes mentalitates pétijumi, kas
saknojas uzvedibas psihologija, liela
mera ir fokuseti uz bérnu un studentu
macibu rezultatiem. Tadgjadi ar to
nepietiek, lai izskaidrotu maciSanos
digitali parveidotu darbavietu
konteksta.

MaciSanas organizacijas vide pati par
sevi ir sarezgita paradiba, jo to veido
plass faktoru klasts, kas ietekmée
institucionalos macibu procesus
organizacijas. Nav lietderigi uzsvert
individa limena faktorus, kas veido
organizacijas sp&ju parkonfiguréties
un pielagoties digitalas darbavietas
transformacijai.

Avots: autores apkopojums.

SL nosaka tadi uzvedibas veidi, kas ietver sp&ju izp@tit, atpazit un risinat problémas, ka ar1 vélmi
nepartraukti un patstavigi apgit atbilstosas kompetences.
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Saja nodala ir raksturota izstradata konstrukta attistiba, ievérojot stingru jaukto metozu pieeju, kas
ietver Cetrus solus. Pirmkart, sistematiskaja literatiiras izp€te tika atrasti 40 nozimigi zinatniskie
raksti, lai konceptualizétu So konstruktu un noskaidrotu nepilnibas esoSajas teorijas. 2.5. attéla ir
paraditi izversti soli.

Kvantitativo

Raktu nosaukuma,
kopsavilkuma un
atslégvardos

Tika atrasti 48.093
dokumenti

rakstu
atslégvardiem
“learning”,
“sustainable
development”,

“quantitative”,
“questionnaire”,
“survey” un “item”
Tika atrasti 744
dokumenti

)

Sakotnéja Meklésanas Galiga datu
kléSana saSaurinasana raksty kopa
e identificéSana
¢ Teéma tiek
ierobezota lidz
socialajam
zinatném,
uznémejdarbibai,
Sf:opus daEu.baze vafinal un Meklssana 3160 e Visu 744
Tiek mekl&ti gramatvedibai dokumentu
« ‘a o - rakstos ; sz
sustain” un atverta piekluve e o kopsavilkumi tika
” i as Giis o e Atslegvardi " i o
learning » Talaki ierobeZojumi izskatiti, lai

noskaidrotu, vai
saturs saistits ar
attiecigajiem
konstruktiem
40 dokumenti

“education”,
“innovation” un
“knowledge”

¢ Tika atrasti 3.160
dokumenti

2.5 attéls: Literatiiras izpété atbilstosu zinatnisko rakstu meklésanas posmi
Avots: autores apkopojums.

Literatlira noskaidrotie raditaji tika pielagoti un ieklauti plasaka raditaju kopa. Sis sakotngjais
raditaju kopums, kas ietvéra mentalitati, uzvedibu un uzlabojumus, tika pilnveidots ekspertu
diskusijas, lai nodrosinatu skaidribu un atbilstibu. Tika izveidota 9 ekspertu grupa, lai apspriestu
definiciju un izstradatu sakotngjo jautajumu kopumu (Straub, 1989), kura piedalijas specialisti no
trim valstim (Vacijas, Latvijas un Amerikas Savienotajam Valstim) ar profesionalu pieredzi
pétnieciba vai veselibas aprupé (Meuser & Nagel, 1991). Ekspertu atlase tika veikta ar autores
profesionala tikla starpniecibu. Turklat tika mekl&ti pieméroti eksperti vietgja portala Vacija, kas
nodrosina tiesaistes piekluvi pétniekiem, projektiem un zinatniskam publikacijam. ST mérktieciga
atlases pieeja parasti tieck izmantota ekspertu intervijas (Mergel et al., 2019). Intervijas notika
klatiené vai ar MS Teams starpniecibu 2024. gada marta, gan anglu, gan vacu valoda. Vacu
tulkojumi tika veidoti, izmantojot DeepL tulkotaju, un p&c tam tos parskatija vacu valoda runajosie
dalibnieki, lai nodroSinatu precizitati. Intervijas pirmaja dala, eksperti sniedza atsauksmes par
definiciju un tas apakSdimensijam attieciba uz saprotamibu. Intervijas otraja dala tika apspriesti
un vertéti 19 jautajumi, lai palielinatu to skaidribu, pamatojoties uz ekspertu ieteikumiem.
Turpmakajas intervijas atkal tika apspriesti definicijas, apakSdimensiju un jautajumu uzlabojumi
un korekcijas. Pec Cetram intervijam tika veiktas tikai minimalas izmainas, un péc 9 intervijam
tika sasniegts apmierinoSs Itmenis (Strauss & Corbin, 1998).

Lai izm@ritu satura piemérotibu, ekspertiem tika liigts noverteét jautajumus 7 ballu Likerta skala,
kur "1" noradija, ka jautajums ir arkartigi slikti pieme&rots, un "7" liecinaja, ka jautajums ir loti labi
piemérots konstrukta mériSanai, un to noveért&ja, aprékinot satura deriguma indeksu (content
validity index (CVI)) katram vienumam (Polit et al., 2007).
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2.4. tabula: Ekspertu vértéto jautajumu rezultati

;T‘ltﬁj uma Dimensija Ekspertu vertéjums éél::;l)’j :ﬁtﬁs Rangs
1 |2 |3 (4 |5 |6 |7 Vid* CVI

5 Mentalitate 1 1 |7 6,56 0,89 1
4 Mentalitate 2 |3 |4 6,22 1 2
9 Uzvediba 1 4 |4 6,22 0,89 3
12 Uzvediba 2 |4 |3 6,11 1 4
16 Uzlabojumi 1 5 13 6 0,89 5
18 Uzlabojumi 2 |5 |2 6 1 6
3 Mentalitate 1 1 |3 |4 5,89 0,89 7
13 Uzvediba 1 1 |4 |3 5,89 0,89 8
19 Uzlabojumi 1 7 |1 5,78 0,89 9
11 Uzvediba 1 2 |4 |2 5,67 0,89 10
17 Uzlabojumi 1 2 |3 |3 5,67 0,89 11
2 Mentalitate 1 1 |7 5,56 0,89 12
7 Uzvediba 1 |2 |6 5,56 0,89 13
15 Uzlabojumi 3 |1 |3 |2 5,44 0,67 14
1 Mentalitate 1 (2 |3 |2 |1 5 0,67 15
6 Mentalitate 2 |1 1 |2 |3 5 0,67 16
8 Uzvediba 2 I |2 |1 |3 5 0,67 17
10 Uzvediba 2 |1 (3 |2 |1 4,89 0,67 18
14 Uzvediba 1 |2 1 |2 |3 4,78 0,67 19

Avots: autores apkopojums (*7 ballu Likerta skala).

Ka kvalitates kriterijs tika nemts vera katra vienuma vidgjais punktu skaits, un tika saglabati tikai
tie jautajumi, kas vislabak atbilst konstruktam (Paisant et al., 2023). Visiem 19 vienumiem tika
aprékinata vidgja vertiba un CVI, un jautajumi tika saranz&ti péc rezultatiem, lai izvéletos galigo

jautajumu kopumu, skat. 2.4. tabulu.

CVlI ir balstits uz ekspertu vért§jumiem par vienuma atbilstibu, kalpo ka vienpratibas novertgjums
un sniedz informaciju par vienpratibas pakapi attieciba uz vienuma nozimi konstrukta (Polit et al.,
2007). Vienums tiek uzskatits par saturiski derigu, ja vismaz 78% vertgjumu no 5-10 ekspertu
grupas ietilpst attiecigaja diapazona (Almanasreh et al., 2019).
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Tika apzinati noteikts stingrs slieksnis, lai saglabatu tikai vienumus ar IpaSi augstu ekspertu
atzinibu galigaja devinu vienumu kopa, kur tika saglabati visi jautajumi ar vid€jo ekspertu
vertejumu (vidgjo) virs 5,75. Uzlabota SL definicija ietver tris dimensijas (mentalitate, uzvediba
un uzlabojumi) un devinos precizétos jautajumos. SL ietver motivaciju izpétit jaunas lietas,
noskaidrot un risinat problémas, ka ar1 vélmi patstavigi apgiit atbilstoSas zinasanas un kompetences
(Starke & Ludviga, 2024).

Nakamaja soli tika veikti papildu kvantitativi pétijumi, lai parbauditu jaunizveidota konstrukta
patnibas attieciba pret [idzigiem konstruktiem, proti, orientaciju uz maciSanas mérki, izaugsmes
mentalitati un organizatorisko macisanos. Sim noliikam Prolific platforma tika ievietota anketa
saskana ar attiecigajiem Kolkita ieteikumiem (Colquitt et al., 2019). Kopuma anketu aizpildija 201
dalibnieks.

Vienumi SL mentalitates dimensijas mériSanai tika novertéti ka labi piemeroti (vidgjas vertibas no
5,47 lidz 5,72 (7 ballu Likerta skala)). Uzvedibas dimensija tika novertéta robezas no 5,34 lidz
5,71, kas ir tuvu orientacijas uz maciSanas mérka un izaugsmes mentalitates koncepcijam. Visi
jautajumi treSaja dimensija (uzlabojumi) tika novértéti ka nedaudz piemérotaki konstrukta
orientacijas uz macisanas mérki mérisanai.

Pamatojoties uz Siem rezultatiem, tika veikta papildu kvantitativa aptauja, izmantojot Prolific
platformu. Kopuma tika sanemtas un noveértétas 205 atbildes, izmantojot tuvinajuma vidgjo
kvadratkladu (RMSEA), apstiprinoSo faktoru analizi (CFI) un %2, lai novértétu modela
piem&rotibu. Turklat tika veikta izp&tes faktoru analize (EFA), izmantojot programmatiiru Jamovi.
Tika nemti véra visparégjie atbilstibas indeksi (Schermelleh-Engel et al., 2003), kas kopuma bija
piem&roti modelim apmierinosa Iiment, skat. 2.5. tabulu.

2.5. tabula: Modela atbilstibas parbaude

Precizas atbilstibas parbaude P_lel_nfrotlbas
raditajs
v CFI df p RMSEA

0,963 24

47,6 0,003 0,0691

Avots: autores aprékini, izmantojot Jamovi.

EFA (2.6. tabula) tika izmantots, lai parbauditu korelacijas starp dimensijam, kur zema vértiba (<
0,40) norada, ka vienums ir labi piem&rots, bet augsta vértiba (> 0,60) liecina, ka tas ir mazak
piemérots vai ka ievérojams dispersijas Ipatsvars paliek neizskaidrojams (Fabrigar et al., 1999).

EFA analize uzradita apmierinoSus rezultatus attieciba uz mentalitates un uzvedibas dimensijam.
Jo 1pasi MIND1 uzradija ekstrému slodzi (0,836) un tadgjadi nodroSinaja loti uzticamu raditaju
$im konstruktam. BEH1 mazak precizi nodroSinatu konstrukta vertéSanu, un tap€c ir nepiecieSama
ta padzilinata analize (DeVellis & Thorpe, 2021).
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2.6. tabula: Izpétes faktoru analize

Faktoru slodzes Unikalitate
MINDI 0.836 0.271
MIND2 0.653 0.428
MIND?3 0.753 0.537
BEH1 0.564 0.620
BEH2 0.682 0.526
BEH3 0.729 0.496
IMPR1 0.672 0.540
IMPR2 0.635 0.610
IMPR3 0.371 0.638

Avots: autores aprékini, izmantojot Jamovi.

Jaatzime, ka uzlabojumu dimensija uzradija visvajakos vispargjos rezultatus, IMPR3 bija
viszemaka faktoru slodze (0,371) un augsta unikalitate (0,638), kas norada uz nepietickamu
saskanojumu ar latento konstruktu. Kvantitativo pétijumu rezultati liecina, ka uzlabojumu
dimensija nav piemé&rota, lai izskaidrotu SL koncepciju ka dinamiskas spgjas, reag€jot uz
negaiditam parmainam. leprieks veiktie pétijumi ir paradijusi, ka uzlabojumi vien (saprotami tikai
ka problému risinasana) neatspogulo evoliicijas attistibu, bet drizak pielagosanos, kas atspogulo

standarta sp&ju (Zollo & Winter, 2002).

2.7. tabula: Apgalvojumipar nepartrauktas macisanas konstruktu

Apaksdimensija

Jautajums

Mentalitate

Ja mana vid@ notiek sarunas un diskusijas par jaunajam
tehnologijam, mani tas interese.

Ja kads man stasta par jaunam idejam tehnologiju
izmantoSanai, es esmu atverts pret tam.

Ja ir jaunas tehnologijas vai riki, kas atvieglo manu
darbu, es velos uzzinat vairak par to.

Uzvediba

Es skatos skaidrojosus video (pieméram, YouTube vai
citas platformas) un/vai lasu papildu noradijumus, lai
uzlabotu savas zinaSanas.

Kad es uzzinu kaut ko jaunu par digitalajam
tehnologijam, es pardomaju savas ieprieksgjas darbibas
un cen$os tas attistit talak ar jaunajam zinaSanam.

Ja situacijas mainas, pielagoju savus lémumus un
aktivitates attieciba uz digitalo tehnologiju
izmantoSanu.

Avots: autores apkopojums.
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Pamatojoties uz kvalitativo izpéti, kas ietvéra ekspertu diskusijas, nepartrauktas maciSanas
jédziena pilnveidosanu un tai sekojosu kvantitativo teste€Sanu, tiek sniegta galiga definicija,
jédziena dimensijas un mérijjuma apgalvojumi (skat. Table 2.7 (Starke & Ludviga, 2024)):

e Mentalitate — atvertiba un zinatkare pret jaunam zinaSanam un pieredzi.
e Uzvediba — proaktivas darbibas, kuru mérkis ir izpétit, noskaidrot un risinat problémas.

Tadgjadi galigais instruments méra SL ka daudzdimensiju konstruktu, kas piemérots empiriskai
testeSanai DT pétijumos. Konceptuali un empiriski SL atSkiras no saistitajiem konstruktiem.
Atskiriba no kompetencu ietvariem, kas fokus€jas uz specifiskam prasmém, SL uzsver to apguves
procesu. Lai gan organizatoriska maciSanas notiek kolektiva lIimenit, SL koncentrgjas uz individa
attieksmi un ricibu. Motivaciju var uzskatit par uzvedibas virzitajspeku, savukart SL attiecas uz
faktisko maciSanas uzvedibu un kognitivo orientaciju. Lai gan WLEAR raksturo plasaku
macisanas kontekstu, SL aptver individa specifisko, proaktivo iesaistiSanos.

St atikiriba nosaka SL ka unikalu un vértigu konstruktu, lai izprastu organizacijas dinamisko sp&ju
individuala limena mikropamatus digitalaja transformacija. Balstoties uz 1. nodala izstradato
teorétisko konceptualizaciju, nepartraukta macisanas tiek attistita ka konstrukts, kas raksturo, ka
macisanas un sp&ju parkonfiguracija palidz veselibas apriipes organizacijam reagét uz digitalo
transformaciju. Ta ka digitala transformacija veselibas apripé ir uz cilvéku versts un daudzlimenu
process, nakamaja pétijuma posma tiek analiz€ts, ka individuala maciSanas, motivacija un
atbalstosi organizacijas apstakli mijiedarbojas prakse. Tadel kvalitativaja petijuma tiek izpétits, ka
veselibas apriipes organizacijas mudina darbiniekus attistit digitalas sp&jas, parnemt labako praksi
un iesaistities nepartraukta, pasvadita macisanas procesa.

