JOURNAL: Small Business International Review
ISSN: 2531-0046

SECTION: Research Articles

VOLUME: 9 ISSUE: 2; ELOCATION-ID: e760
DOI: https://doi.org/10.26784/sbir.v9i2.760

SUBMITTED: 2025-07-16
SMALL BUSINEss ACCEPTED: 2025-09-15
PUBLISHED: 2025-10-13
INTERNATIONAL REVIEW u 2025-10-13

Unlocking cultural SME innovation: A M) Check for updates
configurational approach to manager empowerment

Potenciando la innovacion en las PYMESs culturales: Un
enfoque configuracional para el empoderamiento
directivo

Liudmila Sycheva®* & ©, Antonio J Verdu-Jover® & ©

a, b) Miguel Herndndez University, Elche (Spain) (Spain) ROR
* Corresponding Contact: Isycheva@umbh.es (Liudmila Sycheva)

Abstract

Cultural small and medium-sized enterprises (SMEs) and cultural tourism share a symbiotic relationship, with each depending on the
vitality of the other. Yet the core cultural sector has traditionally struggled with digitalization and innovation. Because vibrant cultural
tourism relies on active, innovative cultural enterprises as key stakeholders, understanding how to foster innovation within these firms is
crucial. Although cultural tourism can empower such enterprises, the mechanisms linking managers’ empowerment to their innovative
work behavior (IWB) remain insufficiently understood. This study investigates how psychological, social, political, and digital
empowerment combine to shape IWB among managers of cultural SMEs. Data were collected from 202 Spanish managers through a
survey and analyzed using confirmatory factor analysis (CFA) and fuzzy-set qualitative comparative analysis (fsQCA). The findings reveal
complex configurational pathways leading to high IWB. Psychological, social, and digital empowerment consistently appeared in
effective configurations, typically working in combination, suggesting that no single dimension alone is sufficient to drive IWB. By
contrast, political empowerment was often absent or negatively related in pathways that produced high IWB, indicating potential
constraining effects in this context. Overall, fostering IWB in cultural SMEs requires nuanced, multi-dimensional empowerment
strategies that move beyond single-factor approaches and acknowledge the complex, interactive, and sometimes paradoxical roles that
different forms of empowerment play in supporting managerial innovation.
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Resumen

Las pequefias y medianas empresas (PYMEs) culturales y el turismo cultural comparten una relacién simbiética, en la que cada uno
depende de la vitalidad del otro. Sin embargo, el sector cultural tradicionalmente ha tenido dificultades con la digitalizacién y la
innovacién. Dado que un turismo cultural vibrante depende de empresas culturales activas e innovadoras como actores clave,
comprender cémo fomentar la innovacion en estas empresas es crucial. Aunque el turismo cultural puede empoderar a dichas empresas,
los mecanismos que vinculan el empoderamiento de los directivos con su comportamiento de trabajo innovador (IWB, por sus siglas en
inglés) siguen sin comprenderse suficientemente. Este estudio investiga cémo el empoderamiento psicoldgico, social, politico y digital se
combinan para configurar el IWB de los directivos de las PYMEs culturales. Se recogieron datos de 202 directivos espafioles mediante
una encuesta y se analizaron mediante andlisis factorial confirmatorio (CFA) y analisis cualitativo comparativo de conjuntos difusos
(fsQCA). Los resultados revelan vias configuracionales complejas que conducen a un IWB alto. El empoderamiento psicoldgico, social y
digital apareci6 sistematicamente en las configuraciones efectivas, generalmente trabajando en combinacidn, lo que sugiere que
ninguna dimensién por si sola es suficiente para impulsar el IWB. Por el contrario, el empoderamiento politico a menudo estuvo ausente
0 mostroé una relacion negativa en las vias que produjeron un IWB alto, lo que indica posibles efectos restrictivos en este contexto. En
general, fomentar el IWB en las PYMESs culturales requiere estrategias de empoderamiento matizadas y multidimensionales que vayan
més alla de los enfoques unifactoriales y reconozcan los roles complejos, interactivos y a veces paraddjicos que juegan las diferentes
formas de empoderamiento en el apoyo a la innovacidén directiva.
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1. Introduction

Cultural small and medium-sized enterprises (SMEs) in core creative sectors—such as the visual arts, heritage,
and the performing arts—form the backbone of cultural tourism ecosystems. Following Throsby's (2008a)
concentric circles model of cultural production, these enterprises are distinguished from peripheral creative
industries by their primary focus on creating cultural value rather than on commodified adaptation. Their
central role in cultural value chains makes them essential for maintaining artistic authenticity while
simultaneously supporting local economies.

Core cultural activities constitute a vital form of social infrastructure, generating value far beyond economic
measures. This value is articulated through the concept of cultural citizenship (Dick, 2006), which positions
participation in the arts and heritage as a driver of:

e cross-cultural understanding,
¢ collective identity formation,
¢ value transformation,

e community cohesion, and

e civic engagement.

These theoretical foundations find empirical support in a Council of Europe study (List et al., 2017), which
shows how institutional cultural participation creates inclusive spaces for diverse populations. The COVID-19
pandemic further highlighted the importance of this social function. As KEA European Affairs (2020)
demonstrates, communities with robust cultural ecosystems display greater social resilience during crises,
validating Dick's (2006) framework that theorizes culture’s stabilizing role. Taken together, these studies
reveal that core cultural activities operate in a dual capacity: they bond communities through shared meaning-
making while also buffering societal disruptions—a combination indispensable for sustainable development.

Despite their centrality and cultural significance, core cultural enterprises face persistent challenges. Cultural
SMESs often struggle to innovate compared to SMEs in other sectors (Ericsson et al., 2024). They also face
difficulties adapting to and capitalizing on digital transformation. Few in-depth studies have examined these
challenges within core cultural industries. Research on museums, for instance, shows that although digital
technologies are now widespread, organizational and technical barriers—including deficits in skills,
knowledge, and financial resources—create systemic problems. Museum professionals therefore strive to keep
pace with technological change despite limited resources and the risk of obsolescence or technological
abandonment (Nikolaou, 2024). These findings align with broader SME research indicating that competitive
success depends on the combined strength of innovation, technological capability, and quality management,
and that managers’ ability to integrate these elements is a key driver of performance (Molina-Sanchez et al.,
2022). The limited value creation and fragility of this fundamental sector underscore the importance of
identifying the factors that influence its performance.

