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Multumiri,

Aduc sincere multumiri coordonatorului meu stiintific,
doamnei conferentiar universitar doctor abilitat Florea Nicoleta
Valentina, pentru Indrumarea sa deosebitd, rabdarea neobosita si
profesionalismul de inaltd clasd manifestate pe parcursul intregii
cercetari. Sprijinul si expertiza sa au fost esentiale in ghidarea mea,
contribuind semnificativ la dezvoltarea mea academica si
profesionald, oferindu-mi perspective valoroase si Indrumare
riguroasd, fard de care aceastd lucrare nu ar fi atins nivelul de
excelentd academica prezentat.

Exprim recunostinta mea profundd fatd de toate cadrele
universitare ale Scolii Doctorale a Universitatii Valahia din Targoviste
pentru sprijinul academic constant si pentru resursele valoroase puse
la dispozitie pe parcursul acestei perioade. Aprecierea mea Se
indreaptd catre toti profesorii si personalul administrativ care au
contribuit la crearea unui mediu academic stimulativ si suportiv. Fara
sprijinul si dedicarea lor, realizarea acestei cercetdri nu ar fi fost
posibila. In special, multumesc pentru accesul la biblioteca, la
resursele electronice si pentru oportunititile de participare la
conferinte si seminarii, care au fost esentiale 1n aprofundarea
cunostintelor si dezvoltarea mea profesionala.

Nu in ultimul rand, adresez multumiri membrilor comisiei de
indrumare pentru feedback-ul constructiv, sugestiile pertinente si
sustinerea oferitd in toate etapele acestui demers stiintific. Fiecare
comentariu si sugestie primita au fost instrumentale 1n perfectionarea
acestei lucrdri, iar sustinerea lor a fost nepretuiti. Aprecierea si
recunostinta mea se indreapta catre toti cei care, prin contributiile lor,
au facilitat progresul si finalizarea acestei teze.



In incheiere, multumesc familiei si prietenilor mei pentru
intelegerea, rabdarea si sustinerea lor. Fara sprijinul lor moral si
emotional, acest efort ar fi fost mult mai dificil. Recunostinta mea se
extinde la toti cei care, direct sau indirect, au contribuit la succesul
acestei teze.

Cu apreciere,
CONSTANTIN Ionut - Constantin
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inovator
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ACTUALITATEA, OPORTUNITATEA, NOUTATEA
SI IMPORTANTA TEMEI

Leadershipul creativ in organizatii reprezinta o
abordare inovatoare care pune accentul pe cultivarea
creativitatii, inovatiei si adaptabilitatii in cadrul unei echipe sau
organizatii. Acest tip de leadership este esential intr-o lume Tn
continud schimbare, In care organizatiile trebuie sa fie flexibile
si sd se adapteze rapid la noile provocari si oportunitati.
Schimbarile rapide, incertitudinea si complexitatea mediului de
afaceri contemporan au pus sub lumina reflectoarelor
importanta unui leadership care nu se limiteazd doar la
gestionarea eficientd a resurselor si proceselor, ci care
promoveazad inovatia si creativitatea ca motor al succesului
organizational.

Revolutia digitala a schimbat radical modul in care
afacerile sunt conduse si gestionate. Liderii creativi trebuie sa
fie la curent cu noile tehnologii si sa le utilizeze Tn mod eficient
pentru a promova inovatia si a ramane competitivi. Globalizarea
a adus oportunitati si provocari noi in ceea ce priveste
leadershipul. Liderii trebuie sa fie capabili sd navigheze intr-un
mediu global divers si sd se adapteze la cerintele si asteptarile
culturale diferite.

Organizatiile care sunt in fruntea pietei sunt cele care
inoveaza constant. Liderii creativi sunt esentiali pentru a
promova o culturd a inovatiei si pentru a genera idei noi si
solutii inovatoare. Astdzi, organizatiile recunosc importanta
diversitatii si a incluziunii. Liderii creativi inteleg cé valoarea
diferentelor este un catalizator pentru creativitate si inovatie.



Leadershipul creativ a adus cu sine schimbari
semnificative Tn gestionarea resurselor umane. Tn locul unui
management rigid, liderii creativi adopta un stil de conducere
care implicd si responsabilizeazi angajatii. In fata unor crize
neasteptate, cum ar fi pandemiile sau schimbarile economice
bruste, liderii creativi sunt cei care gésesc solutii inovatoare si
potrivite pentru a depasi obstacolele.

Leadershipul creativ este strans legat de conceptul de
sustenabilitate. Organizatiile, din ce in ce mai mult, isi asuma
responsabilitatea fatd de mediul inconjurator i comunitatile in
care activeaza. Liderii creativi joacd un rol esential in
promovarea unor practici sustenabile.

Astfel, intr-o lume caracterizatd de schimbare si
complexitate, leadershipul si rolul sdu creativ in organizatie nu
doar ca sunt relevante, ci devin din ce Tn ce mai vitale pentru
succesul si supravietuirea organizatiilor. Liderii creativi sunt cei
care se adapteaza la noile provocari, ghideazd echipele spre
inovatie si contribuie la modelarea viitorului organizational
intr-un mod pozitiv si durabil.

Tema leadershipului creativ aduce un nou set de valori
si practici, invitand liderii sa se reconecteze cu ceea ce Inseamna
sd fii uman, sa creezi, sd co-creezi si sa colaborezi cu ceilalti.
Dezvoltarea leadershipului creativ implicd, de asemenea,
Ccrearea Unor capacititi noi care sa permita aducerea conducerii
in proiectarea de noi moduri de a trdi, de a lucra si de a ne
conecta. Intr-o lume in care inovatia si creativitatea sunt
esentiale pentru succesul organizational, liderii creativi sunt cei
care promoveaza o culturd a inovatiei si care genereaza idei si
solutii noi.
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Leadershipul creativ este esential pentru a ramane
competitiv In lumea afacerilor din ce in ce mai complexa si
dinamica de astazi. Un lider creativ nu doar gestioneaza, ci si
inspira, incurajeaza si faciliteazd creativitatea si inovatia in
echipa, contribuind astfel la succesul pe termen lung al
organizatiei. Mediul de afaceri provocator si in continud
schimbare necesita leadership creativ, creativitate si colaborare
intre partile interesate divergente. Dezvoltarea leadershipului
este o strategie de integrare care ii ajutd pe oameni sa inteleaga
cum sa relationeze cu ceilalti, sa 1si coordoneze eforturile, sa isi
construiascd angajamente si sa creeze retele sociale extinse prin
aplicarea intelegerii de sine la imperativele sociale si
organizationale.

Leadershipul creativ promoveaza si faciliteaza inovatia
in organizatie. Liderii care Incurajeaza gandirea originala si
abordarile neconventionale stimuleaza dezvoltarea de produse
si servicii noi, precum si identificarea de solutii la problemele
complexe. Tn mediul de afaceri actual, schimbarea este
inevitabila. Liderii creativi sunt mai bine pregétiti sa gestioneze
si sd faciliteze tranzitiile si schimbarile organizationale, ceea ce
face ca organizatia sa fie mai rezistenta la perturbari.

Leadershipul creativ in organizatii reprezinta nu doar o
tema de actualitate, ci si una de importantd cruciald pentru
succesul si evolutia organizatiilor in contextul unui mediu de
afaceri caracterizat de schimbari rapide si complexe.
Obiectivele si ipotezele formulate in aceastd cercetare
subliniazd necesitatea unui leadership care sid promoveze
inovatia, creativitatea si sustenabilitatea, contribuind astfel la
crearea unui avantaj competitiv durabil.
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OBIECTIVUL GENERAL SI OBIECTIVELE
SPECIFICE

Scopul principal al cercetarii privind leadershipul
creativ in organizatii este de a analiza modul in care
leadershipul si nivelul creativitatii angajatilor influenteaza
implementarea politicilor de sustenabilitate. Tntr-o lume in
continud schimbare, in care inovatia si adaptabilitatea sunt
cruciale pentru succesul organizatiilor, aceastd cercetare isi
propune sa identifice legaturile dintre leadershipul creativ,
creativitatea angajatilor si practicile sustenabile din cadrul
organizatiilor.