Kvalitativais pétijums

S péttjuma dala paradija, ka, lai gan aréjais likumdo3anas spiediens veicina digitalo pakalpojumu
sakotngjo ievieSanu, patiesa to ievieSana un inovacijas ir atkarigas no iek$&jam sp&jam. Galvenie
atzinumi ir sekojosi: sadrumstalots regul&jums un sadarbspgjas problémas rada butiskus skérslus,
savukart integréta maciSanas un atbalstosi organizacijas faktori kalpo ka bitiski veicinosi faktori.
Kvalitativaja analizé tika identificéts divu limenu mehanisms, kas novér§ individa Iimena
atSkiribas un veicina nepartrauktas parkonfiguracijas kultiiru.

Kvalitativas atzinas tika integrétas kvantitativajos mainigajos, lai parbauditu identificetos
nepartrauktas maciSanas mehanismus, kuru merkis ir uzlabot sp&jas, motivaciju un iesp&jas
individa Itmeni. Organizaciju Iimeni, atbildigds WLEAR struktiirvienibas nodroSina
nepiecieSamos apstaklus, lai §1s dotas iespgjas parveidotu digitalajos pakalpojumos un veicinatu
nepartrauktu kompetencu parkonfiguraciju. Veselibas apriipes nozare saskaras ar divéjadu
izaicinajumu — ieverot stingras likumdosanas prasibas attieciba uz digitalajiem pakalpojumiem,
vienlaikus veicinot iek$€jo inovacijas un pielagosanas kultiru (Wieslander et al., 2024). Lai
virzitos talak par tikai vienkarSu prasibu ievéroSana, ir japariet no statisko standartu ievieSanas uz
nepartrauktu macisanos, kas kliist par biitisku DC veselibas apripes organizacijas, lai pielagotos
augstaka [imena uzdevumu veiksanai (Ahsan, 2025). Balstoties uz vadoSo p&tijuma jautajumu par
to, ka cilvekkapitalu var iesaistit, lai nodroSinatu digitalo pakalpojumu piedavajumus (DSO),
kvalitativaja petijuma ir japievérsas trim specifiskiem jautajumiem: faktori, kas ietekme individa
sp&jas un veélmi (RQ1), organizacijas sagatavoSana mainigajam prasibam (RQ2) un mehanismi
nepartrauktas, pasvaditas macisanas nodrosinasanai (RQ3).
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Kvalitativa pétijjuma dizains un metodologija

Lai gitu dzilu ieskatu Saja sarezgitaja sociali tehniskaja dinamika, tika izmantots kvalitativs
pétijuma dizains Vacijas veselibas apripes konteksta (Wieslander et al., 2024). Dalgji strukturétas
intervijas un fokusa grupu diskusijas tika izmantotas ka dazadas datu vakSanas metodes, lai
triangulétu rezultatus (Eisenhardt, 1989; Toubiana & Zietsma, 2017).

Datu vakSana notika no 2024. gada julija lidz 2025. gada aprilim, un ta balstijas uz mérktiecigu
atlases stratégiju, lai noskaidrotu dazadus viedoklus:

e arstniecibas personas, kuram ir izSkiroSa nozime pacientu konsult€Sana un atbilstoSa
piedavajuma veidosana (Damen et al., 2024);

e veselibas apriupes darbinieki, kas piedzivo parmainas ikdienas darba rutina (Huber &
Gartner, 2018);

e uzpémgéjiem, kuri tiek wuzskatiti par atvertdkiem, lai giitu labumu no jaunam
uznéméjdarbibas iesp&jam (Kulkov et al., 2023);

e medmasas ka profesionala grupa, kuram mediciniskas procediras un pacientu labklajiba ir
jau ieprieks japielago jaunajam tehnologijam (Hendriks et al., 2016).

Dati tika apkopoti no divam fokusa grupu diskusijam (n=21) un 16 dalgji strukturétam intervijam.
Pirmie fokusa grupas diskusijas dalibnieki bija arstniecibas personas, otrie veselibas
apdroSinasanas sabiedribas darbinieki. Abas grupas ir loti nozimigas tiesibu aktu ievieSanai prakse.
Tomer prieksroka tiek dota pakapeniskai modernizacijai, nevis radikaliem satricinajumiem, lai
veiksmigak ieviestu inovacijas (Busse et al., 2017).

P&c fokusa grupu diskusijam tika veiktas papildu intervijas. Darbinieki bija ar dazadu ieprieksgjo
pieredzi un inovativi. Tomér jaunas tehnologijas tie reti izmantoja, un digitalo transformaciju
kaveja digitalo kompetencu trikums. Kopuma 37 dalibnieki dalijas ar savu pieredzi digitali
parveidotas darbavietas. Dalibnieku vecums netika jautats, ja vien vini to brivpratigi nepateica
intervijas laika. To vecuma diapazons aptvéra no 25 1idz 60 gadiem. Pirms fokusa grupam notika
60 minGi$u apmaciba par digitalajam tehnologijam un maksligo intelektu, lai rastu kopigu izpratni.
Turpmakas diskusijas fokusg€jas uz trim galvenajam témam, kas izriet no literattiras izp&tes un SL
koncepcijas:

e EkspertzinaSanas (kompetences, prasmju trikums),
e ZinaSanu parnese (maciSanas mehanismi, barjeras),
e MaciSanas nozime (kultiira, motivacija, atbalsts).

minttes. Intervijas jautajumi tika izstradati saskana ar teorétisko pamatu, lai apkopotu vairak datus
un giitu dzilaku ieskatu socialaja realitaté un uztveré par motivaciju, nepiecieSamibu p&c jaunam
kompetencém un macisanas koncepcijam (Flick et al., 2004). Narativie petijumi ir standarta
metode veselibas pétijumos, kas sniedz dzilaku ieskatu atsevisku dalibnieku mentalitateé un
uzvediba (Renjith et al., 2021).
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2.6. attels: Datu kodeésana, balstita uz Gioia metodi
Avots: autores veidots.

Kvalitativo datu materiala analize tika veikta, izmantojot atkartojoSos procesu, kas balstits uz
pamatotas teorijas tradicijam vadibas p&tnieciba (Locke, 2000; Locke & Golden-Biddle, 1997) un
apvienots ar Gioia metodologijas strukturétas kod&sanas pieeju (Magnani & Gioia, 2023). ST
divgjada pieeja nodrosinaja gan metodologisku stingribu, gan caurspidigumu pareja no
neapstradatiem datiem lidz teor&tiskam atzinam.

1. Pirma limena koncepcijas: transkripcijas tika atklati kodetas, lai uztvertu dalibnieku paSu
terminus un uzskatus, kas atbilst sakotn€jam posmam, kura tika identific€tas attiecibas starp
izteiktajam idejam un apzimétas tas ar provizoriskiem kodiem (Locke & Golden-Biddle,
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1997). Piem@ram, komentari par pakapenisku inovaciju ievieSanu un pielagosanos tika iedaliti
kategorija "jaunu darba rutinu izveide".

2. Otra Iimena t€mas: kodi tika sagrupéti abstraktas témas, kas atspogulo teorétiskas koncepcijas,
kas saistitas ar DT, motivaciju un macisanos.

3. Kopgjas dimensijas: t€mas tika sintez€tas dimensijas un saskanotas ar teorétisko ietvaru, lai
izveidotu attiecibas un struktiiras un iegiitu DT virzitajspekus un uztvertos skérslus (2.6. attéls)

Ievérojot ierosinatas rakstiSanas un teorétiskas izstrades stratégijas (Locke & Golden-Biddle,
1997), iegiitas atzinas tika iestradatas plasaka p€tniecibas diskursa un izmantotas, lai izstradatu
pétijuma modeli ka pamatu turpmakai kvantitativai analizei (Florida & Bhattacherjee, 2012), kas
saista individuala Iimena macisanos un motivaciju ar organizacijas rezultatiem digitalas veselibas
apriipes konteksta. Analizei un datu kod@Sanai tika izmantota NVivo programmatiira (versija
15.2.1). Dati ietvéra 46 lappuses dokumentacijas (ierakstus autore manuali transkrib&a un
apsprieda ar diviem veselibas apriipes specialistiem), 127 citati, 33 pirma Iimena koncepcijas, kas
apkopotas 13 otras [imena t€mas un sesas dimensijas.

Kvalitativo datu apstrades rezultati

Nodala ir ietverti kvalitativie rezultati, atklaja sakotn&jos skerslus un virzitajspekus DT. Dalibnieki
uzsvera butiskas reguléjuma, kulttiras, uzvedibas un resursu problémas veselibas apriipes nozare.
legiito atzinu teor&tiskaja formul&juma tika identificeti vissvarigakie faktori un likumsakaribas,
kas lauj parvarét skérslus un parvers tos par virzitajspekiem, ka paradits 2.7. attéla.

| Resursiun apmaina 1
-
Virzitajspéki —— - Maci$anas motivacija
- & lidzdalibas iespéjas
Nepartraukta maciSanas - f +  Iekigjas )
Nepartraukta maciSanas Sp.éjas_un uz nik(_)tni 1 |° Argjas “ Pieejamiba
Digitalo kompetenéu orientéts darbaspeks i 1
uztvere, izmanto§ana un Spéia / \| Maci8anas darbavieta
rekonfigurésana o NP f ¥+ Neformala
* Individuala «  Strukturdta
A‘\\ + Institucionala e el
1 ~ 1
I ~ * — Sl
I N = == 4
................... T_-—-“"’“ﬂdll
Regméj:‘:;:{; flozares Atturiba kultuiras
Skersji | o i)érmainas Straujas parmainas Laika ierobeZojumi Tpatnibu dg]

Teradumi un darba rutinas

2.7. attéls: Teoreétiskais ietvars ar attiecigajam saitém un struktiiru
Avots: autores veidots.

Virzitajspeki: dalibnieki atzina, ka DT ir neizbégams un paatrinati attistoSos. Galvenie virzitajspeki
bija sabiedribas gaidas un efektivitates pieauguma potencials, piemeéram, uzlabota laika parvaldiba
un samazinats dokumentacijas apjoms. EsoSie resursi tika uzskatiti par pietickamiem, lai
apmierinatu vajadzibas, ja tie tiek izmanto optimali un efektivi, un lai nodroSinatu vislabako
iespg€jamo sniegumu.
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Skersli: visbiitiskakie konstatétie $kérsli bija reguléjuma sadrumstalotiba un sadarbspgjas
jautajumi. Organizacijas ITmena Skersli ietvéra visaptveros$u digitalo strat€giju trikumu un
pastavigu palauSanos uz manualiem procesiem. Individu Iimeni bailes no darba zaudéSanas,
kompetencu trikkums ierobezota maciSanas laika dél, nepatika pret risku un ar kultiiru saistita
nevéleésanas veikt izmainas kav€ja inovaciju ievieSanu, atbalstot tikai to pakapenisku ievieSanu.
Dazi dalibnieki uzsvera ieksgjas izpratnes nozimi, citi uzsvéra pamatzinasanu nepiecieSamibu.

1 ‘_,_ — PARMAINAS
P o ay, 3

UZVEDIBA

Kapacitates
palielinasana un
ilgtspejigas
pielago$anas
attistiSana

N

<|

Digitala
transformacija:
uzlaboti digitalie

pakalpojumi veselibas

Individa limenis

apriipé SPEJAS
PIELAGOSANA
AREJS SPIEDIENS T 2 l
Strukturétas Organizacijas limenis

macisanas

koncepcijas ‘ /

¢  NEPARTRAUKTU
PARMAINU ATTISTIBA

: Dinamiskas spéjas
: Inovaciju ievieSana

2.8. attels: Digitalas transformdcijas procesa mehanismi
Avots: autores veidots.

legtitie rezultati paradija, cik svarigi ir integrét maciSanos ikdienas darbpliismas, lai izveidotos
tada maciSanas rutina, kas lauj nepartraukti rekonfigurét zinaSanas. Vadibas (vai pat likumdeveju)
loma izradijas pati galvena atbalsta un struktiiras veidoSanas nodro§inasana.

Identificétie mehanismi (2.8 attéls) SL ka rutinas izveidei, kas nepartraukti parkonfigurétu
zinasanas, nodroSinatu iesp&jas darbaspékam un integrétu macisanos ikdienas darbpliismas, péc
tam teorétiski tika nodaliti divos Iimenos.

Kvalitativie rezultati tiek parversti kvantitativajos mainigajos, lai veiktu galigo kvantitativo
analizi. 2.8. tabula ir paraditi kvalitativie rezultati, kas parversti kvantitativajos mainigajos
lielumos.

1. Individu Iimenis: dalibnieki uzsvera, ka macibam jabut brivpratigam, lietotajam specifiskam
un integrétam ikdienas darbpliismas, nevis epizodiskam un obligatam. Motivacija (vélme) ir
jaatbalsta, uzlabojot sp&jas (prasmju apgisSana) un nodroSinot iesp€jas (piekluve rikiem).
Kvalitativie dati apstiprinaja SL konstrukta mentalitates un uzvedibas dimensijas, uzsverot
nepiecieSamibu pec paSvaditas iesaistiSanas.

2. Organizacijas Itmenis: lai parvarétu strukturalos skérSlus, organizacijam ir jaisteno WLEAR
ka atbalsta infrastruktiira. Tas ietver vadibas atbalstu, tadas kultiras radiSanu, kas pielauj
eksperiment&Sanu (pilotéSanu un mérogosanu), un resursu pieejamibas nodroSinasanu. Tiek
sagaidits, ka Iideri aktivi veicinas inovacijas un nodro§inas nepiecieSamo izvéles brivibu, lai
veicinatu autonomu motivaciju.
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2.8. tabula: Kvalitativo rezultatu ieklausana kvantitativajos mainigajos

Kvalitativas Hustrativi citati Kvantitativie Integracija un
témas mainigie interpretacija
Nepartrauktas ~ "Mums ir nepiecieSama SL > AMO Kvalitativa: zinatkare
macisanas atvértiba, elastiba un v€élme un atklatiba.
mentalitate mainities, ka arT tehnologiju Kvantitativa: SL
un datu uzticamiba, ar mentalitate paredz
kuriem mes stradajam." AMO dimensijas.
Motivacija &  "Veselibas apripé digitala Motivacija (AMO) Kuvalitativa: uz pacientu
iesaistiSanas transformacija ir vélama, jo - Digitalo orienteta.
tas nozimge, ka pacienti pakalpojumu Kvantitativa: motivacija
sanem palidzibu atrak." piedavajumi (DSO) ieverojami virza DSO.
Strukturalie "Interneta ir daudz WLEAR Kvalitativa:
Skersli un bezmaksas piedavajumu, bet Laika/resursu trukums.
iesp&jas biezi vien nav piekluves vai Kvantitativa: WLEAR
zinasanu par to, ko meklet." pastarpinati ietekmé
DSO iznakumus.
Individuala un  “Biezi vien darbiniekiem, WLEAR Kvalitativa: dominé

organizatoriska kuri sniedz apripes neformala macisanas no
macisanas pakalpojumus, ir loti lidzbiedriem.
ierobezotas digitalas Kvantitativa: WLEAR
prasmes.” pastarpinati ietekmé
DSO iznakumus.
Digitala "Parmainas uzpem atrumu.  DSO (iznakums) Kvalitativi izskaidro, ka
pakalpojuma Varbit ir nepiecieSams attistas gataviba.
gataviba vairak skaidrojuma, lai Kvantitativi apstiprina

cilveki to labak saprastu.”

statistisko nozimigumu.

Avots: autores apkopojums.

Péc SL konstrukta izstrades un pamata esoSo mehanismu kvalitativas identific€Sanas pétijums
pariet uz kvantitativo petniecibas posmu.