To address these challenges, it is essential to understand the role of innovative work behavior (IWB) among
cultural SME managers. IWB functions as the micro-level engine of organizational innovation and is a multi-
stage process (Huegel & Kreutzer, 2020; Pajuoja et al., 2025) encompassing idea generation (developing novel
solutions), idea promotion (building support and mobilizing resources), and idea realization (transforming
ideas into practical applications) (Janssen, 2000). Although these stages are often highly intercorrelated
(Huegel & Kreutzer, 2020; Mustafa et al., 2024), together they represent managers’ overall innovative
engagement. For cultural SME managers, cultivating and enacting IWB is central to navigating sector-specific
challenges, adapting to digital transformation, and ensuring organizational success and survival (Chongvisal,
2020; Viitala et al., 2023). Their ability to generate, promote, and implement new ideas directly influences the
enterprise’s capacity to remain relevant and to create value from cultural assets.

Given the importance of managerial IWB for cultural firms, understanding its drivers is crucial. Empowerment
provides a valuable theoretical lens, encompassing processes that enable individuals and organizations to
exercise control over their environment and development. While psychological empowerment has been widely
studied in relation to IWB, research in tourism and related fields has also highlighted the relevance of social,
political, and, more recently, digital empowerment. These dimensions significantly shape managers’ decisions
and actions. Yet much of the existing research examines them in isolation or assumes direct, linear effects,
leaving important gaps in knowledge about how they combine and interact to influence IWB. Specifically, it
remains unclear whether certain types of empowerment are more critical than others or whether they must
occur in combination in the context of cultural SME managers. This limited understanding of the
configurational complexity of empowerment’s influence on IWB constrains the development of targeted
strategies to foster innovation in the cultural sector.

To address this gap, this study asks: How do specific configurations of psychological, social, political, and
digital empowerment combine to influence innovative work behavior among core cultural SME managers? To
answer this question, we employ a three-step method. First, we conduct confirmatory factor analysis (CFA) to



validate the measurement model. Second, we use necessary condition analysis (NCA) to identify potential
prerequisites for innovation. Third, we apply fuzzy-set qualitative comparative analysis (fsQCA) to uncover
complex, potentially nonlinear combinations of empowerment factors associated with high innovative
performance. This configurational approach reflects the real-world complexity of managerial empowerment, in
which multiple pathways can lead to successful outcomes and different dimensions of empowerment may
interact in unexpected ways.

The article is structured as follows. First, we establish the theoretical foundations of IWB and the four
dimensions of empowerment in cultural SME contexts. We then present the methodology, including the sample
of Spanish cultural SME managers, the measurement instruments, and the sequential analytical approach. The
results section reports the measurement model validation and configurational patterns identified through
fsQCA. The discussion interprets these findings in relation to existing literature, highlighting theoretical
contributions to empowerment research and practical implications for cultural-sector stakeholders. Finally, the
conclusion addresses the study’s limitations and outlines directions for future research, particularly on the
dynamic interplay between different forms of empowerment in cultural industries.

2. Theory and research hypothesis framework
2.1 Innovative work behavior

Innovative work behavior (IWB) has emerged as a critical driver of organizational adaptability and long-term
success, particularly for SMEs operating in dynamic environments (Chongvisal, 2020; Huegel & Kreutzer,
2020; Viitala et al., 2023). Janssen (2000) defined IWB as the “intentional creation, introduction, and
application of new ideas within a work role, group, or organization, in order to benefit role performance, the
group, or the organization” (p. 288), emphasizing its purposeful and benefit-oriented nature. Building on this,
De Jong and Den Hartog (2010) described IWB as encompassing all individual actions aimed at generating,
introducing, and applying ideas, processes, products, or procedures that are new to the relevant unit and
intended to benefit it. Together, these definitions highlight IWB as spanning the full innovation cycle, from
ideation to implementation (De Jong & Den Hartog, 2010; Janssen, 2000). Cultivating IWB is essential for
cultural SME managers facing sector-specific challenges such as rapid technological change and evolving
audience expectations.

Several characteristics distinguish IWB from related concepts. First, IWB is discretionary and voluntary.
Extending beyond formally prescribed job tasks, it is often considered “extra-role behavior” not explicitly
recognized by formal reward systems (Huegel & Kreutzer, 2020; Janssen, 2000). Although organizations
depend on it, IWB typically arises from individual initiative (Janssen, 2000). Second, IWB is a complex, multi-
stage process involving distinct—though often overlapping and nonsequential—activities (De Jong & Den
Hartog, 2010; Huegel & Kreutzer, 2020; Janssen, 2000). Individuals may engage in multiple activities
simultaneously (Janssen, 2000; Scott & Bruce, 1994). Third, IWB is related to but broader than creativity.
Whereas creativity centers on the generation of novel and useful ideas (Amabile, 1996), IWB also includes the
promotion and implementation of such ideas (Huegel & Kreutzer, 2020; Mustafa et al., 2024). Finally, IWB
differs from general proactive work behavior or personal initiative, as it explicitly incorporates idea
generation—an element less central in models of personal initiative, which tend to emphasize implementation
(Mustafa et al., 2024). In all cases, IWB is benefit-oriented, seeking to improve outcomes for the individual,
group, or organization (Chongvisal, 2020; Janssen, 2000).