Obiectivele generale ale cercetarii in leadershipul
creativ in organizatii au fost formulate pentru a intelege cum
leadershipul si nivelul creativitatii angajatilor influenteaza
implementarea politicilor de sustenabilitate. Aceasta cercetare
detaliatd isi propune sa aducd o contributie semnificativa la
intelegerea modului in care liderii creativi pot stimula inovatia
si sustenabilitatea in organizatiile moderne.

Primul obiectiv specific se refera la analiza literaturii de
specialitate. Identificarea si revizuirea criticd a literaturii
existente privind teoriile si stilurile de leadership, cu un accent
deosebit pe leadershipul creativ, este esentiald pentru a oferi 0
baza teoreticd solida. Aceasta va permite intelegerea diferitelor
abordari ale leadershipului si va stabili contextul in care se
plaseaza cercetarea actuald. Literatura de specialitate aduce in
prim-plan evolutia conceptelor si teoriilor care au contribuit la
intelegerea si dezvoltarea leadershipului creativ, oferind un
cadru de referinta pentru analiza si discutie.
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Al doilea obiectiv specific vizeaza identificarea
caracteristicilor-cheie ale liderilor creativi. Cercetarea
investigheaza trasaturile de personalitate, abilitatile si
comportamentele care definesc liderii creativi, cu scopul de a
determina caracteristicile specifice ale liderilor care reusesc sa
stimuleze creativitatea si inovatia in cadrul echipelor si
organizatiilor lor. Acesti lideri se remarca prin capacitatea lor
de a ghida echipele catre solutii inovatoare, de a promova un
mediu de lucru stimulativ si de a transforma viziunea in
realitate.

Un alt obiectiv important este evaluarea impactului
leadershipului creativ asupra performantei organizationale.
Cercetarea analizeazd modul in care leadershipul creativ
influenteaza inovatia, productivitatea si satisfactia angajatilor,
demonstrand legatura directa dintre stilul de conducere creativ
si rezultatele pozitive la nivel organizational. Acest obiectiv
subliniaza importanta promovarii unui leadership care sa inspire
si sd motiveze angajatii pentru a atinge performante superioare.

Studiul comparativ al diferitelor stiluri de leadership
este un alt obiectiv al cercetdrii. Compararea eficacitatii
leadershipului creativ cu alte stiluri de conducere, cum ar fi cel
tranzactional, transformational, autoritar sau democratic,
evidentiazd avantajele si dezavantajele fiecarui stil de
conducere in diverse contexte organizationale. Aceasta analiza
ajutd la identificarea stilurilor de conducere care sunt cel mai
potrivite pentru diferite tipuri de organizatii si situatii.

Dezvoltarea unui model conceptual de leadership
creativ este un obiectiv cheie al acestei cercetdri. Elaborarea
unui model teoretic integrat, bazat pe principalele descoperiri
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ale cercetarii, oferd un ghid practic pentru implementarea
leadershipului creativ in organizatii. Acest model serveste ca
instrument util pentru lideri si manageri, ajutdndu-i sa cultive
un mediu de lucru creativ si inovator.

Investigarea  rolului  leadershipului  creativ  in
promovarea sustenabilitatii constituie un alt obiectiv major.
Cercetarea studiazd modul in care leadershipul creativ poate
contribui la dezvoltarea si implementarea unor practici
sustenabile in organizatii. Aceasta subliniazd importanta
exemple concrete de succes din diverse organizatii care au
reusit sa implementeze aceste practici.

In final, propunerea unor recomandiri pentru practica
leadershipului creativ este esentiald. Formularea unor
recomandari bazate pe rezultatele cercetarii oferd liderilor si
organizatiilor indrumari practice pentru adoptarea si mentinerea
unui stil de conducere creativ eficient. Aceste recomandari sunt
fundamentate pe date empirice si experiente concrete, asigurand
relevanta si aplicabilitatea lor in practica.

Explorarea limitarilor i identificarea directiilor
viitoare de cercetare este ultimul obiectiv specific. Analizarea
limitarilor cercetarii actuale si propunerea unor directii viitoare
de cercetare in domeniul leadershipului creativ asigura
continuitatea investigatiilor si inspird noi studii care sa extinda
cunoasterea si aplicarea leadershipului creativ. Aceasta
contribuie la dezvoltarea teoreticd si practici a domeniului,
promovand inovarea continud si imbunatatirea strategiilor de
leadership in organizatii.
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Prin atingerea acestor obiective specifice, cercetarea isi
propune sa contribuie semnificativ la literatura de specialitate si
sa ofere liderilor si managerilor din diverse industrii un cadru
solid si practici concrete pentru a deveni lideri creativi si
inovatori.

IPOTEZELE DE LUCRU

Pentru a explora in profunzime rolul leadershipului
creativ in organizatii si impactul acestuia asupra inovarii si
sustenabilitatii, aceastd cercetare formuleaza urmatoarele
ipoteze de lucru:

Ipoteza 1: Leadershipul creativ are un impact pozitiv
semnificativ asupra comportamentului inovator al angajatilor.
Liderii care Incurajeaza gandirea creativa si oferd sprijin pentru
initiativele inovatoare contribuie la dezvoltarea unui mediu de
lucru Tn care angajatii sunt motivati sa genereze si sa
implementeze idei noi. Conducerea transformationalad este un
exemplu de stil de leadership creativ, Tn care liderii nu se
concentreaza doar pe indeplinirea sarcinilor, ci si pe dezvoltarea
personald si profesionald a angajatilor, ceea ce stimuleaza
inovatia.

Ipoteza 2: Exista o corelatie pozitiva intre leadershipul
creativ si satisfactia angajatilor. Angajatii care se simt valorizati
si Incurajati sa participe la procesul creativ sunt mai mulfumiti
de locul lor de munca si de conducerea organizatiei. Studiile
aratd cd liderii care promoveazd un mediu deschis si
colaborativ, unde ideile sunt apreciate si recompensate,
contribuie la cresterea satisfactiei angajatilor.
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Ipoteza 3: Leadershipul creativ contribuie la
imbunatatirea performantei organizationale. Organizatiile
conduse de lideri creativi inregistreaza o crestere a
productivitatii si a eficientei datoritd capacitatii lor de a inova si
de a se adapta rapid la schimbarile din mediul de afaceri. Acest
tip de leadership promoveaza o culturd a performantei inalta, in
care angajatii sunt motivati sa atinga obiective ambitioase si sa
contribuie la succesul organizational.

Ipoteza 4: Leadershipul creativ influenteaza pozitiv
cultura organizationald, promovéand valori precum colaborarea,
invatarea continud si deschiderea la schimbare. Acest tip de
leadership favorizeaza un mediu de lucru in care angajatii se
simt liberi sa 1si exprime ideile si sd contribuie la succesul
colectiv. Liderii creativi creeazd o atmosferd de incredere si
respect reciproc, care incurajeaza angajatii sa colaboreze si sa
impartaseasca cunostintele.

Ipoteza 5: Exista o legdturd semnificativda intre
leadershipul creativ si sustenabilitate in organizatii. Liderii care
adoptd un stil de conducere creativ sunt mai predispusi sa
implementeze practici sustenabile si sd promoveze
responsabilitatea sociald si ecologica. Acesti lideri integreaza
principii de sustenabilitate In strategia organizationald si
promoveaza initiative care reduc impactul asupra mediului si
imbunatatesc bunastarea comunitatilor.