Kvantitativais petijjums posms

Kvantitativaja posma tiek parbaudits, ka individualas maciSanas mehanismi veicina digitalo
pakalpojumu piedavajumu veselibas apriipes organizacijas. Analiz€, izmantojot apstiprinoSo
faktoru analizi (CFA), tiek validéts m&rjjumu modelis, apstiprinot SL, AMO, WLEAR un DSO
diferencéto strukttiru. P&c tam pirmas kartas modeli tiek parbaudits, ka SL domasSanas veids un SL
uzvediba ietekmé AMO mehanismus un ka S§is dimensijas ietekmé digitalo mpakalpojumu
piedavajumu (DSO). Visbeidzot, otras kartas modelt spgjas, motivacija un iesp€jas tiek apvienotas
AMO konstrukta, un WLEAR tiek analizéts ka medigjosais mehanisms, caur kuru individuala
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macisanas un pilnvaroSana tiek parveérsta organizacijas digitalo pakalpojumu rezultatos. Vispirms,
balstoties uz iepriek§€jiem petijuma posmiem, tiek izstradatas hipotezes.

Galvenie secinajumi bija sekojoSi: SL ievérojami stiprina darbinieku sp&ju, motivaciju un izprastas
iesp€jas; Sie AMO faktori savukart pozitivi ietekm& DSO; un WLEAR dalgji pastarpinati ietekmé
un pastiprina So ietekmi. Strukturalie faktori, piem&ram, maciSanas iesp&jas, kultiira un atbalsta
apstakli ietekméja DSO vairak neka tikai individu sp&ja, tadejadi uzsverot digitalas transformacijas
sociali tehnisko raksturu. Kopuma nodala ir sniegti parliecinoSi empiriski pieradijumi tam, ka
digitalas transformacijas rezultati veselibas apripé€ ir atkarigi ne tikai no tehnologijam, bet jo Tpasi
no motivetiem individiem, kas iesaistiti uz maciSanos orientéta organizacijas vide.

Hipoteézes formuléjums

DT pieprasa parveidot vai radit pilnigi jaunus digitalos pakalpojumus, pamatojoties uz lietotaju
vajadzibam (Westerman et al., 2012). Veselibas apriipe digitalie pakalpojumi ir galvenais faktors,
kas nodrosSina uz pacientu orientétus un efektivus procesus (Dal Mas et al., 2023). DSO tiek
aplitkots ka atkarigs mainigais, kas atspogulo mijiedarbibu starp stabilu IT infrastruktiiru un
gatavibu ieviest inovacijas gan individa, gan organizacijas Iimeni (Mergel et al., 2019).

Tika parbauditi SL neatkarigie mainigie lielumi, darbiniekiem nodrosinatas iespgjas, lai uzlabotu
to motivaciju, sp&jas un lidzdalibas iesp&jas (AMO), ka ar1 struktur€tas WLEAR pieejamiba
organizacijas, ka arT attiecigas likumsakaribas un ietekme. SL mentalitate un tieksme uz SL ir ciesi
saistitas, bet konceptuali diferencétas, lai labak noskaidrotu konkrétu maciSanas un pielagoSanas
aktivitasu ietekmi, pretstata atvertai un uz zinkari balstitai mentalitatei, uz digitalo pakalpojumu
sniegSanas rezultatiem.

Tieksme uz SL ietver noveérojamas darbibas, kas parada aktivu individu iesaistiSanos macibu
aktivitates (Starke & Ludviga, 2024). Tieksme uz SL individu Iimeni uzlabo to sp&jas un palielina
to motivaciju caur proaktivu problému risinaSanu un pasvaditu maciSanos, ka arT sniedz iespéjas,
veicinot to iesaistiSanos macibu resursu un lidzdalibas mehanismu izmantoSana. Tika pieradits
(Hirst et al., 2009), ka individu tieksme uz maciSanos noved pie v€lama rezultata, rikojot
atbilstoSus macibu pasakumus darba komanda. Promocijas darba tika pienemts salidzinams
mehanisms, lai pastiprinatu tieksmes uz SL ietekmi uz DSO iznakumu, rikojot mérktiecigus AMO
pasakumus. Pirma hipotézu grupa fokus&jas uz ievieSanu ikdienas darba (rikojoties citadi):

1.a hipoteze (Hla): Individa tieksme uz nepartrauktu macisanos pozitivi ietekmé ta prasmju un
zinasanu (sp&ju) kopumu.

1.b hipotéze (HIb): Individa tieksme uz nepartrauktu maciSanos pozitivi ietekmé ta velmi
iesaistities noteiktas darbibas (motivacija).

1.c hipotéeze (Hlc): Individa tieksme uz nepartrauktu maciSanos pozitivi ietekmé atbilstoSos
resursus ka veicinosus apstaklus (iesp&ju piedalities).

SL mentalitate attiecas uz individa ilgstoSu kognitivo orientaciju uz izaugsmi, zinatkari un
uzlaboSanos (Starke & Ludviga, 2024). SL mentalitate uzlabo individualas spgjas, veicinot
atvertibu sarezgitu zinasanu apguvei. Tas palielina motivaciju, balstot macisanos uz ieksgjam
vertibam, ka arT veicina iesp€jas, palielinot izredzes, ka individi izpratis un izmantos brivos brizus
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maciSanas noluka sava darba vidé. Digitali orientéta SL mentalitate ietver maciSanas
nepartrauktibu, kas nosaka, ka $1 fundamentala v€lme macities uzlabo merktiecigu AMO
pasakumu efektivitati un savukart uzlabo DSO iznakumus. Sis mehanisms atbilst atzinam lidzigos
pétijumos (piem., Singh et al., 2017), kur pieradija atvértas attieksmes pret maciSanos pozitivo
ietekmi, kas pastiprinata ar CRV praksi, ievérojami veicina cilvékkapitala attistibu. Otra hipoteézu
grupa attiecas uz kognitivo un attieksmes gatavibu (domajot citadi):

2.a hipotéze (H2a): Individa nepartrauktas maciSanas mentalitate pozitivi ietekmé ta prasmes un
zinasanas (spgjas).

2.b hipotéze (H2b): Individa nepartrauktas maciSanas mentalitate pozitivi ietekmé ta velmi
iesaistities noteiktas darbibas (motivacija).

2.c hipotéze (H2c): Individa nepartrauktas maciSanas mentalitate pozitivi ietekmé atbilstoSos
resursus ka veicinosus apstaklus (iesp&ju piedalities).

AMO sistema (Appelbaum, 2000) identificE sp&jas (prasmes/zinasanas), motivaciju (vélmi) un
iesp&jas (veicinosos apstaklus) ka butiskas darbinieku snieguma uzlaboSanai un lidzdalibai
digitalaja transformacija, papildinot SL ar konkrétam sp&jam ("kadam"), kas izriet no atticksmes
pret un ticksmes uz nepartrauktu macisanos ("ka un kapéc"). So AMO faktoru uzlabosana, it ipasi,
jair motivacija un iespégjas, veicina digitalo pakalpojumu piedavajumu attistibu (Bikse et al., 2022;
Cai et al., 2020). Individuala cilvekkapitala attistibas ietekme uz organizacijas digitalo
pakalpojumu rezultatiem ir postuléta treSaja hipotézu grupa.

3.a hipotéze (H3a): Darbaspeka neatkarigo ilgtermina sp&ju uzlaboSana pozitivi ietekmé digitalo
pakalpojumu piedavajumus ka vélamo rezultatu organizacija.

3.b hipoteze (H3b): Darbaspéka velmes palielinasana pozitivi ietekmé digitalo pakalpojumu
piedavajumus ka vélamo rezultatu organizacija.

3.c hipotéze (H3c): Darbaspeka lidzdalibas iesp&u uzlaboSana pozitivi ietekmé digitalo
pakalpojumu piedavajumus ka vélamo rezultatu organizacija.

WLEAR ietver strukturétus un nestrukturétus procesus (formalu apmacibu, neformalu macisanos
darot, savstarp&u maciSanos un reflektivu praksi), ar kuru palidzibu individi nepartraukti attista
kompetences sava profesionalaja konteksta, lai pielagotos mainigajam tehnologijas prasibam
(Matthews, 1999; Billett, 1995). Digitalaja transformacija, strukturéts WLEAR kalpo ka svarigs
organizacijas mehanisms, kas savieno individu gatavibu parmainam ar sist€émiskiem rezultatiem,
ieklaujot maciSanos ikdienas rutina, tadgjadi parverSot personigas spgjas kolektiva digitalo
pakalpojumu inovacijas un snieguma.

4. hipoteze (H4): Strukturéta maciSanas darbavieta atstdj pozitivu pastarpinatu ietekmi uz digitalo
pakalpojumu piedavajumiem caur darbaspéka neatkarigo ilgtermina sp&ju un vélmju stiprinasanu,
ieskaitot tiem nepiecieSamo resursu un lidzdalibas iesp&jas nodrosinasSanu individuala [iment.
P&tijuma modelis ir paradits 2.9. attéla.
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2.9. attels: Kvantitativais pétijuma modelis
Avots: autores veidots.

Kvantitativas aptaujas anketa sastavéja no 34 jautajumiem, un ta tika pielagota veselibas apriipes
nozares 1pasajam kontekstam un Ipatnibam (Kuckartz, 2014). Aptauja tika ieklauta validéta SL
skala (mentalitate un uzvediba), AMO dimensijas, WLEAR un DSO raditaji, ka ari
socialdemografiskie un organizaciju raksturlielumi. Visi vienumi pamatos tika izteikti noteikta
meéroga, kas pielagots digitalas transformacijas kontekstam un uzlaboti, balstoties uz ieprieksgjo
kvalitativo fazi un ekspertu novert€jumu. Vienumi, kas nepiecieSami, lai noteiktu DSO atkarigo
mainigo, tika iegiiti no citu autoru darbiem (Arranz, 2019; Kwilinski, 2024). Ar ieteikto
pastarpinati ietekmé&joSo mainigo WLEAR tika novértéta atbalsta infrastruktiira, komunikacija un
gan formala, gan neformala apmaciba (Clarke, 2005; Matthews, 1999).

Sie vienumi tika izmantoti ka piemérots raditajs, ko var izmantot uz cilvéku vérstas pieejas ietvaros
(Kyndt et al., 2014). Aptauja ar Siem vienumiem tika noteiktas §1s trts AMO konstrukta dimensijas
(Lopez-Cabrales et al., 2009; Rajiani et al., 2015; Siddique et al., 2019). Divu faktoru noteikSana
neatkarigajam mainigajam SL tika balstita uz DC teoriju un teorétisko pamatojumu, kas aptver SL
kognitivos un uzvedibas aspektus. Konstrukts un ta dimensijas tika izstradatas un apstiprinatas $is
promocijas darba konteksta, skat. 2.9. tabulu.

Kvantitativaja petijuma tika izmantota plasa Skérsgriezuma aptauja, kura piedalijas 993 veselibas
aprupes specialisti Vacija, aptverot vairakus organizaciju veidus, tostarp veselibas apdros§inasanas
sabiedribas, slimnicas, arstniecibas personu asociacijas, tiklus, pansionatus, IT pakalpojumu
sniedz&jus un respondentus, kas pienemti darba caur profesionalo atlasi.
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2.9. tabula Pétijuma izmantotie mainigie lielumi

Konstrukts

Jautajumu piemeri Avoti

Nepartraukta maciSanas
Uzvediba: 3 vienumi
Nepartraukta maciSanas
Mentalitate: 3 vienumi

Ja mana vide notiek sarunas un diskusijas
par jaunajam tehnologijam, mani tas
interese.

Kad es uzzinu kaut ko jaunu par
digitalajam tehnologijam, es pardomaju
savas ieprieks€jas darbibas un cenSos tas
attistit talak ar jaunajam zinaSanam.

(Starke &
Ludviga, 2024)

Spégja, motivacija un
iesp&ja piedalities: 12
vienumi

Es meklgju digitalas paSapkalpoSanas

. . o (Abel-Koch et al.,
iesp&jas un zinu, ka tas izmantot.

Es regulari atvélu laiku macibam, lai ggig’ I\J/ee;;l:lén
paplasinatu savas digitalas zinasanas. 201 4f Call & ’
Es jutu gandarfjumu, kad istenoju idejas, 1y 0 50599

iesp&jamus uzlabojumus un inovacijas.

Macisanas darbavieta
5 vienumi

Mana darbavieta ir pietickami daudz un
viegli pieejamu apmacibu piedavajumu.
Miisu darba vidé més sazinamies un
rikojamies, lai biitu informéti par jaunajam
tehnologijam.

(Clarke, 2005;
Kyndt et al.,
2014; Park et al.,
2018)

Digitalo pakalpojumu
piedavajumi
3 vienumi

Kada atruma digitala transformacija notiek
jusu darbavieta?

Ka jis raksturotu jisu organizacijas
sniegto pakalpojumu digitalizaciju?

Ka jus raksturotu savas organizacijas sp&ju
biit inovativam?

(Arranz et al.,
2019; Audretsch
& Belitski, 2021;
Dwivedi et al.,
2023)

Avots: autores apkopojums.

ST paraugkopa (2.10. tabula) nodroinaja dazadus viedoklus no dazadu darba lomu un nozaru
parstavjiem veselibas apripes ekosistéma. Dati tika apkopoti no 2024. gada 17. decembra lidz

2025. gada 28. februarim.

Ta ka ta bija Skérsgriezuma aptauja, tika veikti ex ante pasakumi, lai mazinatu izmantotas kopgjas
metodes neobjektivitati (CMB). Atkarigie un neatkarigie mainigie tika metodologiski atdaliti,
izmantojot dazadas skalas: 5 punktu Likerta skala digitalajam kompetencém un 7 punktu Likerta
skalu citiem raditajiem (Podsakoff et al., 2003). Psihologiska diferenciacija tika panakta, ievietojot
socialdemografiskos jautajumus starp vienumiem (Podsakoff et al., 2003).
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2.10. tabula: Paraugkopas sastavs

Paraugkopa

Visi obligatas veselibas apdroSinasanas sabiedribas darbinieki (aptuveni 3500 darbinieku)

Reinzemes-Pfalcas slimnicu asociacijas adresatu saraksts (aptuveni 90 slimnicas)

Visi pansionata darbinieki (aptuveni 400)

Reinzemes-Pfalcas gimenes arstu asociacijas adresatu saraksts (aptuveni 3000)

Pilsétas viet€ja veselibas inovaciju centra adresatu saraksts (aptuveni 50)

Veselibas apriipes nozares darbinieku profesionala piesaiste ar uzn@muma Bilendi starpniecibu

Avots: autores apkopojums.

Harmana viena faktora tests (HSF) tika veikts p&c vajadzibas. Datu analizei tika izmantota
programma Jamovi, versija 2.4.8.0. legiita dispersija 0,33 bija zem noteiktas robezvértibas, kas
norada, ka raditaju vertibas atSkiras un ka izmantotas kopé&jas metodes novirze $aja petijjuma ir
maz ticama (Navarro & Foxcroft, 2019).

Kvantitativo datu rezultati

Dzimuma, vecuma grupu, organizaciju veida (SEC) un uznémuma lieluma (SIZE) ietekme uz SL
mentalitati, tieksmi uz SL, AMO un WLEAR tika novértéta ar vienfaktora ANOVA testu,
izmantojot programmu Jamovi. Pirmaja posma tika veikti Tjikija (Tukey) HSD post-hoc testi,
pirms kuriem tika veiktas pienémumu parbaudes. Sapiro-Vilka (Shapiro-Wilk) testos tika atklatas
novirzes no normalsadalijuma SL mentalitatei (W=0,936, p<0,001) un tiecksme uz SL (W=0,949,
p<0,001), bet AMO bija normalsdalijuma robezas (W=0,997, p=0,049). Levena (Levene) testos
tika apstiprinats dispersijas viendabigums visiem faktoriem (SL mentalitatei F = 0,267, p = 0,606;
tieksmei uz SL F=0,257, p=0,612; AMO F = 1,67, p = 0,155). Tjukija HSD testi pieradija, ka
sievietes ieguva ieverojami augstakus rezultatus neka virieSi SL mentalitates joma (vid€ja atsSkiriba
= 0,443, t = 5,38, p<0,001) un tieksmes uz SL joma (atskiriba = 0,250, t = 3,16, p = 0,002).
ANOVA testa tika atklatas nozimigas post-hoc atSkiribas péc amata staza AMO joma, kas uzradija
augstaku AMO ja bija mazak neka 1 gads (starpiba = 0,292, t = 3,08, p = 0,018) un vairak neka 20
gadi (starpiba = 0,292, t = 3,08, p = 0,018).