The multi-stage nature of IWB has led researchers to conceptualize it in terms of distinct dimensions (Janssen,
2000). Building on these stages, De Jong and Den Hartog (2010) proposed a widely cited four-dimensional
model: (a) opportunity exploration (identifying areas for innovation), (b) idea generation, (c) idea championing
(gaining support and resources), and (d) idea application or implementation (transforming ideas into practice).
Recognizing these phases provides valuable analytical depth, as different antecedents may influence each
stage differently (Pajuoja et al., 2025; Viitala et al., 2023). However, empirical studies often report high
intercorrelations among these dimensions (Huegel & Kreutzer, 2020; Mustafa et al., 2024). Consequently,
many researchers, including the present authors, treat IWB as a unified construct that reflects managers’
overall propensity to develop and apply new ideas within their organizational roles. This unified construct
captures cultural SME managers’ capacity to drive innovation by translating creative concepts into tangible
outcomes within their specific operational contexts.

Based on this understanding, we hypothesize that psychological, social, political, and digital empowerment
influence managers’ overall IWB.

2.2 Effects of manager empowerment

Empowerment is a process that enables individuals and organizations to exercise control over their
environment and development (Narayan-Parker, 2002; Zimmerman et al., 1992). Managers’ self-perceptions of
empowerment are particularly important, as they directly influence attitudes and actions (Nicholas et al.,



2009; Rasoolimanesh & Jaafar, 2017). In this way, empowerment plays a central role in shaping organizational
initiatives and fostering innovative work behavior (IWB), especially within cultural SMEs (Del Giudice et al.,
2017).

This study adapts established frameworks (Mendoza-Ramos & Prideaux, 2018; Scheyvens, 1999) to examine
four empowerment dimensions relevant to cultural SME managers: psychological, social, political, and digital.

2.2.1 Psychological empowerment

Psychological empowerment is rooted in managers’ sense of attachment to their organization and its cultural
context or heritage. It encompasses confidence in their ability to contribute effectively to organizational goals
and willingness to embody and share the organization’s culture through their work (Adebayo & Butcher, 2023;
Olya et al., 2019; Scheyvens, 1999). It also reflects managers’ psychological connection to their organization
and the value they assign to its cultural resources (Alazaizeh et al., 2016; Liburd & Becken, 2017).

Studies in the hospitality sector demonstrate that psychological empowerment significantly enhances IWB
(Tager et al., 2023). Empowering middle managers, in particular, has been shown to strengthen personal
initiative, a key driver of IWB (Mustafa et al., 2023). In healthcare contexts, psychological empowerment
functions as a mediator: when job autonomy and task variety are high, it fosters proactive behavior, which in
turn promotes IWB (Pierre et al., 2024).

2.2.2 Social empowerment

Social empowerment refers to the extent to which managers feel emotionally connected to their organization
and its cultural environment. It encompasses feelings of belonging, pride in organizational heritage, and
commitment to preserving and sharing local culture (Su et al.,, 2019). It also involves a willingness to
contribute to the vitality of the community’s cultural identity through professional activities (Byrd, 2007;
Duarte Alonso & Nyanjom, 2017).

When managers form strong emotional bonds with their organization’s cultural identity, they are more
intrinsically motivated to pursue innovative solutions that safeguard and enhance its mission. Research
indicates that workplace belonging is positively associated with IWB, with intrapreneurial intention mediating
the relationship. Similarly, relational capital has been found to mediate the link between servant leadership
and IWB in manager-employee dyads in the IT sector (Khan et al., 2024). Strong social connections therefore
enhance innovation capacity.

2.2.3 Political empowerment

Political empowerment reflects managers’ perceptions of the fairness, inclusiveness, and effectiveness of
stakeholder engagement mechanisms and governance structures in their operating environment (Byrd, 2007).
It includes perceptions of how governance and decision-making are conducted in the cultural tourism sector
and the extent to which managers feel they have meaningful opportunities to participate in important
decisions (Lee, 2013; Rasoolimanesh et al., 2017). Political empowerment often requires overcoming barriers
such as limited institutional collaboration or narrow stakeholder perspectives (Hatipoglu et al., 2016). At its
core, it entails having a voice and the ability to influence outcomes relevant to the enterprise (Nicholas et al.,
2009).

Empirical studies suggest that political empowerment—often examined through concepts such as employee
voice and participative decision-making—can enhance IWB by providing legitimacy, authority, and information
essential for innovation. For example, political skill has been shown to foster IWB, mediated by role-breadth
self-efficacy (Clarke & Higgs, 2020). Similarly, the political skill of B2B sales teams can function as a dynamic
capability when it supports organizational co-creation routines and an innovation-oriented culture (Castillo-
Alarcon & Valenzuela-Fernandez, 2024).

However, the impact of political empowerment on managerial IWB in cultural SMEs appears nuanced and
potentially paradoxical. While power-sharing may stimulate innovation among subordinates, direct evidence of
its positive influence on managers’ IWB remains limited. Yu et al. (2019), for instance, identify a curvilinear
effect in which excessive political engagement hinders innovation. Extensive government ties may impose
administrative burdens that divert resources from R&D and innovation. Other research indicates that political
empowerment, when coupled with bureaucratic complexity or governance inefficiencies, can reduce agility
and slow decision-making, thereby stifling innovation (Deschryvere et al., 2020; Dolmans et al., 2023; Ghosh,
2022). In addition, politically uncertain or conflict-ridden environments may shift managerial attention away
from innovation and toward stress, unethical behavior, or organizational conflict (Ni, 2020; Sun et al., 2022;
Wu et al., 2025). Finally, heavy reliance on formal political influence may undermine operational autonomy,
which is critical for innovation in dynamic sectors (Bennett et al., 2022; Kuang & Abd Rani, 2025; Perera &



Samarakoon, 2021; Tuominen & Martinsuo, 2024). Thus, while political capital can serve as an enabler, its
effects are highly contingent on governance structures and organizational context.

2.2.4 Digital empowerment

Digital empowerment extends traditional empowerment frameworks by enhancing managers’ capacity to
address challenges, improve performance, and foster innovation through digital tools and platforms (Lingling
& Ye, 2023). Information and communication technologies (ICTs) support information management,
monitoring and forecasting, partnerships, and stakeholder communication (Ali & J. Frew, 2014; Chiabai et al.,
2013; Leong et al.,, 2015; Zhou et al., 2024). Effective use of such tools significantly improves innovation
performance—a capability that is especially critical in today’s digital economy.