Ipoteza 6: Liderii creativi manifesta caracteristici
distincte fata de liderii traditionali, inclusiv 0 mai mare empatie,
flexibilitate si deschidere catre experimentare si asumarea
riscurilor. Aceste trasaturi contribuie la capacitatea lor de a
inspira si de a ghida echipele intr-un mod inovator. Liderii
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creativi sunt capabili sa navigheze in contexte complexe si sa
gdseasca solutii inovatoare la problemele organizationale, ceea
ce le permite sa conduci echipele cétre succes.

Aceste ipoteze vor fi testate prin metode de cercetare
empirica, inclusiv studii de caz, chestionare si analize statistice,
pentru a determina validitatea lor si pentru a furniza concluzii
relevante care sa sprijine teoria si practica leadershipului creativ
in organizatii. Metodologia de cercetare va implica colectarea
de date din diverse surse si utilizarea unor tehnici riguroase de
analizd pentru a asigura acuratetea si relevanta rezultatelor
obtinute. Prin investigarea acestor ipoteze, cercetarea isi
propune sa contribuie la dezvoltarea unui cadru teoretic si
practic care sa sustind implementarea unor politici si practici
eficiente de leadership creativ si sustenabilitate in organizatii.

STRUCTURA TEZEI DE DOCTORAT

Teza de doctorat despre leadershipul creativ in
organizatii este organizatd intr-o manierd cuprinzitoare,
abordand atat fundamentele teoretice, cat si cercetarile empirice
si aplicatiile practice. Fiecare capitol si subcapitol contribuie la
dezvoltarea unei intelegeri detaliate a subiectului.

Introducere

Introducerea oferd o prezentare generald a temei,
subliniind importanta leadershipului creativ in organizatiile
moderne. Se discuta relevanta si necesitatea dezvoltarii liderilor
care si inspire creativitate si inovatie, precum si contextul
actual al mediului de afaceri, care impune adaptabilitate si
gandire inovatoare.
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Capitolul 1: Stadiul cunoasterii in domeniul
leadershipului creativ

Acest capitol exploreazd fundamentele teoretice ale
leadershipului creativ. Se analizeaza diverse teorii si modele de
leadership, incluzand teoria trasaturilor, care investigheaza
caracteristicile personale ale liderilor de succes, precum
carisma, inteligenta si determinarea. Teoriile contingentei
(situationale) sugereaza ca eficacitatea unui lider depinde de
contextul si situatia in care se afla. Teoria stilului si
comportamentului se concentreazd pe comportamentele si
stilurile de conducere care sunt cele mai eficiente in diferite
situatii. Teoria leadershipului de proces exploreaza dinamica
dintre lider si echipd, accentudnd importanta interactiunii si
influentei reciproce. Teoria tranzactionala si transformationald
se bazeaza pe schimburi si recompense intre lider si
subordonati, in timp ce teoria transformationala se concentreaza
pe inspiratie si schimbare profunda.

Capitolul 2: Leadershipul creativ — identificarea
caracteristicilor-cheie ale liderilor creativi

Acest  capitol  investigheazd  trasiturile = si
comportamentele specifice liderilor creativi. Se discuta efectele
stilurilor de conducere transformational si tranzactional asupra
comportamentului inovator al angajatilor, importanta liderilor
in procesul de inovare si caracteristicile liderilor care
imputernicesc si incurajeazd membrii echipei. Se pune accent
pe leadershipul colaborativ si pe modul in care acesta
incurajeazd colaborarea si inovatia in echipd, precum si pe
trasaturi precum empatia, flexibilitatea si deschiderea catre
experimentare.
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Capitolul 3: Cadrul conceptual epistemologic si
metodologic al demersului stiintific

Acest capitol prezinta cadrul teoretic si metodologic al
cercetarii. Se discutd conceptele de creativitate, leadership
creativ si sustenabilitate, precum si cadrul epistemologic si
metodologic care ghideazd cercetarea. Se ofera definitii si
concepte legate de creativitate si importanta acesteia in
contextul organizational, explorand impactul leadershipului
creativ asupra organizatiilor. Se detaliaza cadrul epistemologic
si metodologic utilizat pentru a ghida demersul stiintific,
oferind o baza solidd pentru analiza empirica ce urmeaza.

Capitolul 4: Cercetarea empirica

In acest capitol, se detaliazd metodologia de cercetare
utilizatd, incluzand descrierea esantionului, instrumentele de
colectare a datelor si procedurile de analiza. Se utilizeaza
software-ul SPSS pentru prelucrarea datelor si se discutd
rezultatele obtinute din analiza statistica, evidentiind impactul
organizatii. Se prezintd metodologia de cercetare, inclusiv
utilizarea chestionarelor si alte metode de colectare a datelor, si
se interpreteaza datele pentru a valida ipotezele formulate.

Capitolul 5: Modelele de leadership bazate pe
sustenabilitate

Acest capitol exploreazd modelul SENS de leadership
si modul in care acesta poate contribui la succesul organizatiilor
intr-un mediu in schimbare constanta. Fiecare componenta a
modelului este analizatd in detaliu, oferind exemple concrete si
studii de caz pentru a ilustra aplicabilitatea acestuia Tn diverse
contexte organizationale. Se discutd modelul de analiza LCS si
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capabilitatile si competentele de leadership necesare pentru a
practica un leadership sustenabil. De asemenea, se abordeaza
provocarile si avantajele implementarii leadershipului
sustenabil 1n organizatii si se oferd un ghid de bune practici.

Capitolul 6: Concluzii si recomandari

Capitolul final sintetizeaza principalele descoperiri ale
cercetarii si formuleazd recomanddri pentru practica
leadershipului creativ in organizatii. Se discutd importanta
indrumadri practice pentru liderii si managerii care doresc sa
adopte un stil de conducere creativ si inovator. De asemenea, se
exploreaza limitarile cercetarii si se propun directii viitoare de
cercetare pentru a extinde cunoasterea si aplicarea
leadershipului creativ.

CONCLUZII GENERALE

Leadershipul creativ reprezinta un element crucial in
contextul organizatiilor moderne, fiind esential pentru
promovarea inovarii, adaptabilitatii si sustenabilitatii. Teza de
doctorat a avut ca scop principal investigarea acestui tip de
leadership, evidentiind impactul sdu asupra performantei
organizationale si dezvoltarii unei culturi organizationale
inovatoare si sustenabile. Prin aceastd cercetare, am dorit sa
oferim un cadru teoretic si practic pentru implementarea
leadershipului creativ Tn diverse contexte organizationale.

Relevanta leadershipului creativ in contextul actual

Intr-un mediu de afaceri caracterizat de schimbari
rapide si incertitudini, leadershipul creativ devine esential.
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Organizatiile se confrunta cu provocari complexe si trebuie sa
fie capabile sa se adapteze rapid pentru a ramane competitive.
Liderii creativi joaca un rol crucial in acest proces, deoarece ei
nu doar gestioneaza resursele si procesele, ci si inspird si
Tncurajeaza membrii echipei sa gandeasca in mod inovator si sa
exploreze noi cédi pentru a aborda problemele si sarcinile.
Aceasta implicd o abordare holistica care imbina creativitatea
cu strategia si executia eficienta.

Impactul leadershipului creativ asupra
comportamentului inovator al angajatilor

Una dintre principalele descoperiri ale cercetarii este
faptul ca leadershipul creativ are un impact semnificativ asupra
comportamentului inovator al angajatilor. Liderii care
incurajeaza gandirea creativa si oferd sprijin pentru initiativele
inovatoare contribuie la crearea unui mediu de lucru in care
angajatii se simt motivati sa genereze si sa implementeze idei
noi. Acesti lideri nu doar cd promoveaza inovatia, dar si creeaza
o culturd organizationald deschisa la schimbare si
experimentare, unde angajatii sunt incurajati sa isi asume riscuri
calculate si sa colaboreze pentru a gasi solutii inovatoare.