Apstiprinosa analize tika veikta, pamatojoties uz septiniem faktoriem: divi faktori SL dimensijam,
tris faktori AMO dimensijam un divi faktori pastarpinati ietekm&joSiem un atkarigajiem
mainigajiem. legiitie CF1 0,893 un RMSEA 0,0661 norada uz pienemamu modela piemérotibu §Sim
hipotétiskajam 7 faktoru modelim un parspgj 5 faktoru modeli, kas apvieno tris AMO
apak3dimensijas viena faktora (x> 1585, p <,001, RMSEA = 0,0672, CFI = 0,885, df = 289) vai 4
faktoru modeli, kas apvieno tris AMO apaksdimensijas un SL mentalitati un tieksmi uz SL viena
faktora katra gadijuma (y2 1983, p <,001, RMSEA =0,0731, CFI = 0,850, df = 293).

Nakamaja posma datu sadalfjums tika novértéts ar Sapiro-Vilka testu. Ta ka p bija < 0,01 visiem
vienumiem, tests ir nozimigs, un datiem nav normalsadalijuma. Tap€c rezultatu parbaudei un
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analizei tika izmantota SmartPLS 4 versija 4.1.1.5, jo normalsadalijumu tai nav nepiecieSams
noteikt (Hair et al., 2011).

2.11. tabula: Aréja modela rezultati

Kronbaha V.ldé‘lﬁ .. Kopéjﬁ - Kopéjﬁ -
alfa dispersija uzticamiba  uzticamiba
(AVE) (rho a) (rho ¢)
Spga 0.503 0.491 0.595 0.725
3 vienumi
Motivacia 0.644 0.484 0.708 0.807
3 vienumi
lespja piedalities 0.680 0.517 0.708 0.807
3 vienumi ' ) ) ’
Digitalo pakalpgumu piedavajumi 0.764 0.620 0.851 0.890
DSO 3 vienumi
Tieksme uz SL 0.769 0.683 0.771 0.866
3 vienumi
SL mentalitate 0.846 0.765 0.868 0.907
3 vienumi
Macisanas darbavieta
WLEAR 0.855 0.633 0.856 0.896

5 vienumi

Avots: autores aprekini.

Pamatojoties uz Siem sakotngjiem novertejumiem, tiek aprékinati divi modeli; pirmas kartas
modelis ietver likumsakaribas starp atkarigajiem un 5 neatkarigajiem mainigajiem, ja netiek
istenota WLEAR. Otras kartas modeli — tris apakSdimensijas, sp&ja, motivacija un iespgja, veido
mainigo AMO, un hipotétiskais WLEAR pastarpinati ietekméjoSais efekts tika aprékinats 5
faktoru modelt.

Lai uzlabotu kop€jo ticamibu vai iek$€jo saskanotibu (Hair et al., 2011), tika izslégts viens
vienums. P&c vienuma izslégsanas no sp&jas dimensijas (EDU2) ar vajako slodzi (0,146), p-vertiba
> 0,05, tap€c visi vienumi bija vajadzigajas robezas vai bija loti tuvu robezveértibam (Kronbaha
alfa un kopgja ticamiba bija 0,7; par vidgja dispersiju (AVE) bija 0,5), tadejadi nodrosinot iek$&jo
saskanotibu un visu vienumu uzticamibu. AMO konstrukta sp&jas dimensijas vertiba nebija starp
abam robezvertibam, tomer ta tika saglabata, jo sp&ja tiek uzskatitas par biitisku darbinieku digitalo
kompetenci un galveno snieguma faktoru (Bos-Nehles et al., 2013; Cai et al., 2020. Ar&ja modela
rezultati ir paraditi 2.11. tabula, kas ietver faktoru WLEAR no otras kartas modela.
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Dispersijas inflacijas faktors (VIF) tika noveértéts visiem vienumiem, lai novertétu kolinearitati. Ta
ka VIF vertiba bija mazaka neka 3 visiem vienumiem, multikolinearitate ir maz ticama
(Akinwande et al., 2015).

2.12. tabula: Iekséja modela rezultati pirmas kartas modelim, ja nenotiek macisanas darbavieta

Virziens R? Virziena koeficients p vertiba ¢ vertiba
DSO 0.162

Spgja - DSO 0.068 0.080** 1.753
Motivacija = DSO 0.195 0.000 4.188
Iespgja - DSO 0.200 0.000 4.404
Tieksme uz SL = sp&ja 0.378 0.000 8.866
Tieksme uz SL = motivacija 0.385 0.000 8.540
Tieksme uz SL > lespgja piedalities 0.332 0.000 7.600
SL mentalitate = spgja 0.152 0.001* 3.350
SL mentalitate = motivacija 0.188 0.000 3.908
SL mentalitate = lesp&ja piedalities 0.178 0.000 3.729

*p <0.05; **p >0.05
Avots: autores aprekini.

2.12. tabula ir paraditi iek$&ja modela rezultati pirmas kartas modelim. Tika apstiprinata hipotez€s
izteikta pozitiva ietekme uz prasmju un zinaSanu (sp&ju), individualas vélmes (motivacijas) un
aktivas iesaistiSanas (iesp&ja piedalities) attistiSanu, ko izraisa tiecksme uz SL (Hla-Hlc) un SL
mentalitate (H2a-H2c).

Ir arT empiriski pieradijumi, kas apstiprina darbaspéka vélmes (motivacijas faktori) un lidzdalibas
iesp&ju palielinasanas ietekmi uz DSO (H3b-c). ParsteidzosSs rezultats $aja nodala ir hipot&tiski
izvirzitas pozitivas ietekmes noraidiSana, ko rada individa sp€ju stiprinaSana digitalo pakalpojumu
sniegSana (H3a).

Otraja aprékinataja modeli, tris faktori - sp&ja, motivacija un iesp&ja - tika apvienoti AMO

mainigaja lieluma, un 2.13. tabula ir atspoguloti otras kartas modela rezultati pie nosacijuma, ka
nenotieck WLEAR, kura neatkarigie mainigie SL un AMO sastada tikai 16% no DSO.
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2.13. tabula: Iekséja modela rezultati otras kartas modelim, ja nenotiek maciSanas darbavieta

Virziens R? Virziena koeficients p vertiba t vertiba
DSO 0.160

AMO - DSO 0.400 0.000 12.952
Tieksme uz SL

> AMO 0.425 0.000 10.449
Tieksme uz SL

> AMO 0.206 0.000 4.542

Avots: autores aprekini.

Svarigs faktors, kas ir uzsverts $aja nodala, ir WLEAR ietekme, kas tika identificéta ka biitisks
faktors kvalitativaja petijuma. Pastarpinati ietekméjosais efekts tika aprékinats, izmantojot Barona
un Kenija pieeju (Baron and Kenny's approach, 1986), kas paradits 2.14. tabula.

2.14. tabula: Pastarpindti ietekmeéjosais efekts

Konstrukts | DSO WLEAR DSO
(WLEAR nenotiek) (WLEAR notiek)
Virziena p R Virziena p Virziena p R

koef. verttba 0.160 | koef. vertiba | koef. vertiba 0.264

AMO 0.400 0.000 0.708 0.000 ] 0.106 0.007
Avots: autores aprekini.

AMO bitiski ietekme atkarigo mainigo DSO, ja nav WLEAR ka pastarpinati ietekm&josa faktora.
Nemot véra So pastarpinati ietekmé&joso faktoru WLEAR, neatkariga mainiga ietekme uz atkarigo
mainigo ieverojami samazinas (Sidhu et al., 2021). Pamatojoties uz to, tika aprékinata izskaidrotas
dispersijas proporcija atkarigajam mainigajam (VAF), kas izskaidrojama ar likumsakaribu, ko
nosaka pastarpinati ietekmgjosais faktors (skat. 2.15. tabulu).

Balstoties uz Heira secinajumu (Hair et al., 2014), dalgjs pastarpinati ietekm&joSais efekts, ko rada
digitala kompetence, tieck novérots likumsakaribas starp AMO un DSO, tadejadi apstiprinot
hipotézi H4.

Kvantitativa petijuma rezultata tika ieguti tris galvenie secinajumi. Novérojama tieksme uz SL
(piem@ram, aktiva problému risinaSana, paSvadita maciSanas un nepartraukta kompetencu
pielagoSana) ieveérojami vairak ietekmé AMO neka vienkarSa SL mentalitate. Lai gan atverta
mentalitate nodroSina kognitivu pamatu, ta ir faktiska uzvediba, kas izpauzas izme&ramos
rezultatos. Tas apstiprina viedokli, ka DC digitalaja transformacija balstas uz atkartotam,
institucionalizétam darbibam. Pret€ji gaiditajam, hipotétiska individualo digitalo sp&ju pozitiva
ietekme uz digitalo pakalpojumu sniegSanu netika apstiprinata.
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2.15. tabula: Macisanas darbavieta ka pastarpindti ietekmejosa faktora analizes rezultati

TieSa ietekme NetieSa ietekme Kopgjais efekts VAF Pastarpinati
ietekméjosais
efekts

Dalgjs pastarpinati

0.106* 0,708x0,434=0,307 0.413 0.743 . e
ietekméjosais efekts

*p <0,001
Avots: autores aprekini.

Tadgjadi hipotéze H3a tika noraidita. Tas liecina, ka loti reguléta un sarezgita vide, pieméram,
veselibas apriipé, strukturalie faktori (piem@ram, motivacija, maciSanas iespjas un
organizatoriskie apstakli) atsver individualo sp&ju ietekmi. Pastarpinati ietekm&josa faktora testi
atklaja, ka AMO ietekmé€ organizacijas rezultatus tikai tad, ja Sis faktors tiek izmantots struktur&tos
WLEAR procesos.

Diskusija

Empiriska nodala sintez€ kvantitativos un kvalitativos rezultatus, lai paraditu divu limenu
dinamiku, kura cilvékkapitals virza uz prieksu DT veselibas apripé, izmantojot SL ka individualu
mikropamatu DC. Lai gan maciSanas tiek atzita par bitisku (Al-Hail et al., 2024), iepriek$gjos
petijumos trukst atzinu par to, ka kompetencu attistiSana ir saistita ar DC (Zollo and Winter, 2002).
SL tiek pozicionéts ka jauns konstrukts, kas lauj planoti pielagoties parmainam, izmantojot darba
rutinas, nevis ad hoc pasakumus (Ellstrom et al., 2022). Saskana ar atzinu (Winter, 2003), DC
atSkiras no parastajam sp&jam, to reakcija uz parmainam. Konstrukts ir paredzets, lai izméritu SL
ka DC mikropamatu, atsaucoties uz potencialu rikoties, neatkarigi no ta, vai tas tiek istenots vai
né (Dougherty et al., 2004).

Lai istenotu So potencialu, ir svarigi izprast ta ierobezojumus un SkerSlus, kas uzsverti
kvalitativajas intervijas un diskusijas, pieméram, reguléjuma sadrumstalotibu un pretestiba
parmainam, kas atbilst postulétajam esoSaja zinatniskaja literatiira (Iyanna et al., 2022; Belliger &
Krieger, 2018). Lai parvarétu Sos Sk&rSlus un nostiprinatu pozitivi uztveramos faktorus, ir
jaizstrada meérktiecigas, kontekstam atbilstoSas maciSanas koncepcijas (Billett, 1995). Tika
noversti trukumi, izskaidrojot, ka paSreiz€jais darbasp€ks var iet kopsoli ar visu jauno — jauniem
uzdevumiem un darbavietam, ka ar1 izskaidroti mehanismi SL uzsakSana un darbaspéka
profesionalajai attistibai, lai uzlabotu DSO veselibas apriipeé. DivkarSa uzmaniba pasreiz&jai
individualo resursu parkonfiguracijai un organizaciju ilgtermina sp€jai pielagoties digitali
parveidotai videi paplaSina jédzienu "muzizglitiba" (Council of the European Union, 2018; Tjin A
Tsoi et al., 2018).

Kvantitativais pétijuma modelis izskaidro jaunas likumsakaribas, paradot, ka WLEAR atbalsta
organizacijas mérki ieviest un izmantot digitalos pakalpojumus, un uzsver atsevisku faktoru,
tostarp AMO, ietekmi, kas veicina personigo attistibu. Rezultati tika apspriesti no trim skatu
punktiem: individuala, organizacijas un sist€misma attieciba uz spriedzi, ko rada inovaciju
ievieSana un regulativais spiediens.
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Izmantojot individa limena mehanismu, SL mentalitate un tiecksme uz SL pozitivi pastiprina
darbiniekiem nodro$inatas iespgjas caur AMO sist€ému, un motivacija kliist par galveno inovaciju
ievieSanas prognozgjosu raditaju. Saskana ar pasnoteikSanas teoriju, iepriek$€jo darbu atzinas
(piem., von Garrel & Diiben, 2022) tiek paplaSinatas, lai apstiprinatu digitalo maciSanos ka
taustamu sp&ju, kura motiveti, prasmigi darbinieki veido nepartrauktas maciSanas paradumus.
Atskiriba no iepriek$€jam zinatniskajam diskusijam digitalas kompetences limeni nav iz8kirosi.
Ta vieta pozitiva attiecksme pret jaunajam tehnologijam un vélme rikoties (darbinieka SL) ir
svarigakas sp&ju aktiviz€Sanai, ka ir pieradits (Boskovi¢, 2021), ka daliba [émumu pienemsSanas
procesos palielina izpratni un digitalizacijas strat€giju ievieSanu. Individualajai gatavibai ir
nepiecieSamas papildinoSas organizacijas struktiirvienibas, ko apstiprina gan kvalitativas atzinas,
gan empiriskie secinajumi.

Organizacijas limena rezultati atklaja, ka strukturéts WLEAR ir izSkiroSs, lai parvérstu
individualas spg&jas uzlabota DSO, kalpojot ka infrastruktiira, kas pastiprina AMO ietekmi.
Parsteidzosi, ka iesp€ja izradijas ietekmigaka par sp&ju. Lai gan pétijumi liecina, ka iesp&ju
veicinasana praksé ir atSkirigs un empiriski efektivs elements, "iesp&ju" dimensija joprojam ir
novarta atstata AMO pétijumu joma (Siddique et al., 2019). Sp&ju dimensija, ko uzskata par
butisku prieksnoteikumu cilvékkapitala ietvaros (Kim et al., 2015; Bos-Nehles et al., 2013), butiski
neietekmé digitalo pakalpojumu sniegSanu. Veicinosi apstakli, pieméram, apmaciba, darbinieku
integracija un organizacijas parmainu kultiira, ir robezfaktori. Kvalitativas atzinas tiek uzsvérta
lietotajam specifiska, integréta maciSanas. Tas saskan ar ideju, ka apmacibu organizacijas labak
spgj ieviest inovacijas (Svensson et al., 2024).

Macisands ka DC mikropamats pozicioné SL ka kognitivu uzvedibas pamatelementu (nevis pasu
DC), kas, atbalstot AMO un WLEAR, rada organizacijas pielagosanas sp&ju (Eisenhardt et al.,
2010; Li et al., 2025). SL izskaidro, ka individa darbibas partop kolektiva atjaunotné DT procesa
(Konopik et al., 2022; Chatterjee et al., 2022). Tadi $kérsli ka reguléjuma sadrumstalotiba un
pretestiba inovaciju ievieSanai tiek parvaréti, balstoties uz kontekstam pielagotu maciSanos,
tadejadi parveérSot argjas iesp€jas ieksgjas inovacijas (Ullrich et al., 2023). Savienojot
cilvékkapitalu ar DT, veselibas apripé var giit panakumus, izmantojot sociali tehnisko integraciju,
kur motivéti darbinieki atbalstosa vide izmanto digitalo pakalpojumu priekSrocibas.