For instance, digitalization in financial management can expand SMEs’ access to both formal and informal
funding, often crucial for implementing innovation in resource-constrained settings (Flaminiano & Francisco,
2021). Yet the benefits of digital empowerment are not universal. Cassaro et al. (2024) demonstrate that the
positive relationship between digital transformation and innovation depends on contextual factors such as firm
size and digital maturity. Digital empowerment therefore yields the greatest impact when paired with
organizational readiness and appropriate capabilities.

2.3 Configurational approach to empowerment

Drawing on complexity theory, this study adopts a configurational approach to understanding empowerment in
cultural tourism SMEs (Rosenhead et al., 2019). Although the dimensions of empowerment—psychological,
social, political, and digital—are defined separately for analytical clarity, they rarely operate in isolation in the
complex realities faced by cultural SME managers. Complexity theory holds that organizational outcomes
emerge from the interplay of multiple factors, necessitating methods that move beyond analyses of isolated
variables.

Neo-configurational theory further suggests that organizational results are shaped by the interaction of causal
factors, producing distinct pathways to outcomes (Swiatczak, 2021). This perspective aligns with research
showing that organizational dimensions such as culture do not function independently but instead operate in
combination to drive effectiveness (Puppatz et al., 2025). Such evidence underscores the importance of
treating empowerment dimensions as interconnected elements within complex organizational systems.

A configurational approach identifies factor combinations that enable or inhibit outcomes, emphasizing that
configurations—not individual attributes—are critical (Pavlov & Micheli, 2023). This perspective is particularly
important for understanding empowerment’s nonlinear and multifaceted nature. For example, digital
empowerment may enhance a manager’s ability to leverage social capital (social empowerment) or to
participate more effectively in governance processes (political empowerment). Likewise, strong psychological
empowerment, expressed as confidence and belonging, may be a prerequisite for managers to capitalize on
opportunities afforded by digital or political empowerment. Accordingly, this study argues that it is not the
presence or absence of any single dimension but rather the specific configuration of high or low levels across
dimensions that fosters—or constrains—innovative work behavior (IWB).

Proposition 1: Specific configurations of psychological, social, political, and digital empowerment are
associated with high IWB among cultural SME managers, whereas other configurations correspond with its
absence. No single empowerment dimension alone is likely to generate consistently high IWB.

3. Research methodology
3.1 Data collection

This study employed a cross-sectional survey design using self-administered questionnaires to collect data
from managers of core cultural SMEs in Spain. The design provided a snapshot of empowerment
configurations and their association with innovative work behavior (IWB). However, because it does not
capture processes over time, the cross-sectional nature limits causal inference. Future research using
longitudinal or mixed-methods approaches would help explore the temporal development of these relationships
and strengthen causal claims.

Purposive sampling was used to target this specialized population, an approach well suited to difficult-to-
access professional groups in the cultural sector. Managers were selected because they are central to these
enterprises, playing a pivotal role in navigating competitive challenges (Pefiarroya-Farell et al., 2023;
Schiuma, 2017) and making strategic decisions about business models. To accommodate varied organizational
structures, “manager” was operationally defined as any individual with strategic decision-making authority,
regardless of job title.



The target population comprised managers whose primary enterprise activity was located in the core cultural
sector, as defined by Throsby (2008b) and classified under the following NACE Rev. 2 codes:

e Creative, arts, and entertainment activities (NACE 90)
e Libraries, archives, museums, and other cultural activities (NACE 91)

Potential participating firms were identified using the Sistema de Andlisis de Balances Ibéricos database, a
comprehensive source of Iberian company financial information (Informa D&B, 2024). Data were collected
between June 27 and July 23, 2024, through an anonymous online questionnaire distributed via personalized
email invitations. The survey included a clear explanation of its purpose and structure, enabling participants to
provide informed responses on empowerment and IWB in cultural tourism contexts. Ethical protocols were
rigorously followed, including explicit informed consent from all participants and full confidentiality of the
data.

Of the 1,000 questionnaires distributed, 202 complete and usable responses were obtained, yielding a
response rate of 20.2%.

Table 1. Demographic profile of cultural SME managers (N = 202)

Variable Category n %
Gender Male 138 | 68.3
Female 64 | 31.7
CNAE sector 90 - Creative, arts, and entertainment activities 163 | 80.7
91 - Libraries, archives, museums, and other cultural activities 39 | 19.3
Education Primary education 4 2.0
Compulsory secondary education 6 3.0
Bachelor’s degree 23 | 114
Vocational training 28 | 13.9
University/Master’s degree 141 | 69.8

Note. Percentages may not total 100 due to rounding

3.2 Measurements

All constructs in this study were measured using multi-item scales adapted from previously validated research.
To ensure contextual relevance, each instrument was tailored for managers in Spanish cultural SMEs by
revising item wording to reflect both the cultural context and the managerial perspective. Unless otherwise
noted, items were rated on a 7-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree).

¢ Innovative work behavior (IWB). IWB was assessed with a six-item scale adapted from Janssen
(2000) and Nasaj and Badi (2021). This instrument was selected for its established validity in capturing
the multidimensional nature of innovation, including idea generation (e.g., IWB-1: “I create new ideas
for difficult issues”), idea promotion (e.g., IWB-3: “I mobilize support for innovative ideas”), and idea
realization (e.g., IWB-5: “I transform innovative ideas into useful applications”). This operationalization
is particularly suited to cultural SMEs, whose innovation is often non-technological and centers on
novel content or community engagement strategies that managers must actively champion.

e Psychological, social, and political empowerment. These constructs were measured using items
adapted from widely applied and validated scales in the tourism literature (Elshaer et al., 2021; Fong &
Lo, 2015; Lee, 2013).

o Psychological empowerment captured intrinsic motivation and pride (e.g., PSYEMP-1: “Cultural
tourism makes me proud to be part of the local community”).

o Social empowerment assessed community cohesion (e.g., SOEMP-2: “Cultural tourism fosters a
sense of ‘community spirit’ in me”).

o Political empowerment reflected perceived influence on cultural development (e.g., POLEMP-2:
“I feel my vote makes a difference in how cultural tourism develops”). This framing is especially
appropriate for capturing empowerment factors relevant to managers operating in local
cultural ecosystems.