Satisfactia angajatilor si leadershipul creativ

Un alt aspect important evidentiat In cercetare este
legatura dintre leadershipul creativ si satisfactia angajatilor.
Angajatii care se simt valorizati si Tncurajati s participe la
procesul creativ sunt, in general, mai multumiti de locul lor de
muncd si de conducerea organizatiei. Leadershipul creativ
contribuie la crearea unui mediu de lucru pozitiv, in care
angajatii simt cd au o voce si ca ideile lor sunt luate in

21



considerare. Aceasta nu doar imbunatateste moralul angajatilor,
dar si creste loialitatea si angajamentul fatd de organizatie.

Performanta organizationala si leadershipul creativ

Cercetarea a demonstrat c¢a existd o corelatie pozitiva
intre leadershipul creativ si performanta organizationald.
Organizatiile conduse de lideri creativi inregistreaza o crestere
a productivitatii si eficientei, datorita capacitatii lor de a inova
si de a se adapta rapid la schimbarile din mediul de afaceri.
Liderii creativi sunt capabili sa identifice oportunitati noi si sa
dezvolte strategii inovatoare care contribuie la succesul pe
termen lung al organizatiei.

Cultura organizationali si leadershipul creativ

Leadershipul creativ influenteazd pozitiv cultura
organizationala, promovand valori precum colaborarea,
invatarea continud si deschiderea la schimbare. O culturd
organizationala care valorizeaza creativitatea si inovatia este
esentiala pentru succesul pe termen lung. Liderii creativi joaca
un rol crucial Tn dezvoltarea acestei culturi, prin modelarea
comportamentelor dorite si prin crearea unui mediu in care
angajatii se simt Tncurajati sa isi exprime ideile si sd contribuie
la succesul colectiv.

Leadershipul creativ si sustenabilitatea
Un aspect esential al leadershipului creativ este legatura sa
cu sustenabilitatea. Liderii creativi sunt adesea mai
predispusi sda implementeze practici sustenabile si sa
promoveze responsabilitatea sociala si ecologica. Aceasta se
datoreaza faptului ca liderii creativi sunt deschisi la noi idei
si abordari si inteleg importanta dezvoltarii durabile. Prin
integrarea sustenabilitatii In strategiile lor de conducere,
acestia contribuie la crearea unor organizatii responsabile
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care nu doar ca sunt profitabile, dar si au un impact pozitiv
asupra societatii si mediului.

Caracteristicile liderilor creativi

Cercetarea a identificat cateva caracteristici distincte
ale liderilor creativi, care ii diferentiaza de liderii traditionali.
Printre aceste caracteristici se numara empatia, flexibilitatea,
deschiderea catre experimentare si asumarea riscurilor,
abilitatea de a inspira si motiva echipele, precum si capacitatea
de a gandi strategic si de a vedea "imaginea de ansamblu".
Aceste trasaturi permit liderilor creativi sa navigheze cu succes
prin provocarile complexe si sd conduca organizatiile lor catre
inovatie si succes durabil.

Recomandari pentru practica leadershipului creativ

Pe baza rezultatelor cercetarii, se pot formula céteva
recomandari pentru liderii si organizatiile care doresc sd adopte
un stil de conducere creativ:

1. Cultivarea unui mediu de lucru inovator: Liderii ar
trebui sd creeze un mediu de lucru care sa Incurajeze
creativitatea si inovatia, oferind angajatilor resursele si
sprijinul necesar pentru a experimenta si a-si exprima
ideile.

2. Tncurajarea colaboririi si a comunicirii deschise: O
culturd organizationald bazatd pe colaborare si
comunicare deschisd este esentiala pentru succesul
leadershipului creativ. Liderii ar trebui sd promoveze
un mediu in care angajatii se simt confortabil sa isi
impartaseasca ideile si sd colaboreze pentru a gasi
solutii inovatoare.
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3. Dezvoltarea abilitatilor de leadership creativ:
Liderii ar trebui sd investeascd in dezvoltarea
abilitatilor lor de leadership creativ, prin formare
continud si auto-reflectie. Aceasta include dezvoltarea
empatiei, a abilitdtilor de comunicare si a capacitatii de
a gandi strategic.

4. Integrarea sustenabilititii in strategiile de
conducere: Liderii creativi ar trebui sa integreze
principiile de sustenabilitate in strategiile lor de
conducere, promovand practici responsabile care
contribuie la dezvoltarea durabila a organizatiei.

5. Recunoasterea si Recompensarea Inovatiei: Pentru a
incuraja comportamentul inovator, liderii ar trebui sa
recunoasca si sd recompenseze contributiile creative ale
angajatilor. Aceasta poate include premii, recunoastere
publica si oportunitati de avansare.

CONTRIBUTII PERSONALE, LIMITELE
CERCETARII

Contributii personale

Aceastd tezd de doctorat aduce contributii
semnificative la domeniul leadershipului prin explorarea si
elucidarea rolului leadershipului creativ in organizatii.
Contributiile personale ale acestui studiu sunt variate si profund
relevante pentru literatura de specialitate, incluzand:

Dezvoltarea unui cadru teoretic inovator:

Teza ofera un cadru teoretic robust care integreaza
concepte de leadership creativ, inovatie si sustenabilitate. Acest
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cadru teoretic este fundamentat pe o analizd extensivd a
literaturii existente si aduce o perspectiva noua asupra modului
in care aceste concepte se intersecteazd si se influenteaza
reciproc. Integrarea sustenabilitdtii in leadershipul creativ
subliniaza importanta dezvoltarii unor strategii de conducere
care nu doar promoveazd inovatia, dar si responsabilitatea
sociala si ecologica.

Identificarea caracteristicilor liderilor creativi:

Cercetarea identificad trasdturile si comportamentele
specifice care caracterizeazd liderii creativi, cum ar fi
deschiderea la experiente noi, increderea in propria creativitate
si abilitatea de a gestiona riscul. Aceste trasaturi sunt esentiale
pentru a stimula inovatia si creativitatea in organizatii. Studiul
oferd un ghid practic pentru selectia si dezvoltarea liderilor,
subliniind importanta caracteristicilor Tn promovarea mediului
de lucru inovator.

Evaluarea  impactului asupra performantei
organizationale:

Studiul demonstreaza corelatia pozitiva dintre
leadershipul creativ si performanta organizationala. Prin
analizarea impactului acestui stil de conducere asupra
productivitatii si eficientei, cercetarea evidentiazd beneficiile
adoptarii  leadershipului  creativ pentru imbunatatirea
rezultatelor organizationale. Aceste concluzii sunt sustinute de
date empirice care aratd cum liderii creativi pot influenta pozitiv
dinamica organizationald si rezultatele pe termen lung.

Propunerea modelului SENS:

Teza introduce modelul SENS, un cadru practic pentru
implementarea leadershipului creativ si  sustenabil 1n
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organizatii. Acest model oferd liderilor instrumente concrete
pentru a promova un mediu de lucru care incurajeaza
creativitatea, eficienta operationald si sustenabilitatea. Modelul
SENS este o inovatie semnificativa care sintetizeaza teorie si
practica, facilitind aplicarea leadershipului creativ Tn diverse
contexte organizationale.

LIMITELE CERCETARII

Desi aceastd cercetare oferd perspective valoroase
asupra leadershipului creativ, exista cateva limite care trebuie
mentionate:

Contextul specific al studiului:

Cercetarea a fost realizatd 1intr-un  context
organizational specific, ceea ce poate limita generalizabilitatea
rezultatelor la alte industrii sau contexte culturale diferite.
Studiul s-a concentrat pe companii mici si mijlocii, iar
rezultatele ar putea varia Tn alte sectoare economice sau in
organizatii de dimensiuni diferite. Aceasta specificitate poate
influenta aplicabilitatea concluziilor in organizatii cu
caracteristici  diferite, sugerdnd necesitatea unor studii
suplimentare in diverse medii si industrii pentru a valida
rezultatele.