Digitala transformacija (DT) veselibas apriipé butiba ir versta uz cilvéku, un ir nepiecieSams
apsvert, ka integrét individu mijiedarbibu, organizacijas vides kontekstu un grupas uzvedibas
dinamiku, lai parvarétu institucionalos Skér§lus un panaktu efektivitates pieaugumu, ka ari
uzlabotu digitalo pakalpojumu piedavajumus (DSO) un rezultatus pacientiem. Promocijas darba ir
sniegtas praktiskas strateégijas - mérktieciga apmaciba, sadarbibas tikli, SL koncepcijas un
WLEAR, lai risinatu dazadas ieinteres€to pusu vajadzibas un pretestibu jaunievedumiem, veicot
daudzlimenu uzlaboSanas darbibas.

Kopuma no §is disertacijas izriet tris galvenie ieguldijumi.

1. Nepartrauktas mdciSands (SL) nostiprindsana ka dinamisko spéju mikropamats: Saja
disertacija nepartraukta maciSanas tiek ieviesta un empiriski parbaudita ka atskirigs un
izmeérams divdimensials konstrukts, kas sastav no domasanas veida un uzvedibas. SL skaidro,
ka individuala atveértiba, proaktiva maciSanas uzvediba un nepartraukta kompetencu
atjaunoSana veicina organizacijas pielagoSanas sp&ju digitalaja transformacija.
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2. Spéju, motivacijas un iespeju (AMO) lomas precizésana digitdlo pakalpojumu piedavajumos:
Rezultati parada, ka AMO ietvara motivacija un iesp€jas ir nozimigakas digitalo pakalpojumu
piedavajumu veicinasana neka individualas sp&jas vienas pasas. Ipasi iesp&jas, kas saprotamas
ka piekluve lidzdalibai, resursiem un atbalstoSiem apstakliem, darbojas ka robeznosacijums,
kas lauj cilvékkapitalam kliit efektivam digitalaja transformacija.

3. Organizdacijas maciSanas (WLEAR) kd parneses mehanisma pieradisana: Darba vieta balstita
macisanas empiriski tiek apstiprinata ka mehanisms, kas parver§ individualo potencialu un
pilnvaroSanu organizacijas snieguma. leklaujot maciSanos strukturétas un neformalas
organizacijas rutinas, WLEAR stiprina saikni starp individuala Iimena sp&am un uzlabotiem
digitalo pakalpojumu piedavajumiem.

Merkis ir radit darbasp€ku, kas nepartraukti macas un pielagojas, tadu, kas ne tikai tiek gala ar DT,
bet arT aktivi to virza. Vaditaji, kas darbojas ka veicinataji, un politikas veidotaji, kas kopigi nosaka
labvéligus apstaklus, nodrosina, ka visi AMO faktori darbojas. Tas veicinas gan labaku individu
sniegumu, gan inovaciju ieviesanu darba kolektiva, kas atbilst miisu pétijumu rezultatiem, ka sada
saskanoSana sniedz taustamus uzlabojumus digitalo pakalpojumu sniegSana. Biutiba, kad
darbinieki macas, organizacijas parveidojas. ST principa ievieSana ir svariga jebkurai veselibas
apriipes organizacijai, kas v€las attistities digitalaja laikmeta un padarit digitalo apripi par jaunu
normu.
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3. Secinajumi un Ieteikumi

3.1 Secinajumi

Saja doktora promocijas darba tika pétits, ka SL aktivizé cilvekkapitalu, lai virzitu veselibas
apriipes organizaciju DT un nodroSinatu DSO. Vargja izdarit sekojoSus galvenos secinajumus.

1. Jaukto metoZu pieeja lava abduktivi identificét un péc tam parbaudit galvenos DT mehanismus
veselibas apriipes organizacijas: macisanos, motivaciju/iesp&ju nodrosinaSanu un inovaciju
ieviesanu. Dazados posmos visi Sie elementi saskanigi mijiedarbojas.

2. SL ietekme uz individa sp&ju un vélmi apgiit prasmes ir nozimiga (RQ1). SL parveérsas prakse,
kas saskanota ar organizacija esoSajam iesp&jam.

a.

Pamatojoties uz zinatnisko literatiru un kvalitativajam atzinam, motivacija un
autonomija ir apstiprinati ka galvenie virzitajspeki. Intervijas un fokusa grupu
diskusijas tika uzsverts, ka pasvaditu maciSanas stratégiju izvele motivé individus
turpinat attistit savas sp€jas. Motivacija un uztverta nepiecieSamiba péc jauna ir
iz8kirosi virzitajspeki.

SL tiek ieviests ka jauns konstrukts un tiek definéts ka noturiga, atverta atticksme un
uzvedibas veids. SL tiek pozicionéts ka dinamisko sp&ju mikropamats, kas tiesi sasaista
individa gatavibu ar organizacijas pielagosanas spgju.

SL veido spé&jas, izmantojot proaktivu maciSanos, pastiprina velmi caur iek$€jam
vertibam un mudina izmantot Iidzdalibas iesp€jas. Ta ir efektiva, ja tiek ieklauta rutinas
praksg, kas tiesi ietekm& AMO (H1a—c; H2a—c apstiprinajas).

3. Kovalitativo atzinu sasaiste ar empiriskajiem datiem atklaja, ka DSO veselibas apriipé tiek
uzlabotas, tadejadi nodrosinot iesp&jas cilvékkapitalam (RQ2).

a.

Kvalitativie rezultati apstiprinaja, ka pieejama, netraucéta macisanas un eksperimentala
kulttira veicina digitalo pakalpojumu attistibu. Agrinie ievies€ji darbojas ka ¢empioni,
izplatot inovacijas, ja tiem dod iesp&jas to autonomija un arf atbalsta sisteémas.
P&tijuma rezultati apliecindja, ka DSO uzlabojas, ja veselibas apripes personalam ir
ieksgjais dzingjspeks (motivacija) un tiek sniegts strukturals atbalsts (iesp&ja).
Motivacija un iespgjas (Iidzdaliba) biitiski spgj ietekmeét DSO (H3b-c apstiprinajas).
Turprett individu digitalas prasmes (sp€jas) netika butiski parbauditas, jo strukturalie
un motivejosie faktori ir prioritari salidzinajuma ar individu prasmju Iimeniem
veselibas apriipes organizaciju regulétaja konteksta (H3a tika noraidita).

Nepartrauktu, pasvaditu maciSanos veselibas apriipé nodroSina individualu virzitajspeku (SL

mentalitate un tiecksme uz SL, iek$€ja motivacija un ¢empiona gars) un organizacija esosu
apstaklu (WLEAR, autonomiju atbalstoSa vadiba un maciSanas kultiira) kombinacija. To
mijiedarbiba paatrina DSO (RQ3) ievieSanu un m&rogosanu.

a.

Kvalitativas atzinas ka kvantitativa modela izstrades noteikumos tika uzsverta
autonomija, WLEAR iesp€jas un lideribas atbalsts ka izSkiroSs faktors, izskaidrojot,
kapéc strukturétas apmacibu programmas ir efektivakas strauju parmainu laika.
Aptaujas dati paradija, ka darbiniekiem biezi ir spécigas tiecksmes uz SL, bet tie tikai
meéreni noverteja savus WLEAR apstaklus. Tas norada, ka individi v€las un spgj
nepartraukti macities, pat ja triikst to organizacijas atbalsta, lai gan rezultati uzlabojas,
kad viss saskanojas.
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c. Mijiedarbiba starp individa Itmena iesp&u nodroSinasanu (SL un motivaciju) un
organizacijas limena iesp&jam ir nozimiga (apmaciba un WLEAR). Pat motivéeti
individi nevar progresét bez atbalsta.

d. Empiriska testéSana apstiprindja jaunizveidota SL konstrukta vispargja meroga
faktorialo derigumu. Taja pasa laika CFA/PLS analizé WLEAR tika identificéts ka
galvenais rezultatus noteicoSais faktors, pamatojoties uz pastarpinatas ietekmes
modelesanu (VAF = 0,743). Ja pastav WLEAR, izskaidrotas dispersijas Ipatsvars ir
robezas no R? = 0,16 lidz R? = 0,26, bez WLEAR, AMO joprojam ir nozimigs, bet
daudz vajaks. Tadejadi WLEAR darbojas ka svarigs organizacijas sniegumu
ietekm@joss faktors (H4 apstiprinajas).

e. Strukturéta WLEAR (apmaciba, zinaSanu apmaina starp lidzbiedriem un atkartojoSos
darba rutinu nostiprinasana) ir pastarpinati ietekméjosSs faktors likumsakaribas starp
individa spgjam/motivaciju un digitalo pakalpojumu sniegSanas rezultatiem. Atbalstosa
apmacibu infrastruktiira un paSvadita maciSanas paatrina digitalos pakalpojumu
ievieSanu.

f. Gutajas atzinas tiek uzsverts divu Iimenu mehanisms. Iesp&jas nodrosinosie pasakumi
(autonomija, Iidzdaliba, atziSana) parveérS velmi faktiskos digitalo pakalpojumu
ievieSanas rezultatos.

5. Uz cilveku orientéts DT process pieprasa saskanot individualo gatavibu (SL/AMO) ar
macisSanas arhitektiru organizacijas (WLEAR). Ja kads elements ir nepietickami attistits,
digitalo pakalpojumu ievie$ana apstajas. Sim secinajumam ir tie$a nakotnes ietekme uz vadibu,
cilvékresursiem un apmacibu dizainu organizacijas.
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3.2 Ieteikumi

Praktiski ieteikumi

ST pétijuma atzinas sniedz praktiskus ieteikumus veselibas apriipes vaditajiem, politikas
veidotajiem un augstakajiem vaditajiem, kas censSas veicinat DT, attistot cilvékkapitalu. Pirmie
pieci ieteikumi ir paredzeti veselibas apripes vaditajiem operativa [imeni. 6.-9. ieteikums sniedz
strategiska Iimena padomus organizaciju vaditajiem. Visbeidzot, tick sniegti ieteikumi politikas
veidotajiem sisteémiska Iiment.

Veselibas apriipes vaditajiem

1.

Apzinati javeido nepartrauktas maciSanas vidi ka dalu no ikdienas darba. Arstiem vai
medmasam biezi jaiziet obligata profesionala apmaciba. To varétu apvienot ar Isam
apmacibam par digitalo pakalpojumu sniegtajam iesp&jam. Grupam specifiska testéSana
paradija, ka AMO ir visaugstakais darbiniekiem ar darba stazu, kas ir mazaks par vienu gadu
vai parsniedz 20 gadus. Lielako kohortu starp $Tm grupam var ipaSi uzrunat, izmantojot
ikdienas darba iestradatus maciSanas laika posmus, nepalaujoties tikai uz brivpratigu iesaisti.
Pieméram, katras komandas sanaksmes sakuma var ieklaut 15 mintiSu digitalos macibu
fragmentus. Organizacijas var integrét anketu SL domaSanas veida un uzvedibas mériSanai
darbinieku atlases procesos, lai pienemtu darba digitali orientétu darbaspeku. So mérfjumu var
izmantot arT ka pamatu esoso darbinieku novértéSanai un uz rezultatu pamata veidot pielagotu
seminaru vai pasakumu , lai stiprinatu digitalo kultiiru un domasanas veidu organizacija.
Nodrosinat, ka darbiniekiem ir formalas apmacibas un neformalas maciSanas iesp&jas, kas
integrétas vinu ikdiena. Piem@ram, regularu zinaSanu apmainas sanaksmju organizéSana,
starpfunkcionala projektu rotacija vai mentoringa programmas var sniegt iesp&ju macities
darba. Veselibas apriipé digitalas prakses grupas var€tu ieklaut arstus, slimnicu arstus un
farmaceitus, lai apspriestu Skér$lus un iesp&jas sadarbsp&jai un apmainai.

Laut darbiniekiem uznemties atbildibu par saviem maciSanas virzieniem, nevis uzspiest parak
stingras prasibas. Tas var€tu ietvert iesp&ju darbiniekiem izv€leties kursus vai digitalas
prasmes, ko vini vélas apgiit, nodroSinot tiem laiku un resursus (pieméram, piekluvi tieSsaistes
macibu platformam), lai istenotu pasvaditu maciSanos, un veicinot eksperimentus ar jauniem
digitalajiem rikiem zema riska apstaklos. Pieméram, izméginajuma platformas varétu kalpot,
lai parbauditu elektronisko veselibas karsu funkcijas bez tieSraides datu apmainas.
Apmierinat darbinieku vajadzibu péc autonomijas un veicinat to motivaciju, izmantojot
principu, ka autonomiju atbalsto$a prakse uzlabo to iesaisti. Giitas atzinas apliecina, ka tad,
kad darbinieki jiitas drosi savas attistibas vadiSana, to tieksme uz SL palielinas, radot lielaku
pielagoSanas sp&ju. Pieméra, 1su, no 2 lidz 3 jautdjumiem sastavoSu paSparbaudes testu
ievieSana, kuru rezultata tiek sniegti pielagoti maciSanas ieteikumi un tieSsaistes maciSanas
iesp€jas, veicinatu macisanas motivaciju.

Paatrinat inovaciju izplatiSanu, iedvesmojot lidzbiedrus, tad€jadi savienojot individualo
macisanos ar kolektivam parmainam. Ka praktisku ievieSanas pieméru varétu minét, ka katrs
darbinieks reizi ceturksni var izvéléties vienu digitalas kompetences mérki no atlasita kataloga
un dalities ar to grupas sanaksmes.

Strat€giska Itmena organizaciju vaditajiem
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6.

Vaditajiem jaatzist un jaapbalvo SL centieni. VienkarSi pasakumi, pieméram, "digitalo
cempionu" atziSana, kuri proaktivi macas un dalas ar jaunam idejam, vai nepartrauktas
macisanas mérku ieklauSana darbibas novérteésana, var pastiprinat vélamo uzvedibu. Saskana
ar fokusa grupu uzskatiem par agrinajiem ieviesgjiem, veselibas apriipes asociaciju vaditajiem
butu jaidentificé un jaatbalsta novatori savas komandas vai tiklos, iesaistot tos jauno
tehnologiju (pieméram, telemedicinas vai apripes inovacijas) izméginajuma projektos un
liekot tiem nodod savas prasmes citiem. PaSvadiba ir 1pasi efektiva sievieSu kohorta, kura tika
konstateti butiski augstaki SL domasanas veida un uzvedibas raditdji. Autonomijas svira
pastiprina jau esoSu labvéliou noslieci. VirieSu kohorta pasvadibu var apvienot ar vienaudzu
savstarp&ju apnemsanos, lai domasanas veidu parveérstu uzvediba.

Ieguldit labaka macibu infrastrukttira, tostarp musdienigas IT sistémas e-macibam, digitalo
resursu bibliotekas un, iesp&jams, 1pasas "macibu stundas" katru ned€lu, kur darbinieki var
koncentréties uz prasmju attistibu bez regulara darba spiediena. Veselibas apriipes
organizacijas vai centralas iestades varétu nodroSinat platformas ar sertificétam apmacibam
par telematikas infrastrukturu, digitalas veselibas lietojumprogrammam un maksligo intelektu.
Veidot macibu kulttru, kura nepartraukti uzlabojumi ir dala no organizacijas identitates. Kad
Sada kultura ir izveidota, ta klust paSpastiprinoSa: darbinieki, kuri nepartraukti uzlabo savas
prasmes, vadis veiksmigakus DT projektus, kas veicinas talaku maciSanos.