¢ Digital empowerment. Digital empowerment was measured using a scale adapted from Lingling and
Ye (2023), which has demonstrated strong reliability and validity. The items emphasize managers’
perceived competence and autonomy (e.g., DIGEMP-2: “How confident are you that you will implement
your digital skills effectively?”) rather than merely the use of digital tools. For resource-constrained
cultural SMEs, this focus on self-efficacy provides a particularly relevant measure of digital
empowerment.

Control variables included managers’ age, gender, and education level, as well as the size of the budget under
their responsibility.



3.3 Data analysis methods

Although the literature consistently suggested positive associations between empowerment dimensions and
innovative work behavior (IWB; Del Giudice et al., 2017), existing theoretical frameworks did not explicitly
assume linear causality. Instead, they left open the possibility of more complex interactions.

Empirical observations supported this perspective. Preliminary scatterplot analyses of the relationships among
empowerment dimensions and IWB—as well as among the empowerment dimensions themselves—revealed
nonlinear patterns (see Appendix B). Conventional linear regression was insufficient in this context because it
assumed additive effects (no interactions), constant marginal returns, and symmetrical relationships.

To address these limitations, this study employed the following methods:

¢ Necessary condition analysis (NCA) (Ragin, 2008; Schneider & Wagemann, 2012) to identify
whether any empowerment dimension constituted a critical prerequisite for high IWB.

¢ Fuzzy-set qualitative comparative analysis (fsQCA) (Ragin, 2008; Schneider & Wagemann, 2012)
to detect causal asymmetry, configurational effects, and equifinal solutions.

This methodological approach was consistent with both theoretical expectations and empirical observations
and provided the analytical tools needed to examine empowerment’s relationship to IWB in cultural SMEs.

3.3.1 Measurement model validation

Before conducting the configurational analysis, we validated the measurement model using confirmatory
factor analysis (CFA) in JASP (JASP Team, 2024). The CFA assessed the psychometric properties of the scales,
including construct validity (convergent and discriminant validity) and reliability (internal consistency) for IWB
and the four empowerment dimensions (psychological, social, political, and digital). Standard model fit indices
and reliability coefficients were evaluated (see Section 4.1).

3.3.2 Calibration procedure

Calibration involved assigning cases to set memberships. Prior to calibration, three thresholds were
defined—fully in, crossover, and fully out (Fiss, 2011)—so that calibrated membership scores ranged from 0 to
1. Because the construct distributions deviated from normality, we applied the direct calibration method, using
percentile anchors in line with methodological recommendations for skewed data (Pappas & Woodside, 2021).
The 85th percentile was set as the threshold for full membership, the 15th percentile as the threshold for full
non-membership, and the 50th percentile (median) as the crossover point. Table 3 reports the descriptive
statistics for all calibrated indicators and their corresponding anchor values.

4. Results
4.1 Construct validity

Table 2 presents the CFA results. The measurement model demonstrated satisfactory fit, with RMSEA = .058
(< .08), CFI = .970 (> .90), IFI = .970 (> .90), and TLI = .964 (> .90) (Byrne, 2013; Hair et al., 2016;
Tabachnick & Fidell, 2007). The average variance extracted (AVE) for each construct ranged from .666 to
.812, indicating adequate convergent validity (Hair et al., 2010). Cronbach’s alpha values for all measures
exceeded .70, demonstrating good internal consistency (De Vaus, 2013; Hair et al., 2010).

Taken together, these results confirmed the reliability and construct validity of the study measures and
provided a solid foundation for subsequent fsQCA.

Table 2. Confirmatory factor analysis (CFA) and reliability results

Construct / Item Cronbach’s a CFA loading AVE
Innovative work behavior (iwbC) 913 .666
IWB5 .87
IWB6 .86
IWB4 .84
IWB3 .80
IWB2 .69
IWB1 .72
Psychological empowerment (psyempC) .908 .769
PSYEMP3 .86
PSYEMP2 .90




Table 2. Confirmatory factor analysis (CFA) and reliability results

Construct / Item Cronbach’s a CFA loading AVE
PSYEMP1 .87
Social empowerment (soempC) .878 723
SOEMP3 .69
SOEMP2 .92
SOEMP1 .94
Political empowerment (polempC) 944 .812
POLEMP4 .83
POLEMP1 .95
POLEMP3 .89
POLEMP2 .93
Digital empowerment (digempC) .907 .764
DIGEMP3 .89
DIGEMP2 .86
DIGEMP1 .87

Note. RMSEA = .058 (root mean square error of approximation); CFI = .970 (comparative fit
index); IFI = .970 (incremental fit index); TLI = .964 (Tucker-Lewis index). AVE = average
variance extracted

Table 3. Descriptive statistics for study constructs (N = 202)

Statistic iwbC psyempC | seempC | polempC digempC
Mean 5.582 5.992 5.630 2.787 5.807
Std. error of mean 0.081 0.093 0.104 0.119 0.093
Std. deviation 1.155 1.323 1.471 1.698 1.319
Skewness -1.056 -1.458 -0.944 0.721 -1.704
Std. error of skewness 0.171 0.171 0.171 0.171 0.171
Kurtosis 1.179 1.620 0.037 -0.517 3.150
Std. error of kurtosis 0.341 0.341 0.341 0.341 0.341
15th percentile 4.333 4.667 4.000 1.000 4.667
50th percentile (median) 5.833 6.667 6.000 2.500 6.000
85th percentile 6.667 7.000 7.000 4.750 7.000