Dependenta de auto-raportari:

Datele colectate s-au bazat in mare parte pe auto-
raportdrile participantilor, care pot introduce un anumit grad de
subiectivitate si  biais 1n interpretarea  rezultatelor.
Subiectivitatea auto-raportarilor poate afecta obiectivitatea si
acuratetea concluziilor, indicind importanta utilizarii unor
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metode de colectare a datelor mai diversificate si triangularea
surselor de date in cercetarile viitoare.

Lipsa studierii pe termen lung:

Studiul nu a inclus o componenta longitudinala, astfel
incat nu s-au putut analiza efectele leadershipului creativ pe
termen lung asupra organizatiilor si angajatilor. Fard o
perspectiva longitudinala, este dificil de evaluat sustenabilitatea
si impactul durabil al leadershipului creativ, sugerand
necesitatea unor cercetari care sa monitorizeze aceste efecte in
timp.

Variabile potential omise:

Desi cercetarea a luat in considerare multiple variabile,
este posibil ca alti factori influentatori importanti sa nu fi fost
inclusi sau analizati in detaliu. Aceasta poate limita
completitudinea si complexitatea analizei, indicand necesitatea
de a explora si alte variabile care ar putea influenta relatia dintre
leadershipul creativ si performanta organizationala.

CONCLUZII

in ciuda acestor limite, teza de doctorat oferd o
contributie valoroasd la intelegerea leadershipului creativ si a
impactului sdu asupra organizatiilor. Aceasta deschide calea
pentru cercetdri viitoare care sd exploreze in profunzime si sa
extinda cunoasterea in acest domeniu vital pentru succesul
organizational in secolul XXI. Prin abordarea limitarilor
identificate si extinderea directiilor de cercetare, se poate
construi un cadru teoretic si practic mai cuprinzator, capabil sa
raspunda provocarilor contemporane ale mediului de afaceri.
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DIRECTII VIITOARE DE ACTIUNE SI CERCETARE

Studiul realizat in aceasta teza de doctorat a evidentiat
multiple directii viitoare de actiune si cercetare, menite sa
extindd si sd aprofundeze cunoasterea in domeniul
leadershipului creativ. Aceste directii sunt esentiale pentru a
intelege mai bine dinamica acestui tip de leadership si pentru a
dezvolta practici eficiente care sa sprijine inovatia si
sustenabilitatea n organizatii.

Studii comparative intre diverse industrii si culturi

O directie importantd de cercetare este investigarea
leadershipului creativ 1n diferite industrii si culturi
organizationale. Aceasta presupune o analizd detaliatd a
modului in care leadershipul creativ este aplicat si perceput in
diverse contexte culturale si industriale, pentru a identifica
particularitatile si diferentele 1n aplicarea acestui stil de
conducere.

Scopul acestor studii este de a determina modul in care
contextul specific al unei industrii sau cultura nationald
influenteaza  eficacitatea  leadershipului  creativ. Prin
identificarea bunelor practici si a provocarilor specifice fiecarui
context, se pot dezvolta strategii adaptate pentru a sprijini liderii
in implementarea unor practici creative eficiente.

Cercetiri longitudinale

Realizarea de studii pe termen lung este esentiald pentru
a analiza evolutia leadershipului creativ si impactul sau durabil
asupra performantei organizationale si a satisfactiei angajatilor.
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Cercetarile longitudinale permit o evaluare continua a efectelor
leadershipului creativ, oferind o perspectivd detaliatd asupra
modului in care acest stil de conducere influenteaza
organizatiile pe termen lung.

Aceste cercetdri au ca scop obtinerea unei intelegeri
aprofundate a efectelor pe termen lung ale leadershipului
creativ. Ele vor identifica factorii care contribuie la succesul
durabil al leadershipului creativ si vor evidentia schimbarile
necesare pentru a mentine un mediu organizational inovator si
sustenabil.

Investigarea rolului tehnologiei Tn leadershipul
creativ

Tehnologia joacd un rol din ce in ce mai important in
sustinerea si promovarea leadershipului creativ. Studiile
viitoare ar trebui sd investigheze modul in care noile tehnologii,
cum ar fi inteligenta artificiald, automatizarea si instrumentele
digitale, influenteazd si sustin leadershipul creativ 1in
organizatii.

Scopul acestor cercetari este de a explora potentialul
tehnologic in promovarea creativitatii si inovatiei in organizatii.
Ele vor identifica metode eficiente de integrare a tehnologiei in
practicile de leadership si vor evalua impactul acestor
tehnologii asupra performantei organizationale si a satisfactiei
angajatilor.

Impactul leadershipului creativ asupra diversitatii
si incluziunii

Leadershipul creativ poate juca un rol semnificativ in
promovarea diversitatii si incluziunii in organizatii. Cercetarile
viitoare ar trebui sid se concentreze pe modul 1n care
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leadershipul creativ poate contribui la crearea unui mediu de
lucru echitabil si divers, care sa valorizeze contributiile tuturor
angajatilor, indiferent de gen, rasa, varsta sau alte caracteristici
demografice.

Scopul acestor studii este de a identifica practicile de
leadership creativ care sustin diversitatea si incluziunea.
Cercetarile vor demonstra beneficiile acestor practici asupra
performantei organizationale si a inovatiei, evidentiind cum
diversitatea si incluziunea pot fi catalizatori pentru creativitate
si succes.

Explorarea relatiei dintre leadershipul creativ si
rezilienta organizationala

Rezilienta organizationald este capacitatea unei
organizatii de a se adapta si de a prospera in fata schimbarilor
si a crizelor. Cercetdrile viitoare ar trebui sa analizeze modul in
care leadershipul creativ contribuie la dezvoltarea rezilientei
organizationale, identificand strategiile care ajutd organizatiile
sd navigheze prin incertitudini si sa isi mentind competitivitatea
intr-un mediu de afaceri dinamic.

Aceste studii vor determina strategiile de leadership
creativ care ajutd organizatiile sa se adapteze rapid la schimbari
si sa dezvolte rezilienta necesara pentru a face fata provocarilor.
Cercetdrile vor evidentia importanta leadershipului creativ in
dezvoltarea unei culturi organizationale capabile sa gestioneze
eficient schimbarile si crizele.

Prin abordarea acestor directii viitoare de actiune si
cercetare, se va putea aprofunda intelegerea leadershipului
creativ si se vor putea dezvolta practici si strategii care sa
sprijine inovatia, sustenabilitatea si succesul pe termen lung al
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organizatiilor. Aceste cercetari vor contribui la construirea unui
cadru teoretic si practic mai cuprinzator, capabil sa rdspunda
provocarilor contemporane ale mediului de afaceri.
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RELEVANCE, OPPORTUNITY, NOVELTY, AND
IMPORTANCE OF THE TOPIC

Creative leadership in organizations represents an
innovative approach that emphasizes cultivating creativity,
innovation, and adaptability within a team or organization. This
type of leadership is essential in a constantly changing world
where organizations must be flexible and quickly adapt to new
challenges and opportunities. The rapid changes, uncertainty,
and complexity of the contemporary business environment have
highlighted the importance of leadership that goes beyond
efficient resource and process management, promoting
innovation and creativity as drivers of organizational success.

The digital revolution has radically changed the way
businesses are run and managed. Creative leaders must stay
abreast of new technologies and use them effectively to promote
innovation and remain competitive. Globalization has brought
new opportunities and challenges regarding leadership. Leaders
must be able to navigate a diverse global environment and adapt
to different cultural requirements and expectations.