Janosprauz visaptvero$s mérkis, pieméram, slimnicu padomém vai veselibas apripes sistemu
direktoriem savos strat€giskajos planos jaieklauj digitalo kompetencu attistiba. Vadibas
komunikacijai butu sistematiski jaietver “maciSanas veselibas sisteémas” ietvars, lai
nostiprinatu SL domasSanas veidu.

Politikas veidotajiem

10.

1.

12.

13.

14.

Politikas veidotajiem un augstakajai vadibai jaizveido strat€gisks ietvars, kas veicina
nepartrauktu macisanos (SL) darbinieku vida. Digitalizacijas budZetus un atbalsta programmas
varétu izmantot, lai atbalstitu regionalos veselibas apriipes tiklus un macibu centrus. Sie centri
var finansét kopigas apmacibas, sertifikaciju un kalpot par smilSkastes infrastruktiiru digitalo
pakalpojumu testéSanai.
Istenot tadu politiku ka obligata digitala pamatapmaciba (kas pielagota visiem darbiniekiem)
un ieviest nepartrauktas profesionalas pilnveides kreditpunktus digitalas veselibas témas.
Pieméram, vismaz 20 % kreditpunktu var&tu paredét japaredz digitalajam apmacibam.
Izstradat sadas prasibas elastigi. Politikas veidotaji varétu stimulét maciSanos, nevis tikai
noteikt prasibas, pieméram, piedavat sertifikacijas programmas vai karjeras prieksSrocibas
darbiniekiem, kuri paplaSina savas digitalas prasmes. Ipasi veselibas aprilpes specialistiem
talakizglitibas kreditpunktus varétu pieskirt par macibu sertifikatiem, kas koncentr&jas uz
digitalo pakalpojumu lietojumprogrammam veselibas apripe.
Valdibas un regul&josas iestades veselibas apriipe var art finanset tadas iniciativas ka inovaciju
laboratorijas vai sadarbibas apmacibas programmas, kas apvieno dazadas ieinteresétas puses
(arstus, IT specialistus, administratorus), lai kopigi macitos un ieviestu inovacijas. Fokusa
grupas secinajumos tika atbalstita visu ieinteres€to pusu integracija, lai iegitu kopigu
redz&jumu digitalaja ievieSana. Tas ir ieteikums, ko Iideri var izmantot, lai lauztu izolacijas
robezas. Organizgjot sadarbibu starp slimnicam, veselibas apdro$inatajiem, tehnologiju
uznémumiem un izglitibas iestadém, vaditaji var radit macibu iesp€jas visa nozarg(pieméeram,
starporganizaciju seminarus vai zinasanu tiklus).
Lai risinatu resursu ierobeZojumus, apmacibai ir japieskir pietiekams budZets, un darbiniekiem
ir jadod pietickami daudz laika, lai macitos. Daudzas valsts veselibas apriipes organizacijas
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personals ir parslogots. Bez skaidra atbalsta no augSas darbiniekiem nebiis iesp&jas macities,
pat ja tie ir motiveti. Tapec lideriem ir jaaizstav veéstijums, ka nepartraukta maciSanas ir
stratégiska prioritate, un jaatbalsta ta ar taustamu atbalstu (finansgjums, atveléts brivs laiks,
infrastruktira).

Politikas veidotajiem vajadz&€tu nodrosinat pilnveértigu vestijumu par DT, veidojot to ka
profesionalas izaugsmes un uzlabotas pacientu apriipes iesp&ju, nevis tikai lejupverstu
tehnologisko iesp&ju. Tas var palidz&t parvérst argjo spiedienu digitalizéties (kas nak no
politikas vai tirgus prasibam) par darbinieku iek$jas misijas sajiitu, efektivi parversot argjo
spiedienu iek$gja virzitaja. Praks€, pieméram, veselibas departaments varétu izcelt stastus par
veselibas apripes darbiniekiem, kuri ir izmantojusi jaunus digitalos rikus, lai atvieglotu savu
darbu vai uzlabotu pacientu rezultatus, tadejadi motivejot citus macities nevis baidoties no
novecosanas, bet iedvesmojoties.

Ieteikumi turpmakiem pétijumiem

1.

2.

Izstradatajai SL koncepcijai ir nepiecieSama turpmaka attistiba un empirisks pamats, ka ari
stabils empirisks pamats, lai stiprinatu tas derigumu un pielietojamibu.

Kompetencu attistiba veselibas apriipé biitu sikak japarbauda ka pamats noturibai digitalo
parmainu laika.

Ir jaizstrada praktiskas pamatkoncepcijas, lai vaditu digitalo kompetencu apguvi un
sistematisku paplasinaSanu organizacijas.

Ir japarbauda integrétas maciSanas modeli darbavieta, apvienojot formalas un ikdiengjas
pieejas, vienlaikus izmantojot paraugus un profesionalos tiklus.

Generativa maksliga intelekta iesp&jas un riski buitu kritiski jaizverté, lai novértetu ta
potencialu uzlabot vai izjaukt macibu procesus.

Saja promocijas darba uzsvars bija uz digitalajiem procesiem un pakalpojumiem, kas noteikti
tiesibu aktos, 1pasi veselibas apriipes organizacijam, kas darbojas Vacija. Nemot veéra, ka
Vacijas veselibas apriipes sisteéma ir viena no lielakajam Eiropa, izstradatais konceptualais
ietvars un pé€tniecibas modelis piedava pamatu turpmakiem pétjjumiem dazadas valstis ar
lidzigiem apstakliem.

Plasaka citu jomu, pieméram, valsts parvaldes, izpéte var dot atSkirigus rezultatus, un ta ir
empiriski japarbauda.

Turpmakie pétijumi varétu paplaSinat petniecibas modeli, integréjot papildu faktorus,
pieméram, kultiiru, vértibas un lideribu.

Papildu ieintereseto pusu, piem&ram, pacientu, pievienosana varétu uzlabot attiecigo izpratni.

. S1 petijuma rezultati ir atzinu un secinajumu kopsavilkums un sniedz parskatu par esosSo

stavokli, bet neietver nakotnes attistibas prognozi. Nakotnes p&tijumos varétu sekot progresam
S$aja joma vai sniegt garenvirziena petijjumus par SL ietekmi noteikta perioda.

113



Pateicibas

Velos izteikt visdzilako pateicibu savai zinatniskajai vaditajai prof. Iveta Ludviga par
nenovertgjamo ieguldijumu darba vadiSana, konstruktivo atgriezenisko saiti un pastavigo
iedros$inajumu darbam visa petijuma veikSanas procesa. Vinas pieredze un centiba ir bijusi butiska
§1 promocijas darba gan satura veidoSana, gan kvalitates nodroSinasana.

Sirsnigs paldies arT Latvijas Universitates Banku augstskolai par iedvesmojoSas akadémiskas vides
nodrosinasanu. Esmu arT dzili pateiciga visiem profesoriem, kas mani vadija un atbalstija studiju
pirmajos divos gados pétijuma praktiskaja faze, ka ar1 visiem iedvesmojoSajiem doktorantiem,
profesoriem un pétniekiem, kurus satiku dazadas zinatniskajas konferenc@s, ar kuriem man bija
prieks sadarboties un giit labumu no vinu bagatigas pieredzes. Paldies, Anne Svensson, Paula un
Basil Englis, Inna Mazorai-Kozlinska, Sanita Rugina un Marius Schonberger, par atbalstu.

Paldies visiem recenzentiem, Aivars Spilbergs, Didzis Rutitis, Andra Zvirbule un Frederike
Scholz, jusu uzticigo atgriezenisko saiti, jautajumiem un kritiskajiem komentariem, kas palidz€ja
padzilinat dazas dalas un vienkarsSot citas, koncentr&joties uz galvenajiem ieguldijumiem

Es izsaku sirsnigu pateicibu savai gimenei, draugiem un kol€giem par sapratni, pacietibu un
piedaliSanos viena vai otra no manam aptaujam. Jusu interese un iedro$inajums man nozimeéja loti
daudz visa $aja darba.

Loti 1paSs paldies manam viram Peter Starke, kura iedvesma, motivacija un nelokamais atbalsts
mani ir vedis cauri §im izaicinajumiem pilnajam laikam. Bez jums es nebiitu nonakusi tur, kur
esmu Sodien.

Es ar1 vélos izteikt pateicibu visiem, kas piedalijas intervijas un diskusijas, kas bagatinaja So
pétijumu, jo ipasi Dr. Jonas Frohlich, Silke Steinbach, Sabrina GroB3 un Markus Géttel, kuru

iesaistiSanas un sniegtas atzinas bija nenoverteéjamas.

Visbeidzot, es pateicos Latvijas Universitatei par sniegto finansialo atbalstu, kas nodroSinaja So
petijumu veikSanu.

114



10.

11.

12.

13.

14.

List of Literature and Source Used (References)

Izmantotas Literatiiras un Avotu Saraksts

The doctoral thesis is based on 302 bibliographical sources. The summary of the doctoral thesis
comprises the following 186 sources:

Promocijas darba pamata ir 302 bibliografiskie avoti. Promocijas darba kopsavilkums sastav no
Sadiem 186 avotiem:

Abel-Koch, J., Al Obaidi, L., El Kasmi, S., Acevedo, M.F., Morin, L. & Topczewska, A. 2019.
GOING DIGITAL: The Challenges Facing European SMEs. Sheffield, UK.

Ahsan, M.J. 2025. Cultivating a culture of learning: the role of leadership in fostering lifelong
development. The Learning Organization, 32(2): 282-306.

Akinwande, M.O., Dikko, H.G. & Samson, A. 2015. Variance Inflation Factor: As a Condition for
the Inclusion of Suppressor Variable(s) in Regression Analysis. Open Journal of Statistics, 05(07):
754-767.

Akter, S., Biswas, K., Vrontis, D., Cooper, S. C. L., & Tarba, S. Y. (2024). Mastering digital
transformation in workforce management. Production Planning & Control, 35(13), 1525-1532.
Albannai, N. A., Raziq, M. M., Malik, M., Scott-Kennel, J., & Igoe, J. (2025). Unraveling the role
of digital leadership in developing digital dynamic capabilities for the digital transformation of
firms. Benchmarking: An International Journal, 32(6), 2250-2275.

Albulescu, C.T. 2022. Health Care Expenditure in the European Union Countries: New Insights
about the Convergence Process. International Journal of Environmental Research and Public
Health, 19(4): 1991.

Al-Hail, M., Zguir, M.F. & Kog, M. 2024. Exploring Digital Learning Opportunities and Chal-
lenges in Higher Education Institutes: Stakeholder Analysis on the Use of Social Media for Effec-
tive Sustainability of Learning—Teaching—Assessment in a University Setting in Qatar. Sustaina-
bility, 16(15): 6413.

Almanasreh, E., Moles, R. & Chen, T.F. 2019. Evaluation of methods used for estimating content
validity. Research in Social and Administrative Pharmacy, 15(2): 214-221.

Alojairi, A., Akhtar, N., Ali, H.M. & Basiouni, A.F. 2019. Assessing Canadian business IT capa-
bilities for online selling adoption: A Net-Enabled Business Innovation Cycle (NEBIC) perspec-
tive. Sustainability (Switzerland), 11(13).

Alrasheedi, N. S., Sammon, D., & McCarthy, S. (2022). Understanding the characteristics of work-
force transformation in a digital transformation context. Journal of Decision Systems, 31(supl),
362-383.

Appelbaum, E. 2000. Manufacturing advantage: Why high-performance work systems pay off.
Economic Policy Institute.

Arranz, N., Arroyabe, M.F., Li, J. & de Arroyabe, J.C.F. 2019. An integrated model of organisa-
tional innovation and firm performance: Generation, persistence and complementarity. Journal of
Business Research, 105: 270-282.

Audretsch, D.B. & Belitski, M. 2021. Knowledge complexity and firm performance: evidence
from the European SMEs. Journal of Knowledge Management, 25(4): 693—713.

Augier, M. & Teece, D.J. 2009. Dynamic Capabilities and the Role of Managers in Business Strat-
egy and Economic Performance. Organization Science, 20(2): 410-421.

115



15.

16.

17.

18.

19.

20.

21.

19.

20.

21.

21.

22.

23.

24.
25.

26.

27.

28.

29.

Badr, J., Motulsky, A. & Denis, J.-L. 2024. Digital health technologies and inequalities: a scoping
review of potential impacts and policy recommendations. Health Policy, 146: 105122.

Baron, R.M. & Kenny, D.A. 1986. The moderator—mediator variable distinction in social psycho-
logical research: Conceptual, strategic, and statistical considerations. Journal of personality and
social psychology, 51(6): 1173.

Barreto, I. 2010. Dynamic Capabilities: A Review of Past Research and an Agenda for the Future.
Journal of Management, 36(1): 256-280.

Bartodziej, C.J. 2017. The Concept Industry 4.0 An Empirical Analysis of Technologies and Ap-
plications in Production Logistics. Springer.

Beardsley, M., Albo, L., Aragén, P. & Herndndez-Leo, D. 2021. Emergency education effects on
teacher abilities and motivation to use digital technologies. British Journal of Educational Tech-
nology, 52(4): 1455-1477.

Beka Be Nguema, J.-N., Bi, G., Akenroye, T.O. & El Baz, J. 2022. The effects of supply chain
finance on organizational performance: a moderated and mediated model. Supply Chain Manage-
ment: An International Journal, 27(1): 113—-127.

Billett, S. 1995. Workplace learning: its potential and limitations. Education+ Training, 37(5):
20-27.

Bocken, N. & Konietzko, J. 2022. Circular business model innovation in consumer-facing corpo-
rations. Technological Forecasting and Social Change, 185: 122076.

Boselie, P., Dietz, G. & Boon, C. 2005. Commonalities and contradictions in HRM and perfor-
mance research. Human resource management journal, 15(3): 67-94.

Boskovi¢, A. 2021. Employee autonomy and engagement in the digital age: The moderating role
of remote working.

Bos-Nehles, A.C., Van Riemsdijk, M.J. & Kees Looise, J. 2013. Employee Perceptions of Line
Management Performance: Applying the AMO Theory to Explain the Effectiveness of Line Man-
agers’ HRM Implementation. Human Resource Management, 52(6): 861-877.

Brandenberger, I.A., Hasu, M.A. & Nerland, M. 2024. Integrating technology with work practices
in primary care: challenges to sustainable organizing “from within”. The Learning Organization,
31(3): 317-336.

Breaugh, J., Rackwitz, M. & Hammerschmid, G. 2023. Leadership and institutional design in col-
laborative government digitalisation: Evidence from Belgium, Denmark, Estonia, Germany, and
the UK. Government Information Quarterly, 40(2): 101788.

Biichel J, E.B. 2022. Digitalisation of the economy in Germany.

Busse, R., Bliimel, M., Knieps, F. & Béarnighausen, T. 2017. Statutory health insurance in Ger-
many: a health system shaped by 135 years of solidarity, self-governance, and competition. 7he
Lancet, 390(10097): 882—897.

Cai, W., Khapova, S., Bossink, B., Lysova, E. & Yuan, J. 2020. Optimizing Employee Creativity
in the Digital Era: Uncovering the Interactional Effects of Abilities, Motivations, and Opportuni-
ties. International Journal of Environmental Research and Public Health, 17(3): 1038.

Cain, Mary., Mittman, Robert., Institute for the Future. & California HealthCare Foundation. 2002.
Diffusion of innovation in health care. California Healthcare Foundation.

Call, D.R. & Herber, D.R. 2022. Applicability of the diffusion of innovation theory to accelerate
model-based systems engineering adoption. Systems Engineering, 25(6): 574-583.