Note. iwbC = innovative work behavior; psyempC = psychological empowerment; seempC =
social empowerment; polempC = political empowerment; digempC = digital empowerment

Table 4. Pearson’s correlations among study variables (N = 202)

Variable iwbC psyempC seempC polempC digempC
iwbC —
psyempC .385%** —
seempC .365%F* .857%kx —
polempC 24 1% 418%F* A418%F* —
digempC 231wk .218%* 125 213%* —

Note. iwbC = innovative work behavior; psyempC = psychological empowerment; seempC =
social empowerment; polempC = political empowerment; digempC = digital empowerment. **p
<.001.*p < .01.p < .05

4.2 Results of necessary condition analysis

Following data calibration, we conducted NCA to examine whether the presence or absence of any single
dimension of empowerment was individually necessary for achieving high or low innovative work behavior
(IWB). A condition is considered necessary if it is always present when the outcome occurs, with a consistency
score close to 1. The literature typically adopts a benchmark of = .90 for necessity (Greckhamer et al., 2018;
Ragin, 2008).

As shown in Table 5, none of the conditions reached this threshold. Thus, no single factor can be considered
necessary for the outcome. These results suggest that the interplay of factors, rather than the deterministic
effect of any one factor, produces the outcome and that multiple strategies may coexist in generating high or
low levels of IWB.



Table 5. Necessary condition analysis (NCA) for innovative work behavior

(IWB)

Condition Consistency Coverage Condition | Consistency | Coverage
psyempC1 .647 .695 ~psyempC1 .698 .650
seempC1l .652 .710 ~seempC1 717 .659
polempC1 .657 .623 ~polempC1 .576 .612
digempC1 674 .730 ~digempC1 734 .679
Note. “~” = absence of the condition. Necessary conditions were calculated using fsQCA 3.0

software.
4.3 Results of fsQCA
4.3.1 Sufficiency condition analysis
Sufficiency condition analysis examines whether combinations of conditions explain the outcome variable
(Ragin, 2008). We conducted the analysis using fsQCA software (Version 3.0), applying a consistency threshold
of .80 and a minimum case frequency threshold of 2 (Fiss, 2011). The minimum proportional reduction in
inconsistency (PRI) was set at .50 (Greckhamer et al., 2018; Mattke et al., 2022).

Based on these parameters, all identified paths were retained (see Table 6).

Table 6. Configuration paths for high and low values of innovative work behavior (IWB)

High values of IWB Low value‘)s of IWB
Configurations Configurations
1 2 3 1 2
psyempCl1 ) [ ] ®
seempCl1l o [ ® ®
polempC1 ® ® (]
digempC1 [ ] o [ ) ® ®
Consistency 0.857 0.856 0.840 0.789 0.826
Raw Coverage 0.299 0.290 0.427 0.511 0.351
Unique Coverage 0.040 0.030 0.168 0.182 0.022
Overall Solution Consistency 0.818 0.784
Overall Solution Coverage 0.497 0.532
Consistency Cutoff 0.831 0.812
Frequency Cutoff 3 3

Note. @ = causal condition present; ® = causal condition absent; blank space = “don’t care” condition (Fiss,
2011). Sufficiency conditions were calculated using fsQCA 3.0 software

4.3.2 Sensitivity analysis

To determine the parameters for fsQCA, we drew on theoretical frameworks and current best practices
(Schneider & Wagemann, 2012; Schrijvers et al., 2024). Because models should remain stable across threshold
changes, the results were not expected to vary substantially. To ensure robustness, we conducted sensitivity
analyses by varying consistency and PRI values. We also tested the effect of adjusting the frequency cutoff and
found no change up to a value of 3. As the alternative models produced solutions that were subsets of those
from the original model, the findings were deemed robust. For transparency, the full truth tables from the
fsQCA are provided in Appendix C.

4.3.3 Description of results

The fsQCA identified three distinct configurations associated with high innovative work behavior (IWB) (Figure
1). The overall solution consistency was .818, indicating that these configurations reliably explained the
outcome. The overall solution coverage was .497, showing that the three pathways collectively accounted for
approximately 49.7% of membership in high IWB within the sample.

The first configuration combined high psychological empowerment and high digital empowerment with the
absence of high political empowerment. The second combined high social empowerment and high digital
empowerment, again in the absence of high political empowerment. The third highlighted a different pathway,
in which high psychological, social, and digital empowerment were jointly present.

A key finding across all three pathways was the consistent absence of high political empowerment. At the



same time, psychological, social, and digital empowerment emerged as strongly interrelated, underscoring
their importance in combination for fostering high IWB.

Figure 1. Visual representation of the main configurational paths

Config 1 (High) Config 2 (High) Config 3 (High) Config 1 (Low) Config 2 (Low)

Psychological emp.: v Social emp.: v Psychological emp.: v Psychological emp.: X Social emp.: X

Political emp.: X Political emp.: X Social emp.: v Social emp.: X Political emp.: vV

Digital emp.: vV Digital emp.: vV Digital emp.: v Digital emp.: X Digital emp.: X
High IWB Output Low IWB Output

The analysis also identified two configurations associated with low innovative work behavior (IWB). The overall
solution consistency was .784, and the overall solution coverage was .532, indicating that these two pathways
explained approximately 53.2% of membership in low IWB.

In the first configuration, low psychological, low social, and low digital empowerment were sufficient to hinder
IWB. The second configuration combined low psychological empowerment and low digital empowerment with
high political empowerment. This finding suggests that high political empowerment, when coupled with weak
psychological and digital empowerment, may contribute to reduced IWB.

5. Discussion and conclusions
5.1 Theoretical contribution

This study advances theory by offering a configurational perspective on how multi-dimensional managerial
empowerment translates into innovative work behavior (IWB) in cultural SMEs. It highlights equifinality—the
synergistic effects of psychological, social, and digital empowerment—while also revealing the unexpectedly
complex role of political empowerment. In doing so, it provides a richer and more context-sensitive theoretical
account than prior analyses.