Organizations at the forefront of the market are those
that constantly innovate. Creative leaders are essential for
promoting a culture of innovation and generating new ideas and
innovative solutions. Today, organizations recognize the
importance of diversity and inclusion. Creative leaders
understand that the value of differences is a catalyst for
creativity and innovation.

Creative leadership has brought significant changes in
human resource management. Instead of rigid management,
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creative leaders adopt a leadership style that involves and
empowers employees. In the face of unexpected crises, such as
pandemics or sudden economic changes, creative leaders are the
ones who find innovative and appropriate solutions to overcome
obstacles.

Creative leadership is closely linked to the concept of
sustainability. Increasingly, organizations take responsibility
for the environment and the communities in which they operate.
Creative leaders play an essential role in promoting sustainable
practices.

Thus, in a world characterized by change and
complexity, leadership and its creative role in the organization
are not only relevant but are becoming increasingly vital for the
success and survival of organizations. Creative leaders are those
who adapt to new challenges, guide teams toward innovation,
and contribute to shaping the organizational future in a positive
and sustainable way.

The theme of creative leadership brings a new set of
values and practices, inviting leaders to reconnect with what it
means to be human, to create, to co-create, and to collaborate
with others. Developing creative leadership also involves
creating new capacities that allow leadership to be brought into
the design of new ways of living, working, and connecting.

In a world where innovation and creativity are essential
for organizational success, creative leaders are those who
promote a culture of innovation and generate new ideas and
solutions. Creative leadership is essential to remain competitive
in today's increasingly complex and dynamic business world. A
creative leader not only manages but also inspires, encourages,
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and facilitates creativity and innovation within the team, thus
contributing to the organization's long-term success.

The challenging and constantly changing business
environment requires creative leadership, creativity, and
collaboration among diverse stakeholders. Leadership
development is an integrative strategy that helps people
understand how to relate to others, coordinate their efforts, build
commitments, and create extended social networks by applying
self-understanding to social and organizational imperatives.

Creative leadership promotes and facilitates innovation
within the organization. Leaders who encourage original
thinking and unconventional approaches stimulate the
development of new products and services and the
identification of solutions to complex problems. In today's
business environment, change is inevitable. Creative leaders are
better prepared to manage and facilitate organizational
transitions and changes, making the organization more resilient
to disruptions.

Creative leadership in organizations is not only a
current topic but also one of crucial importance for the success
and evolution of organizations in the context of a business
environment characterized by rapid and complex changes. The
objectives and hypotheses formulated in this research
underscore the need for leadership that promotes innovation,
creativity, and sustainability, thereby contributing to creating a
sustainable competitive advantage.
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GENERAL OBJECTIVE AND SPECIFIC
OBJECTIVES

The main goal of the research on creative leadership in
organizations is to analyze how leadership and the level of
employee creativity influence the implementation of
sustainability policies. In a constantly changing world, where
innovation and adaptability are crucial for organizational
success, this research aims to identify the connections between
creative leadership, employee creativity, and sustainable
practices within organizations.

The general objectives of the research in creative
leadership in organizations have been formulated to understand
how leadership and the level of employee creativity influence
the implementation of sustainability policies. This detailed
research aims to make a significant contribution to
understanding how creative leaders can stimulate innovation
and sustainability in modern organizations.

The first specific objective refers to the analysis of
specialized literature. Identifying and critically reviewing the
existing literature on leadership theories and styles, with a
special focus on creative leadership, is essential to provide a
solid theoretical foundation. This will allow understanding of
the different approaches to leadership and will establish the
context in which the current research is placed. The specialized
literature highlights the evolution of concepts and theories that
have contributed to the understanding and development of
creative leadership, providing a reference framework for
analysis and discussion.

12



The second specific objective aims to identify the key
characteristics of creative leaders. The research investigates the
personality traits, skills, and behaviors that define creative
leaders, to determine the specific characteristics of leaders who
manage to stimulate creativity and innovation within their
teams and organizations. These leaders stand out for their
ability to guide teams towards innovative solutions, promote a
stimulating work environment, and transform vision into
reality.

Another important objective is to evaluate the impact of
creative leadership on organizational performance. The
research analyzes how creative leadership influences
innovation,  productivity, and employee satisfaction,
demonstrating the direct link between creative leadership style
and positive organizational outcomes. This objective underlines
the importance of promoting leadership that inspires and
motivates employees to achieve superior performance.

The comparative study of different leadership styles is
another research objective. Comparing the effectiveness of
creative leadership with other leadership styles, such as
transactional, transformational, authoritarian, or democratic,
highlights the advantages and disadvantages of each leadership
style in various organizational contexts. This analysis helps
identify the leadership styles that are most suitable for different
types of organizations and situations.

Developing a conceptual model of creative leadership
is a key objective of this research. Creating an integrated
theoretical model, based on the main findings of the research,
provides a practical guide for implementing creative leadership
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in organizations. This model serves as a useful tool for leaders
and managers, helping them cultivate a creative and innovative
work environment.

Investigating the role of creative leadership in
promoting sustainability is another major objective. The
research studies how creative leadership can contribute to the
development and implementation of sustainable practices in
organizations. This highlights the importance of integrating
sustainability into leadership strategies and provides concrete
examples of success from various organizations that have
managed to implement these practices.

Finally, proposing recommendations for the practice of
creative leadership is essential. Formulating recommendations
based on the research results provides leaders and organizations
with practical guidance for adopting and maintaining an
effective creative leadership style. These recommendations are
based on empirical data and concrete experiences, ensuring
their relevance and applicability in practice.

Exploring limitations and identifying future research
directions is the last specific objective. Analyzing the
limitations of current research and proposing future research
directions in the field of creative leadership ensures the
continuity of investigations and inspires new studies to extend
the knowledge and application of creative leadership. This
contributes to the theoretical and practical development of the
field, promoting continuous innovation and improvement of
leadership strategies in organizations.

By achieving these specific objectives, the research
aims to make a significant contribution to the specialized
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literature and provide leaders and managers from various
industries with a solid framework and concrete practices to
become creative and innovative leaders.

WORKING HYPOTHESES

To explore in depth the role of creative leadership in
organizations and its impact on innovation and sustainability,
this research formulates the following working hypotheses:

Hypothesis 1: Creative leadership has a significantly
positive impact on employees' innovative behavior. Leaders
who encourage creative thinking and provide support for
innovative initiatives contribute to developing a work
environment where employees are motivated to generate and
implement new ideas. Transformational leadership is an
example of a creative leadership style, where leaders focus not
only on task completion but also on the personal and
professional development of employees, thereby stimulating
innovation.

Hypothesis 2: There is a positive correlation between
creative leadership and employee satisfaction. Employees who
feel valued and encouraged to participate in the creative process
are more satisfied with their workplace and organizational
leadership. Studies show that leaders who promote an open and
collaborative environment, where ideas are appreciated and
rewarded, contribute to increased employee satisfaction.

Hypothesis 3: Creative leadership contributes to
improving organizational performance. Organizations led by
creative leaders experience increased productivity and
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efficiency due to their ability to innovate and quickly adapt to
changes in the business environment. This type of leadership
promotes a high-performance culture, where employees are
motivated to achieve ambitious goals and contribute to
organizational success.

Hypothesis 4: Creative leadership positively
influences organizational culture, promoting values such as
collaboration, continuous learning, and openness to change.
This type of leadership fosters a work environment where
employees feel free to express their ideas and contribute to
collective success. Creative leaders create an atmosphere of
trust and mutual respect, encouraging employees to collaborate
and share knowledge.

Hypothesis 5: There is a significant link between
creative leadership and sustainability in organizations. Leaders
who adopt a creative leadership style are more likely to
implement sustainable practices and promote social and
environmental  responsibility. These leaders integrate
sustainability principles into organizational strategy and
promote initiatives that reduce environmental impact and
improve community well-being.