Chatterjee, S., Chaudhuri, R., Vrontis, D. & Jabeen, F. 2022. Digital transformation of organiza-
tion using AI-CRM: From microfoundational perspective with leadership support. Journal of Busi-
ness Research, 153: 46-58.

116



30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40

41.

42.

43.

44,

45.

46.

47.

48.

49.

50

Chirumalla, K. 2021. Building digitally-enabled process innovation in the process industries: A
dynamic capabilities approach. Technovation, 105: 102256.

Clarke, N. 2005. Workplace Learning Environment and its Relationship with Learning Outcomes
in Healthcare Organizations. Human Resource Development International, 8(2): 185-205.
Colquitt, J.A., Sabey, T.B., Rodell, J.B. & Hill, E.T. 2019. Content validation guidelines: Evalua-
tion criteria for definitional correspondence and definitional distinctiveness. Journal of Applied
Psychology, 104(10): 1243—1265.

Council of the European Union. 2018. Council Recommendation of 22 May 2018 on key compe-
tences for lifelong learning.

Cristofaro, M., Helfat, C. E., & Teece, D. J. (2025). Adapting, shaping, evolving: refocusing on
the dynamic capabilities—environment nexus. Academy of Management Collections, 4(1), 20-46.
Crossan, M.M., Lane, H.W., White, R.E. & Djurfeldt, L. 1995. Organizational Learning: Dimen-
sions for a Theory. The International Journal of Organizational Analysis, 3(4): 337-360.

Deci, E.L., Olafsen, A.H. & Ryan, R.M. 2017. Self-Determination Theory in Work Organizations:
The State of a Science. Annual Review of Organizational Psychology and Organizational Behav-
ior, 4(1): 19-43.

Deci, E.L. & Ryan, R M. 1985. Intrinsic Motivation and Self-Determination in Human Behavior.
Boston, MA: Springer US.

Deissinger, T. 2015. The German dual vocational education and training system as ‘good prac-
tice’? Local Economy, 30(5): 557-567.

DeVellis, R.F. & Thorpe, C.T. 2021. Scale development: Theory and applications. Sage publica-
tions.

Dougherty, D., Barnard, H. & Dunne, D. 2004. Exploring the everyday dynamics of dynamic ca-
pabilities. In 3rd Annual MIT/UCI Knowledge and Organizations Conference, Laguna Beach, CA.
Drucker, P.F. 1998. The discipline of innovation. Harvard business review, 76(6): 149—-157.
Duran, W.F., Aguado, D. & Perdomo-Ortiz, J. 2023. Relationship between CEO’s strategic human
capital and dynamic capabilities: a meta-analysis. Management Review Quarterly, 73(4): 1631—
1666.

Dweck, C. 2017. Mindset-updated edition: Changing the way you think to fulfil your potential.
Hachette UK.

Dwivedi, Y.K., Balakrishnan, J., Das, R. & Dutot, V. 2023. Resistance to innovation: A dynamic
capability model based enquiry into retailers’ resistance to blockchain adaptation. Journal of Busi-
ness Research, 157: 113632.

Easterby-Smith, M. & Prieto, .M. 2008. Dynamic Capabilities and Knowledge Management: an
Integrative Role for Learning? British Journal of Management, 19(3): 235-249.

Eccles, J.S. & Wigfield, A. 2002. Motivational beliefs, values, and goals. Annual review of psy-
chology, 53(1): 109—-132.

Ehlers, U.-D. 2020. Future Skills-The Key to Changing Higher Education. Project Next Skills.
www.NextSkills.org.

Eisenhardt, K.M. 1989a. Building Theories from Case Study Research. Academy of Management
Review, 14(4): 532-550.

Eisenhardt, K.M. 1989b. Building Theories from Case Study Research. Academy of Management
Review, 14(4): 532-550.

Eisenhardt, K.M., Furr, N.R. & Bingham, C.B. 2010. CROSSROADS—M icrofoundations of Per-
formance: Balancing Efficiency and Flexibility in Dynamic Environments. Organization Science,
21(6): 1263—-1273.

117



51.

52.

53.

54.

55.

56.

57.

58.
59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

Ellstrom, D., Holtstrom, J., Berg, E. & Josefsson, C. 2022. Dynamic capabilities for digital trans-
formation. Journal of Strategy and Management, 15(2): 272-286.

Engestrom, Y. 2001. Expansive Learning at Work: Toward an activity theoretical reconceptual-
ization. Journal of Education and Work, 14(1): 133-156.

European Commission. 2022. European innovation scoreboard. Official website of the European
Union.

Fabrigar, L.R., Wegener, D.T., MacCallum, R.C. & Strahan, E.J. 1999. Evaluating the use of ex-
ploratory factor analysis in psychological research. Psychological methods, 4(3): 272.

Feng, T., Zhao, G. & Su, K. 2014. The fit between environmental management systems and or-
ganisational learning orientation. International Journal of Production Research, 52(10): 2901—
2914.

Fernandez-Vidal, J., Antonio Perotti, F., Gonzalez, R. & Gasco, J. 2022. Managing digital trans-
formation: The view from the top. Journal of Business Research, 152: 29-41.

Fiol, C.M. & Lyles, M.A. 1985 Organizational Learning. Academy of Management Review, 10(4):
803-813.

Flick, U., Von Kardoff, E. & Steinke, 1. 2004. A companion to qualitative research. Sage.
Florida, S. & Bhattacherjee, A. 2012. Social Science Research: Principles, Methods, and Prac-
tices.

Forbes, D., Gedera, D., Hartnett, M., Datt, A. & Brown, C. 2023. Sustainable Strategies for Teach-
ing and Learning Online. Sustainability, 15(17): 13118.

Forliano, C., Bullini Orlandi, L., Zardini, A. & Rossignoli, C. 2023. Technological orientation and
organizational resilience to Covid-19: The mediating role of strategy’s digital maturity. Techno-
logical Forecasting and Social Change, 188: 122288.

Frisinger, A. & Papachristou, P. 2024. Bridging the voice of healthcare to digital transformation
in practice — a holistic approach. BMC Digital Health, 2(1): 12.

Gagné, M. 2014. The Oxford handbook of work engagement, motivation, and self-determination
theory. Oxford University Press.

Gardner, N. 2022. Digital Transformation and Organizational Learning: Situated Perspectives on
Becoming Digital in Architectural Design Practice. Frontiers in Built Environment, 8.

von Garrel, J. & Diiben, A. 2022. Self-determination and motivation in project work — An empir-
ical analysis of sovereign work action . Gruppe. Interaktion. Organisation. Zeitschrift fur An-
gewandte Organisationspsychologie, 53(1): 49—61.

Ghobakhloo, M., Fathi, M., [ranmanesh, M., Vilkas, M., Grybauskas, A. & Amran, A. 2024. Gen-
erative artificial intelligence in manufacturing: opportunities for actualizing Industry 5.0 sustaina-
bility goals. Journal of Manufacturing Technology Management, 35(9): 94—-121.

Del Giudice, M., Scuotto, V., Papa, A., Tarba, S.Y., Bresciani, S. & Warkentin, M. 2021. A Self-
Tuning Model for Smart Manufacturing SMEs: Effects on Digital Innovation. Journal of Product
Innovation Management, 38(1): 68—89.

Gjellebak, C., Svensson, A., Bjerkquist, C., Fladeby, N. & Grundén, K. 2020. Management chal-
lenges for future digitalization of healthcare services. Futures, 124.

Greenhalgh, T., Wherton, J., Papoutsi, C., Lynch, J., Hughes, G., A’Court, C., Hinder, S., Fahy,
N., Procter, R. & Shaw, S. 2017. Beyond Adoption: A New Framework for Theorizing and Eval-
uating Nonadoption, Abandonment, and Challenges to the Scale-Up, Spread, and Sustainability of
Health and Care Technologies. Journal of Medical Internet Research, 19(11): e367.
http://www.jmir.org/2017/11/e367/.

Haffar, M., Al-Karaghouli, W., Djebarni, R., Al-Hyari, K., Gbadamosi, G., Oster, F., Alaya, A. &
Ahmed, A. 2023. Organizational culture and affective commitment to e-learning’ changes during

118



71.

72.

73.

74.

75.

76.

77.

78.

79.

80.

81.

82.

83.

&4.

85.

86.

87.

88.

&9.

COVID-19 pandemic: The underlying effects of readiness for change. Journal of Business Re-
search, 155: 113396.

Hair, J.F., Ringle, C.M. & Sarstedt, M. 2011. PLS-SEM: Indeed a Silver Bullet. Journal of Mar-
keting Theory and Practice, 19(2): 139—-152.

Hair, J.F.J., Hult, G.T.M., Ringle, C.M. & Sarstedt, M. 2014. A primer on partial least squares
structural equation modeling (PLS-SEM).

Hansen, M.B. & Norup, 1. 2017. Leading the Implementation of ICT Innovations. Public Admin-
istration Review, 77(6): 851-860.

Hartmann, J., Heckner, M. & Plach, U. 2023. Future Skills bei Studierenden - Messung und Ein-
flussfaktoren . Die Neue Hochschule: 24-27.

Helfat, C. E., & Martin, J. A. (2015). Dynamic managerial capabilities: Review and assessment of
managerial impact on strategic change. Journal of management, 41(5), 1281-1312.

Hendriks, P.H.J., Ligthart, P.E.M. & Schouteten, R.L.J. 2016. Knowledge management, health
information technology and nurses’ work engagement. Health Care Management Review, 41(3):
256-266.

Herzberg, F. 2017. Motivation to work. Routledge.

Hirst, G., Van Knippenberg, D., & Zhou, J. (2009). A cross-level perspective on employee crea-
tivity: Goal orientation, team learning behavior, and individual creativity. Academy of manage-
ment journal, 52(2), 280-293.

Hone, T., Macinko, J. & Millett, C. 2018. Revisiting Alma-Ata: what is the role of primary health
care in achieving the Sustainable Development Goals? The Lancet, 392(10156): 1461-1472.
Howcroft, D. & Taylor, P. 2014. ‘Plus ca change, plus la meme chose?’-researching and theorising
the ‘new’ new technologies. New Technology, Work and Employment, 29(1): 1-8.

Huber, C. & Girtner, C. 2018. Digital Transformations in Healthcare Professionals” Work: Dy-
namics of Autonomy, Control and Accountability. management revu, 29(2): 139-161.

Ifenthaler, D., Hothues, S., Egloffstein, M. & Helbig, C. 2021. Digital Transformation of Learning
Organizations. D. Ifenthaler, S. Hothues, M. Egloffstein, & C. Helbig, eds. Cham: Springer Inter-
national Publishing.

IQVIA Institute for Human Data Science. 2021. Global Medicine Spending and Usage Trends.
https://www.iqvia.com/insights/the-iqvia-institute/reports/global-medicine-spending-and-usage-
trends-outlook-to-2025 19 November 2022.

Ivaldi, S., Scaratti, G. & Fregnan, E. 2022. Dwelling within the fourth industrial revolution: or-
ganizational learning for new competences, processes and work cultures. Journal of Workplace
Learning, 34(1): 1-26.

Iyanna, S., Kaur, P., Ractham, P., Talwar, S. & Najmul Islam, A.K.M. 2022. Digital transformation
of healthcare sector. What is impeding adoption and continued usage of technology-driven inno-
vations by end-users? Journal of Business Research, 153: 150-161.

Jakovljevic, M., Timofeyev, Y., Ranabhat, C.L., Fernandes, P.O., Teixeira, J.P., Rancic, N. &
Reshetnikov, V. 2020. Real GDP growth rates and healthcare spending - Comparison between the
G7 and the EM7 countries. Globalization and Health, 16(1).

Johnson, R.B., Onwuegbuzie, A.J. & Turner, L.A. 2007. Toward a Definition of Mixed Methods
Research. Journal of Mixed Methods Research, 1(2): 112—133.

Joussen, T. P., Kanbach, D. K., & Kraus, S. (2025). Enabling strategic change toward resilience:
a systematic review from a dynamic capabilities perspective. Strategic change, 34(3), 373-405.
Kim, K.Y ., Pathak, S. & Werner, S. 2015. When do international human capital enhancing prac-
tices benefit the bottom line? An ability, motivation, and opportunity perspective. Journal of In-
ternational Business Studies, 46: 784—805.

119



90.

91.

92.

93.

94.

95.

96.
97.

98.

99.

100.

101.

102.

103

104.

105.

106.

107.

Kohli, R. & Melville, N.P. 2019. Digital innovation: A review and synthesis. Information Systems
Journal, 29(1): 200-223.

Kolagar, M., Parida, V. & Sj6din, D. 2022. Ecosystem transformation for digital servitization: A
systematic review, integrative framework, and future research agenda. Journal of Business Re-
search, 146: 176-200.

Konopik, J., Jahn, C., Schuster, T., HoBbach, N. & Pflaum, A. 2022. Mastering the digital trans-
formation through organizational capabilities: A conceptual framework. Digital Business, 2(2):
100019.

Kraus, S., Durst, S., Ferreira, J.J., Veiga, P., Kailer, N. & Weinmann, A. 2022. Digital transfor-
mation in business and management research: An overview of the current status quo. International
Journal of Information Management, 63.

Kraus, S., Schiavone, F., Pluzhnikova, A. & Invernizzi, A.C. 2021. Digital transformation in
healthcare: Analyzing the current state-of-research. Journal of Business Research, 123: 557-567.
Kubicek, B., Uhlig, L., Hiilsheger, U.R., Korunka, C. & Prem, R. 2022. Are all challenge stressors
beneficial for learning? A meta-analytical assessment of differential effects of workload and cog-
nitive demands. Work & Stress: 1-30.

Kuckartz, U. 2014. Mixed Methods. Wiesbaden: Springer Fachmedien Wiesbaden.

Kulichyova, A., Kazantsev, N., White, L., & Islam, N. (2025). Digital transformation in large es-
tablished organisations: Four restructuring dilemmas based on dynamic capabilities. International
Journal of Management Reviews, 27(3), 420-450.

Kulkov, I., Ivanova-Gongne, M., Bertello, A., Makkonen, H., Kulkova, J., Rohrbeck, R. & Ferra-
ris, A. 2023. Technology entrepreneurship in healthcare: Challenges and opportunities for value
creation. Journal of Innovation & Knowledge, 8(2): 100365.

Kyndt, E., Govaerts, N., Verbeek, E. & Dochy, F. 2014. Development and Validation of a Ques-
tionnaire on Informal Workplace Learning Outcomes: A Study among Socio-Educational Care
Workers. British Journal of Social Work, 44(8): 2391-2410.

Van Laar, E., Van Deursen, A.J.A.M., Van Dijk, J.A.G.M. & De Haan, J. 2020. Determinants of
21st-century skills and 2 Ist-century digital skills for workers: A systematic literature review. Sage
Open, 10(1): 2158244019900176.

Lachman, S.J. 1997. Learning is a Process: Toward an Improved Definition of Learning. The Jour-
nal of Psychology, 131(5): 477-480.

Laurenza, E., Quintano, M., Schiavone, F. & Vrontis, D. 2018. The effect of digital technologies
adoption in healthcare industry: a case based analysis. Business Process Management Journal,
24(5): 1124-1144.

Lee, J., Song, H.-D. & Hong, A. 2019. Exploring Factors, and Indicators for Measuring Students’
Sustainable Engagement in e-Learning. Sustainability, 11(4): 985.

Li, B., Teece, D.J., Baskaran, A. & Chandran, V.G.R. 2025. Dynamic Knowledge Management:
A dynamic capabilities approach to knowledge management. Technovation, 147.

Lipusch, N., Dellermann, D., Ebel, P. & Leimeister, J.M. 2019. CrowdServ — Eine Studie zur
Erarbeitung eines Konzepts fiir digitale Services von Inkubatoren. In Digitale Dienstleistungsin-
novationen. Berlin, Heidelberg: Springer Berlin Heidelberg: 555-578.