First, the findings challenge linear perspectives on the drivers of IWB by demonstrating the configurational
complexity of the empowerment-IWB relationship. Moving beyond studies that examine empowerment
dimensions in isolation or assume additive effects, this study employed fsQCA to show that high IWB arises not
from single factors but from specific combinations of psychological, social, political, and digital empowerment.
The identification of three equifinal pathways underscores that managers can achieve innovativeness through
different empowerment profiles, highlighting the inadequacy of single-factor explanations. These results align
with and extend configurational theories of management (Pavlov & Micheli, 2023), demonstrating their value
for understanding micro-level behavioral outcomes such as IWB.

Second, the study illuminates the complex and potentially paradoxical role of political empowerment. Although
political connections theoretically provide legitimacy and decision-making access, the empirical evidence
showed that high-IWB configurations consistently excluded high political empowerment. Notably, it was
absent in two of the three pathways to high IWB and present in one of the two pathways to low IWB. For
managers who prioritize cultural authenticity and distinctive cultural tourism experiences, formal political
involvement may act as a constraint. Bureaucratic procedures and slow political processes can hinder the
agility required for innovation. This tension is compounded by the sector’s emphasis on cultural preservation,
which may conflict with the rapid adaptation necessary for digital or market-driven innovation. Furthermore,
overreliance on formal political processes may reduce the operational autonomy essential for innovation. In
the cultural SMEs examined here, political empowerment thus appeared limiting, functioning as a boundary
condition that constrained the dynamism required for innovation.

Finally, this study contributes to the literature on innovation in cultural SMEs and cultural tourism by focusing
on managers of core cultural firms (Throsby, 2008b), which face unique innovation challenges. By linking multi-
dimensional empowerment directly to managers’ IWB, the study helps fill a gap in understanding the micro-
foundations of innovation capability in this sector. The results deepen theoretical insight into why some
cultural managers are more innovative than others, shifting attention from firm-level characteristics to
individual-level empowerment configurations.

At the same time, the study’s focus on Spanish core cultural SMEs limits the direct generalizability of its
findings due to the geographic and sector-specific context. Cross-cultural comparisons would be valuable for



examining generalizability, particularly in countries actively developing sustainable cultural tourism. The
interplay between digital adoption and cultural authenticity presents distinctive challenges for cultural SMEs,
challenges that may not be replicated in non-cultural sectors. While the core principles of managerial
empowerment may apply broadly, their specific manifestations and effects are likely to vary across national
economic contexts and policy frameworks.

5.2 Managerial contribution

This study offers significant practical guidance for managers of core cultural SMEs. A key insight is that
fostering innovative work behavior (IWB) requires nuanced, context-aware strategies that recognize the
complex interplay among different forms of empowerment. High IWB consistently emerged from specific
combinations of psychological, social, and digital empowerment, underscoring their synergistic nature.
Managerial development programs and support initiatives should therefore address these dimensions
holistically.

To strengthen psychological empowerment, cultural SMEs can build managers’ confidence and intrinsic
connection to cultural value by organizing peer-to-peer learning circles on heritage interpretation, establishing
internal recognition awards, and creating impact showcases where managers demonstrate how their work
contributes to the broader mission. Social empowerment can be enhanced by encouraging cross-sectoral
partnerships—for example, collaborations with technology firms on digital solutions or with universities on
research projects—as well as active participation in European cultural networks and collaborative initiatives.
Digital empowerment requires going beyond basic IT literacy to focus on the strategic use of digital tools for
market engagement, operational efficiency, and stakeholder communication. Practical measures include
establishing dedicated innovation labs to evaluate and pilot emerging technologies and offering targeted, skills-
based professional development tailored to managers rather than relying solely on generalized staff training.
Addressing deficits in social and digital empowerment is especially critical, as these were linked to low IWB in
the findings.

Complementary initiatives from policymakers and support organizations are also vital for creating an enabling
ecosystem. One of this study’s most complex insights concerns political empowerment: simply expanding
managers’ formal influence within existing structures may not stimulate IWB and may even constrain it.
Policymakers should instead prioritize operational autonomy, efficient communication channels, and genuinely
inclusive participation mechanisms. Beyond formal governance roles, interventions could establish frameworks
for shared decision-making that give managers meaningful input into strategic priorities. Initiatives such as
innovation challenges with cross-sectoral collaboration components can further motivate managers to develop
novel solutions through competition and shared learning. Regulators and policymakers must therefore reflect
carefully on governance design to ensure that it empowers rather than restricts cultural managers.

Finally, broader policy measures can reinforce managerial empowerment and address sectoral vulnerabilities.
Facilitating access to financing tailored to the intangible assets and project-based nature of cultural SMEs is
critical and could involve creative venture funds or tax incentives for cultural R&D. Policymakers can also
strengthen networks and collaboration by creating neutral platforms for knowledge exchange, establishing
cross-border digital innovation centers with specialized consulting services, and supporting skills-based
training developed in partnership with industry leaders. Crucially, these initiatives should remain flexible
enough to accommodate national and regional particularities, enabling managers to feel genuinely empowered
to innovate.

5.3 Limitations and future research

This study has several limitations, which also suggest directions for future research. First, the use of cross-
sectional data limited our ability to establish causal relationships. Although fsQCA enabled the analysis of
causal complexity and the identification of conditions associated with outcomes, it could not capture dynamic
processes as they unfold over time. Longitudinal designs are therefore needed to trace how changes in
managers’ empowerment profiles shape their IWB trajectories and how these relationships evolve.

Second, the study’s focus on managers of core cultural SMEs in Spain provided targeted insights but
restricted generalizability. The findings may not extend to other subsectors of the cultural and creative
industries or to firms operating under different national and institutional conditions. Comparative research
across industries, firm sizes, and countries would help to test the boundary conditions of the empowerment
configurations identified here.

Third, the study concentrated exclusively on managers. While managers are central drivers of innovation,
future research should also examine empowerment and IWB among non-managerial employees in cultural
SMEs. Investigating how managerial empowerment influences the broader organizational climate for
innovation would provide valuable insights for multi-level analysis.