Hypothesis 6: Creative leaders exhibit distinct
characteristics compared to traditional leaders, including
greater empathy, flexibility, and openness to experimentation
and risk-taking. These traits contribute to their ability to inspire
and guide teams in an innovative manner. Creative leaders can
navigate complex contexts and find innovative solutions to
organizational problems, enabling them to lead teams to
success.
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These hypotheses will be tested through empirical
research methods, including case studies, questionnaires, and
statistical analyses, to determine their validity and provide
relevant conclusions to support the theory and practice of
creative leadership in organizations. The research methodology
will involve collecting data from various sources and using
rigorous analysis techniques to ensure the accuracy and
relevance of the results obtained. By investigating these
hypotheses, the research aims to contribute to the development
of a theoretical and practical framework that supports the
implementation of effective creative leadership and
sustainability policies and practices in organizations.

STRUCTURE OF THE DOCTORAL THESIS

The doctoral thesis on creative leadership in
organizations is organized in a comprehensive manner,
addressing both theoretical foundations and empirical research
and practical applications. Each chapter and subchapter
contribute to developing a detailed understanding of the subject.

Introduction

The introduction provides an overview of the topic,
highlighting the importance of creative leadership in modern
organizations. It discusses the relevance and necessity of
developing leaders who inspire creativity and innovation, as
well as the current context of the business environment, which
requires adaptability and innovative thinking.
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Chapter 1: State of Knowledge in the Field of
Creative Leadership

This chapter explores the theoretical foundations of
creative leadership. It analyzes various leadership theories and
models, including trait theory, which investigates the personal
characteristics of successful leaders, such as charisma,
intelligence, and determination. Contingency (situational)
theories suggest that the effectiveness of a leader depends on
the context and situation they are in. Style and behavior theory
focuses on the behaviors and leadership styles that are most
effective in different situations. Process leadership theory
explores the dynamics between the leader and the team,
emphasizing the importance of interaction and mutual
influence. Transactional and transformational theories are based
on exchanges and rewards between the leader and subordinates,
while the transformational theory focuses on inspiration and
profound change.

Chapter 2: Creative Leadership — ldentifying the
Key Characteristics of Creative Leaders

This chapter investigates the traits and behaviors
specific to creative leaders. It discusses the effects of
transformational and transactional leadership styles on
employees' innovative behavior, the importance of leaders in
the innovation process, and the characteristics of leaders who
empower and encourage team members. Emphasis is placed on
collaborative leadership and how it encourages collaboration
and innovation within the team, as well as traits such as
empathy, flexibility, and openness to experimentation.
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Chapter 3: Conceptual, Epistemological, and
Methodological Framework of the Scientific Approach

This  chapter presents the theoretical and
methodological framework of the research. It discusses the
concepts of creativity, creative leadership, and sustainability, as
well as the epistemological and methodological framework that
guides the research. Definitions and concepts related to
creativity and its importance in the organizational context are
provided, exploring the impact of creative leadership on
organizations. The epistemological and methodological
framework used to guide the scientific approach is detailed,
providing a solid foundation for the subsequent empirical
analysis.

Chapter 4: Empirical Research

This chapter details the research methodology used,
including the description of the sample, data collection
instruments, and analysis procedures. The SPSS software is
used for data processing, and the results obtained from the
statistical analysis are discussed, highlighting the impact of
creative leadership on innovation and sustainability in
organizations. The research methodology, including the use of
guestionnaires and other data collection methods, is presented,
and the data is interpreted to validate the formulated
hypotheses..

Chapter 5: The SENS Models of Sustainability-
Based Leadership

This chapter explores the SENS model of leadership
and how it can contribute to the success of organizations in a
constantly changing environment. Each component of the
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model is analyzed in detail, providing concrete examples and
case studies to illustrate its applicability in various
organizational contexts. The LCS analysis model and the
leadership capabilities and competencies necessary for
practicing sustainable leadership are discussed. The challenges
and advantages of implementing sustainable leadership in
organizations are also addressed, and a guide of best practices
is provided.

Chapter 6: Conclusions and Recommendations

The final chapter synthesizes the main findings of the
research and formulates recommendations for the practice of
creative leadership in organizations. It discusses the importance
of integrating sustainability into leadership strategies and
provides practical guidance for leaders and managers who wish
to adopt a creative and innovative leadership style. The
limitations of the research are also explored, and future research
directions are proposed to expand the knowledge and
application of creative leadership.

By structuring the thesis in this way, the research aims
to contribute significantly to the specialized literature and
provide leaders and managers from various industries with a
solid framework and concrete practices to become creative and
innovative leaders.
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GENERAL CONCLUSIONS

Creative leadership represents a crucial element in the
context of modern organizations, being essential for promoting
innovation, adaptability, and sustainability. The main aim of
this doctoral thesis was to investigate this type of leadership,
highlighting its impact on organizational performance and the
development of an innovative and sustainable organizational
culture. Through this research, we sought to provide a
theoretical and practical framework for implementing creative
leadership in various organizational contexts.

Relevance of Creative Leadership in the Current
Context

In a business environment characterized by rapid
changes and uncertainties, creative leadership becomes
essential. Organizations face complex challenges and must be
able to adapt quickly to remain competitive. Creative leaders
play a crucial role in this process as they not only manage
resources and processes but also inspire and encourage team
members to think innovatively and explore new ways to address
problems and tasks. This involves a holistic approach that
combines creativity with strategy and efficient execution.

Impact of Creative Leadership on Employees'
Innovative Behavior

One of the main findings of the research is that creative
leadership has a significant impact on employees' innovative
behavior. Leaders who encourage creative thinking and provide
support for innovative initiatives contribute to creating a work
environment where employees feel motivated to generate and
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implement new ideas. These leaders not only promote
innovation but also create an organizational culture open to
change and experimentation, where employees are encouraged
to take calculated risks and collaborate to find innovative
solutions.

Employee Satisfaction and Creative Leadership

Another important aspect highlighted in the research is
the link between creative leadership and employee satisfaction.
Employees who feel valued and encouraged to participate in the
creative process are generally more satisfied with their
workplace and the organization's leadership. Creative
leadership contributes to creating a positive work environment
where employees feel they have a voice and that their ideas are
considered. This not only improves employee morale but also
increases loyalty and commitment to the organization.

Organizational ~ Performance and  Creative
Leadership

The research demonstrated that there is a positive
correlation between creative leadership and organizational
performance. Organizations led by creative leaders experience
increased productivity and efficiency due to their ability to
innovate and adapt quickly to changes in the business
environment. Creative leaders can identify new opportunities
and develop innovative strategies that contribute to the long-
term success of the organization.

Organizational Culture and Creative Leadership

Creative leadership positively influences organizational
culture, promoting values such as collaboration, continuous
learning, and openness to change. An organizational culture that
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values creativity and innovation is essential for long-term
success. Creative leaders play a crucial role in developing this
culture by modeling desired behaviors and creating an
environment where employees feel encouraged to express their
ideas and contribute to collective success.

Creative Leadership and Sustainability

An essential aspect of creative leadership is its
connection to sustainability. Creative leaders are often more
likely to implement sustainable practices and promote social
and environmental responsibility. This is because creative
leaders are open to new ideas and approaches and understand
the importance of sustainable development. By integrating
sustainability into their leadership strategies, they contribute to
creating responsible organizations that are not only profitable
but also have a positive impact on society and the environment.

Characteristics of Creative Leaders

The research identified several distinct characteristics
of creative leaders that differentiate them from traditional
leaders. These characteristics include empathy, flexibility,
openness to experimentation and risk-taking, the ability to
inspire and motivate teams, as well as the capacity to think
strategically and see the "big picture." These traits enable
creative leaders to successfully navigate complex challenges
and lead their organizations toward innovation and sustainable
success.
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Recommendations for the Practice of Creative
Leadership

Based on the research results, several recommendations
can be formulated for leaders and organizations wishing to
adopt a creative leadership style:

1. Cultivating an Innovative Work Environment:
Leaders should create a work environment that
encourages creativity and innovation by providing
employees with the resources and support needed to
experiment and express their ideas.