Livieri, G., Mangina, E., Protopapadakis, E.D. & Panayiotou, A.G. 2025. The gaps and challenges
in digital health technology use as perceived by patients: a scoping review and narrative meta-
synthesis. Frontiers in Digital Health, 7: 1474956.

Locke, K. 2000. Grounded theory in management research.

120



108.

109.

110.

111.

112.
113.
114.

115.

116.

117.

118.

119.

120.

121.

122.

123.

124.

125.

Locke, K. & Golden-Biddle, K. 1997. Constructing opportunities for contribution: Structuring in-
tertextual coherence and “problematizing” in organizational studies. Academy of Management
journal, 40(5): 1023-1062.

Lombardo, M. M., & Eichinger, R. W. (2000). High potentials as high learners. Human Resource
Management, 39(4), 321-329.

Lopez-Cabrales, A., Pérez-Lufio, A. & Cabrera, R.V. 2009. Knowledge as a mediator between
HRM practices and innovative activity. Human Resource Management: Published in Cooperation
with the School of Business Administration, The University of Michigan and in alliance with the
Society of Human Resources Management, 48(4): 485-503.

Magnani, G. & Gioia, D. 2023. Using the Gioia Methodology in international business and entre-
preneurship research. International Business Review, 32(2): 102097.

Maslow, A.H. 1943. A theory of human motivation. Psychological review, 50(4): 370.

Matthews, P. 1999. Workplace learning: Developing an holistic model. The learning organization,
6(1): 18-29.

Melhem, S., J.AH. 2021. A Global Study on Digital Capabilities. http://docu-
ments.worldbank.org/curated/en/959181623060169420/A-Global-Study-on-Digital-Capabilities
14 April 2023.

Mergel, 1., Edelmann, N. & Haug, N. 2019. Defining digital transformation: Results from expert
interviews. Government Information Quarterly, 36(4): 101385.

Meuser, M. & Nagel, U. 1991. Expertinneninterviews—vielfach erprobt, wenig bedacht: Ein Bei-
trag zur qualitativen Methodendiskussion. Springer.

Meyer, J.P., Gagné, M. & Parfyonova, N.M. 2010. Toward an Evidence-based Model of Engage-
ment: What We Can Learn from Motivation and Commitment Research. In Handbook of Employee
Engagement. Edward Elgar Publishing.

Navarro, D. & Foxcroft, D. 2019. Learning statistics with jamovi: a tutorial for psychology stu-
dents and other beginners. http://www.learnstatswithjamovi.com 14 January 2024.

Nylén, D. & Holmstrom, J. 2015. Digital innovation strategy: A framework for diagnosing and
improving digital product and service innovation. Business Horizons, 58(1): 57-67.

Ohlert, C., Giering, O. & Kirchner, S. 2022. Who is leading the digital transformation? Under-
standing the adoption of digital technologies in Germany. New Technology, Work and Employ-
ment, 37(3): 445-468.

Paisant, A., Skehan, S., Colombié, M., David, A. & Aubé, C. 2023. Development and validation
of core entrustable professional activities for abdominal radiology. Insights into Imaging, 14(1):
142.

Pakaya, S. (2026). Organizational Management Transformation in Healthcare Services: A Sys-
tematic Review of Digital Information Systems, Human Capital Performance, And Patient-Cen-
tered Service Quality. International Journal of Financial Economics, 2(7), 1249-1256.

Park, S., Kim, E.-J., Yoo, S. & Song, J.H. 2018. Validation of the Workplace Adaptation Ques-
tionnaire (WAQ) in Korea: Focusing on Learning in the Workplace. Performance Improvement
Quarterly, 31(1): 83-102.

Pedersen, M., Overgaard, D., Andersen, ., Baastrup, M. & Egerod, 1. 2018. Mechanisms and driv-
ers of social inequality in phase II cardiac rehabilitation attendance: a convergent mixed methods
study. Journal of advanced nursing, 74(9): 2181-2195.

Podsakoff, P.M., MacKenzie, S.B., Lee, J.-Y. & Podsakoff, N.P. 2003. Common method biases in
behavioral research: A critical review of the literature and recommended remedies. Journal of
Applied Psychology, 88(5): 879-903.

121



126

127.

128.

129.

130.

131.
132.
133.
134.
135.
136.

137.
138.

139.

140.

141.

142.

143.

144.

145.

146.

Polit, D.F., Beck, C.T. & Owen, S. V. 2007. Is the CVI an acceptable indicator of content validity?
Appraisal and recommendations. Research in Nursing & Health, 30(4): 459-467.

Raidén, A.B., Dainty, A.R.J. & Neale, R.H. 2006. Balancing employee needs, project requirements
and organisational priorities in team deployment. Construction Management and Economics,
24(8): 883—895.

Raja Santhi, A. & Muthuswamy, P. 2023. Industry 5.0 or industry 4.0S? Introduction to industry
4.0 and a peek into the prospective industry 5.0 technologies. International Journal on Interactive
Design and Manufacturing (IJIDeM).

Rajiani, I., Musa, H. & Hardjono, B. 2015. Ability, Motivation and Opportunity as Determinants
of Green Human Resources Management Innovation. Research Journal of Business Management,
10(1-3): 51-57.

Régo, B.S., Jayantilal, S., Ferreira, J.J. & Carayannis, E.G. 2022. Digital Transformation and Stra-
tegic Management: a Systematic Review of the Literature. Journal of the Knowledge Economy,
13(4): 3195-3222.

Renjith, V., Yesodharan, R., Noronha, J., Ladd, E. & George, A. 2021. Qualitative methods in
health care research. International Journal of Preventive Medicine, 12(1): 20.

Robertson, T.S. 1967. The Process of Innovation and the Diffusion of Innovation. Journal of Mar-
keting, 31(1): 14-19.

Robinson, L. 2009. A summary of diffusion of innovations.

Rogers, E.M. 1962. Diffusion of Innovations. New York: Free Press.

Roman, A. V., Van Wart, M., Wang, X., Liu, C., Kim, S. & McCarthy, A. 2019. Defining E-
leadership as Competence in ICT-Mediated Communications: An Exploratory Assessment. Public
Administration Review, 79(6): 853—866.

Rossi, M., Nandhakumar, J. & Mattila, M. 2020. Balancing fluid and cemented routines in a digital
workplace. Journal of Strategic Information Systems, 29(2).

Roy, A. 2023. Key Findings from the 2022 World Index of Healthcare Innovation. FREOPP.org.
Saarikko, T., Westergren, W.H. & Blomquist, T. 2020. Digital transformation: Five recommenda-
tions for the digitally conscious firm. BUSINESS HORIZONS, 63(6): 825-839.

Saenz-Royo, C. & Lozano-Rojo, A. 2023. Authoritarianism versus participation in innovation de-
cisions. Technovation, 124: 102741.

Schallmo D.R.A., W.C.A. 2018. Digital Transformation Now! Guiding the Successful Digitaliza-
tion of Your Business Model. Springer Briefs in Businesses. http://www.springernature.com/se-
ries/8860.

Schaufeli, W. 2021a. Engaging Leadership: How to Promote Work Engagement? Frontiers in
Psychology, 12.

Schein, E.H. 2004. Organizational Culture and Leadership Third Edition.

Schermelleh-Engel, K., Moosbrugger, H. & Miiller, H. 2003. Evaluating the fit of structural equa-
tion models: Tests of significance and descriptive goodness-of-fit measures. Methods of psycho-
logical research online, 8(2): 23-74.

Schilke, O., & Helfat, C. E. (2025). Unlocking dynamic capabilities: Pathways for empirical re-
search. Journal of Management Scientific Reports, 3(2), 71-87.

Schoch, M., Gimpel, H., Maier, A. & Neumeier, K. 2022. From broken habits to new intentions:
how COVID-19 expands our knowledge on post-adoptive use behaviour of digital communication
and collaboration. European Journal of Information Systems: 1-22.

Schumpeter, J.A. 1939. Business Cycles. A Theoretical, Historical and Statistical Analysis of the
Capitalist Process. http://classiques.uqac.ca/.

122



147.

148.

149.

150.

151.

152.
153.
154.
155.
156.
157.

158

159.

160.

161.

162.

163.

164.

165.

166.

167.

Scott, S. & Orlikowski, W. 2022. The Digital Undertow: How the Corollary Effects of Digital
Transformation Affect Industry Standards. Information Systems Research, 33(1): 311-336.
Sekaran U, B.R. 2016. Research methods for business. Seventh Edition.

Shakina, E., Parshakov, P. & Alsufiev, A. 2021. Rethinking the corporate digital divide: The com-
plementarity of technologies and the demand for digital skills. Technological Forecasting and
Social Change, 162: 120405.

Shirazi, F., Tseng, H.-T., Adegbite, O., Hajli, N. & Rouhani, S. 2022. New product success through
big data analytics: an empirical evidence from Iran. Information Technology & People, 35(5):
1513-1539.

Siddique, M., Procter, S. & Gittell, J.H. 2019. The role of relational coordination in the relationship
between high-performance work systems (HPWS) and organizational performance. Journal of Or-
ganizational Effectiveness: People and Performance, 6(4): 246-266.

Sidhu, A., Bhalla, P. & Zafar, S. 2021. Mediating effect and review of its statistical measures.
Empir Econ Lett, 20(4): 29-40.

Singh, P. K., & Rao, M. K. (2017). HR practices, learning culture and human capital: a study on
Indian business and professional service sector. Global Business Review, 18(3), 678-690.

Smith, B. A., & Watkins, K. E. (2024). Measuring learning agility: a review and critique of learn-
ing agility measures. Personnel Review, 53(3), 704-720.

Starke, S. & Ludviga, 1. 2024. Impeding Digital Transformation by Establishing a Continuous
Process of Competence Reconfiguration: Developing a New Construct and Measurements for Sus-
tained Learning. Sustainability, 16(23): 10218.

Straub, D.W. 1989. Validating instruments in MIS research. MIS quarterly: 147-169.

Strauss, A. & Corbin, J. 1998. Basics of qualitative research techniques.

Suessenbach, F., Winde, M., Klier, J. & Kirchherr, J. 2021. Future Skills 202 1. https://www .stifter-
verband.org/medien/future-skills-2021 17 December 2023.

Svensson, A., Gjellebek, C., Durst, S. & Larsson, L.G. 2024. Technology Introduction in the
Health Sector Through Learning and Innovation-Oriented Work Processes. Journal of Innovation
Management, 12(1): 77-95.

Takahashi, A. 2017. Towards an understanding of organizational learning processes in develop-
ment of competences. European Journal of Management Issues, 25(3—4): 162—175.

Talwar, S., Talwar, M., Kaur, P. & Dhir, A. 2020. Consumers’ resistance to digital innovations: A
systematic review and framework development. Australasian Marketing Journal, 28(4): 286-299.
Tashakkori, A. & Creswell, J.W. 2007. Editorial: Exploring the Nature of Research Questions in
Mixed Methods Research. Journal of Mixed Methods Research, 1(3): 207-211.

Teece, D. J. (2019). A capability theory of the firm: an economics and (strategic) management
perspective. New zealand economic papers, 53(1), 1-43.

Teece, D.J. 2007. Explicating dynamic capabilities: the nature and microfoundations of (sustaina-
ble) enterprise performance. Strategic Management Journal, 28(13): 1319—-1350.

Teece, D.J., Pisano, G. & Shuen, A. 1997. Dynamic capabilities and strategic management. Stra-
tegic Management Journal, 18(7): 509-533.

Tensay, A.T. & Singh, M. 2020. The nexus between HRM, employee engagement and organiza-
tional performance of federal public service organizations in Ethiopia. Heliyon, 6(6): €04094.
Thiel, B., Iao, I., Smid, J., de Wit, E., Koopman, S., Geerts, B., Godfried, M. & Kalkman, C. 2022.
Adoption of a Postoperative Pain Self-Report Tool: Qualitative Study. JMIR Human Factors, 9(2).

123



168.

169.

170.

171.

172.

173.

174.

175.

176.

177.

178.

179.

180.

181.

182.

183.

184.

185.

186.

Tjin A Tsoi, S.L.N.M., de Boer, A., Croiset, G., Koster, A.S., van der Burgt, S. & Kusurkar, R.A.
2018. How basic psychological needs and motivation affect vitality and lifelong learning adapta-
bility of pharmacists: a structural equation model. Advances in Health Sciences Education, 23(3):
549-566.

Toubiana, M. & Zietsma, C. 2017. The message is on the wall? Emotions, social media and the
dynamics of institutional complexity. Academy of Management Journal, 60(3): 922-953.

Ullrich, A., ReiBig, M., Niehoff, S. & Beier, G. 2023. Employee involvement and participation in
digital transformation: a combined analysis of literature and practitioners’ expertise. Journal of
Organizational Change Management, 36(8): 29—48.

United Nations. 2019. World Population Prospects 2019 Highlights. New Y ork.

Vandewalle, D. 1997. Development and Validation of a Work Domain Goal Orientation Instru-
ment. Educational and Psychological Measurement, 57(6): 995-1015.

Vargo, S.L., Akaka, M.A. & Wieland, H. 2020. Rethinking the process of diffusion in innovation:
A service-ecosystems and institutional perspective. Journal of Business Research, 116: 526-534.
Venkatesh, Morris, Davis & Davis. 2003. User Acceptance of Information Technology: Toward a
Unified View. MIS Quarterly, 27(3): 425.

Vereycken, Y., Ramioul, M. & Hermans, M. 2021. Old wine in new bottles? Revisiting employee
participation in Industry 4.0. New Technology, Work and Employment, 36(1): 44—73.

Verhoef, P.C., Broekhuizen, T., Bart, Y., Bhattacharya, A., Qi Dong, J., Fabian, N. & Haenlein,
M. 2021. Digital transformation: A multidisciplinary reflection and research agenda. Journal of
Business Research, 122: 889-901.

Vermeeren, B. 2014. Variability in HRM implementation among line managers and its effect on
performance: a 2-1-2 mediational multilevel approach. The International Journal of Human Re-
source Management, 25(22): 3039-3059.

De Vries, H., Bekkers, V. & Tummers, L. 2016. Innovation in the Public Sector: A Systematic
Review and Future Research Agenda. Public Administration, 94(1): 146—166.

Wagner, S.M. & Kurpjuweit, S. 2024. Microfoundations of dynamic new venture partnering ca-
pabilities. Journal of Business Logistics, 45(2). https://onlineli-
brary.wiley.com/doi/10.1111/jbl.12375.

Warner, K.S.R. & Wiger, M. 2019. Building dynamic capabilities for digital transformation: An
ongoing process of strategic renewal. Long Range Planning, 52(3): 326-349.

Washburne, J.N. 1936. The definition of learning. Journal of Educational Psychology, 27(8): 603—
611.

Wieslander, L., Backstrom, 1. & Héaggstrom, M. 2024. Participation in the digital transformation
of healthcare: a review of qualitative studies. International Journal of Health Care Quality Assur-
ance, 37(3/4): 68—84.

Winter, S.G. 2003. Understanding dynamic capabilities. Strategic Management Journal, 24(10):
991-995.

World Health Organization. 2021. Global strategy on digital health 2020-2025.
https://www.who.int/docs/default-source/docu-
ments/gs4dhdaa2a91352b0445bafbc79ca799dcedd.pdf. Assessed 23 May 2023.

World Health Organization. 2022. World Health Statistics 2022.
https://www.who.int/news/item/20-05-2022-world-health-statistics-2022. Assessed 23 May 2023.
Zollo, M. & Winter, S.G. 2002. Deliberate learning and the evolution of dynamic capabilities.
Organization science, 13(3): 339-351.

124