2. Encouraging Collaboration and Open
Communication: An organizational culture based on
collaboration and open communication is essential for
the success of creative leadership. Leaders should
promote an environment where employees feel
comfortable sharing their ideas and collaborating to
find innovative solutions.

3. Developing Creative Leadership Skills: Leaders
should invest in developing their creative leadership
skills through continuous training and self-reflection.
This includes developing empathy, communication
skills, and the ability to think strategically.

4. Integrating  Sustainability into  Leadership
Strategies: Creative leaders should integrate
sustainability principles into their leadership strategies,
promoting responsible practices that contribute to the
organization's sustainable development.
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5. Recognizing and Rewarding Innovation: To
encourage innovative behavior, leaders should
recognize and reward employees'  creative
contributions. This can include awards, public
recognition, and advancement opportunities.

PERSONAL CONTRIBUTIONS AND RESEARCH
LIMITATIONS

Personal Contributions

This doctoral thesis makes significant contributions to
the field of leadership by exploring and elucidating the role of
creative leadership in organizations. The personal contributions
of this study are varied and deeply relevant to the specialized
literature, including:

Development of an Innovative Theoretical
Framework:

The thesis offers a robust theoretical framework that
integrates concepts of creative leadership, innovation, and
sustainability. This theoretical framework is grounded in an
extensive analysis of the existing literature and provides a new
perspective on how these concepts intersect and influence each
other. Integrating sustainability into creative leadership
underscores the importance of developing leadership strategies
that not only promote innovation but also social and
environmental responsibility.

Identification of Creative Leaders' Characteristics:

The research identifies the specific traits and behaviors
that characterize creative leaders, such as openness to new
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experiences, confidence in one's creativity, and the ability to
manage risk. These traits are essential for stimulating
innovation and creativity in organizations. The study provides
a practical guide for the selection and development of leaders,
emphasizing the importance of these characteristics in
promoting an innovative work environment.

Evaluation of Impact on Organizational
Performance:

The study demonstrates the positive correlation
between creative leadership and organizational performance.
By analyzing the impact of this leadership style on productivity
and efficiency, the research highlights the benefits of adopting
creative leadership to improve organizational outcomes. These
conclusions are supported by empirical data showing how
creative leaders can positively influence organizational
dynamics and long-term results.

Proposal of the SENS Model:

The thesis introduces the SENS model, a practical
framework for implementing creative and sustainable
leadership in organizations. This model provides leaders with
concrete tools to promote a work environment that encourages
creativity, operational efficiency, and sustainability. The SENS
model is a significant innovation that synthesizes theory and
practice, facilitating the application of creative leadership in
various organizational contexts.
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LIMITATIONS OF THE RESEARCH

Although this research provides valuable insights into
creative leadership, there are several limitations that need to be
mentioned:

Specific Context of the Study:

The research was conducted in a specific organizational
context, which may limit the generalizability of the results to
other industries or different cultural contexts. The study focused
on small and medium-sized enterprises, and the results might
vary in other economic sectors or organizations of different
sizes. This specificity can influence the applicability of the
conclusions in organizations with different characteristics,
suggesting the need for additional studies in diverse
environments and industries to validate the results.

Reliance on Self-Reports:

The data collected was largely based on the self-reports
of participants, which can introduce a certain degree of
subjectivity and bias in the interpretation of the results. The
subjectivity of self-reports can affect the objectivity and
accuracy of the conclusions, indicating the importance of using
more diversified data collection methods and triangulating data
sources in future research.

Lack of Long-Term Study:

The study did not include a longitudinal component, so
the long-term effects of creative leadership on organizations
and employees could not be analyzed. Without a longitudinal
perspective, it is difficult to evaluate the sustainability and
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lasting impact of creative leadership, suggesting the need for
research that monitors these effects over time.

Potential Omission of Variables:

Although the research considered multiple variables, it
is possible that other important influencing factors were not
included or analyzed in detail. This can limit the completeness
and complexity of the analysis, indicating the need to explore
other variables that might influence the relationship between
creative leadership and organizational performance.

CONCLUSIONS

Despite these limitations, the doctoral thesis offers a
valuable contribution to the understanding of creative
leadership and its impact on organizations. It paves the way for
future research to delve deeper and expand knowledge in this
vital area for organizational success in the 21st century. By
addressing the identified limitations and expanding research
directions, a more comprehensive theoretical and practical
framework can be built, capable of responding to contemporary
business environment challenges.
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FUTURE DIRECTIONS FOR ACTION AND
RESEARCH

The study conducted in this doctoral thesis highlighted
multiple future directions for action and research, aimed at
expanding and deepening the understanding of creative
leadership. These directions are essential for better
comprehending the dynamics of this leadership style and
developing effective practices that support innovation and
sustainability in organizations.

Comparative Studies Across Various Industries and
Cultures

An important research direction is investigating
creative leadership in different industries and organizational
cultures. This involves a detailed analysis of how creative
leadership is applied and perceived in various cultural and
industrial contexts to identify the particularities and differences
in the application of this leadership  style.
The goal of these studies is to determine how the specific
context of an industry or national culture influences the
effectiveness of creative leadership. By identifying best
practices and specific challenges for each context, strategies can
be developed to support leaders in implementing effective
creative practices.

Longitudinal Research

Conducting long-term studies is essential to analyze the
evolution of creative leadership and its lasting impact on
organizational performance and employee satisfaction.
Longitudinal research allows for continuous evaluation of the
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effects of creative leadership, providing a detailed perspective
on how this leadership style influences organizations over the
long term. These studies aim to gain a deep understanding of
the long-term effects of creative leadership. They will identify
the factors contributing to the sustainable success of creative
leadership and highlight the necessary changes to maintain an
innovative and sustainable organizational environment.

Investigating the Role of Technology in Creative
Leadership

Technology plays an increasingly important role in
supporting and promoting creative leadership. Future studies
should investigate how new technologies, such as artificial
intelligence, automation, and digital tools, influence and
support creative leadership in organizations. The goal of these
studies is to explore the technological potential in promoting
creativity and innovation in organizations. They will identify
effective methods for integrating technology into leadership
practices and evaluate the impact of these technologies on
organizational performance and employee satisfaction.

The Impact of Creative Leadership on Diversity and
Inclusion

Creative leadership can play a significant role in
promoting diversity and inclusion in organizations. Future
research should focus on how creative leadership can contribute
to creating a fair and diverse work environment that values the
contributions of all employees, regardless of gender, race, age,
or other demographic characteristics.
The goal of these studies is to identify creative leadership
practices that support diversity and inclusion. The research will
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demonstrate the benefits of these practices on organizational
performance and innovation, highlighting how diversity and
inclusion can be catalysts for creativity and success.

Exploring the Relationship Between Creative
Leadership and Organizational Resilience

Organizational resilience is the ability of an
organization to adapt and thrive in the face of changes and
crises. Future research should analyze how creative leadership
contributes to the development of organizational resilience,
identifying strategies that help organizations navigate
uncertainties and maintain competitiveness in a dynamic
business environment.
These studies will determine the creative leadership strategies
that help organizations adapt quickly to changes and develop
the resilience needed to face challenges. The research will
highlight the importance of creative leadership in developing an
organizational culture capable of effectively managing changes
and crises.

By addressing these future directions for action and
research, the understanding of creative leadership can be
deepened, and practices and strategies can be developed to
support innovation, sustainability, and the long-term success of
organizations. This research will contribute to building a more
comprehensive theoretical and practical framework capable of
responding to contemporary business environment challenges.
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