Building on these limitations, several avenues for future inquiry emerge. A mixed-methods approach that
combines fsQCA with in-depth qualitative case studies could offer richer explanations of how and why certain
configurations produce high or low IWB. Future studies might also develop more sophisticated frameworks for
diagnosing optimal empowerment strategies based on organizational context, industry characteristics, and
innovation requirements. Finally, longitudinal research could explore the long-term effects of different
empowerment configurations and generate tools for monitoring and adjusting initiatives through continuous
outcomes assessment.

Acknowledgments

We would like to express our gratitude to the anonymous reviewers for their insightful comments and
suggestions, which have significantly improved this paper. We also thank the editors of the Small Business
International Review for their guidance and support throughout the publication process.

The authors wish to express their sincere gratitude for the support received from the Alejandro Roemmers
Ibero-American Chair of Cultural and Creative Industries at Miguel Herndndez University of Elche.

Data Availability Statement

The data supporting the findings of this study are available from the corresponding author upon reasonable
request.

References

Adebayo, A. D., & Butcher, J. (2023). Community empowerment in Nigeria’s tourism industry: An analysis of
stakeholders’ perceptions. Tourism Planning & Development, 20(4), 583-603.
https://doi.org/10.1080/21568316.2022.2127865

Alazaizeh, M. M., Hallo, J. C., Backman, S. J., Norman, W. C., & Vogel, M. A. (2016). Value orientations and
heritage tourism management at Petra Archaeological Park, Jordan. Tourism Management, 57, 149-158.
https://doi.org/10.1016/j.tourman.2016.05.008

Ali, A., & J. Frew, A. (2014). ICT and sustainable tourism development: An innovative perspective. Journal of
Hospitality and Tourism Technology, 5(1), 2-16. https://doi.org/10.1108/JHTT-12-2012-0034

Amabile, T. M. (1996). Creativity and innovation in organizations. Harvard Business School Background,
(Note 396-239). https://www.hbs.edu/faculty/Pages/item.aspx?num=13672

Bennett, H., Escobar, O., Hill O’Connor, C., Plotnikova, E., & Steiner, A. (2022). Participation requests: A
democratic innovation to unlock the door of public services?. Administration & Society, 54(4), 605-628.
https://doi.org/10.1177/00953997211037597

Byrd, E. T. (2007). Stakeholders in sustainable tourism development and their roles: Applying stakeholder
theory to sustainable tourism development. Tourism Review, 62(2), 6-13.
https://doi.org/10.1108/16605370780000309

Byrne, B. M. (2013). Structural equation modeling with AMOS: Basic concepts, applications, and
programming. Routledge. https://doi.org/10.4324/9780203726532

Cassaro, E., Oro, I. M., Begnini, S., & Georges, M. R. R. (2024). The influence of digital transformation and
implementation barriers on innovation in Brazilian micro, small, and medium enterprises. Small Business
International Review, 8(2), €660. https://doi.org/10.26784/sbir.v8i2.660

Castillo-Alarcon, R., & Valenzuela-Fernandez, L. (2024). Political skill of B to B sales team as a dynamic
capability: A strategic resource perspective. Journal of Business-to-Business Marketing, 31(2), 197-223.
https://doi.org/10.1080/1051712X.2024.2349096

Chiabai, A., Paskaleva, K., & Lombardi, P. (2013). e-Participation model for sustainable cultural tourism
management: A bottom-up approach. International Journal of Tourism Research, 15(1), 35-51.
https://doi.org/10.1002/jtr.871

Chongvisal, R. (2020). Factors affecting innovative work behavior of managers. Polish Journal of Management
Studies, 22(2), 50-64. https://doi.org/10.17512/pjms.2020.22.2.04

Clarke, N., & Higgs, M. (2020). Political skill and role overload as antecedents of innovative work behavior in
the public sector. Public Personnel Management, 49(3), 444-469.
https://doi.org/10.1177/0091026019863450

De Jong, J., & Den Hartog, D. (2010). Measuring innovative work behaviour. Creativity and Innovation
Management, 19(1), 23-36. https://doi.org/10.1111/j.1467-8691.2010.00547 .x

De Vaus, D. (2013). Surveys in social research. Routledge. https://doi.org/10.4324/9780203501054


https://doi.org/10.1080/21568316.2022.2127865
https://doi.org/10.1016/j.tourman.2016.05.008
https://doi.org/10.1108/JHTT-12-2012-0034
https://www.hbs.edu/faculty/Pages/item.aspx?num=13672
https://doi.org/10.1177/00953997211037597
https://doi.org/10.1108/16605370780000309
https://doi.org/10.4324/9780203726532
https://doi.org/10.26784/sbir.v8i2.660
https://doi.org/10.1080/1051712X.2024.2349096
https://doi.org/10.1002/jtr.871
https://doi.org/10.17512/pjms.2020.22.2.04
https://doi.org/10.1177/0091026019863450
https://doi.org/10.1111/j.1467-8691.2010.00547.x
https://doi.org/10.4324/9780203501054

Del Giudice, M., Khan, Z., De Silva, M., Scuotto, V., Caputo, F., & Carayannis, E. (2017). The microlevel
actions undertaken by owner-managers in improving the sustainability practices of cultural and creative
small and medium enterprises: A United Kingdom-Italy comparison. Journal of Organizational Behavior,
38(9), 1396-1414. https://doi.org/10.1002/job.2237

Deschryvere, M., Mikkola, M., & Conn, S. (2020). On the structural barriers to public innovation support for
SMESs and the opportunity COVID-19 can offer to overcome these barriers. Journal of Innovation
Management, 8(2), 16-25. https://doi.org/10.24840/2183-0606 008.002 0003

Dick, S. (2006). Recondita armonia: A reflection on the function of culture in building citizenship capacity.
Council Of Europe.

Dolmans, S. A. M., Galen, van W. P. L., Walrave, B., Ouden, den E., Valkenburg, R., & Romme, A. G. L. (2023).
A dynamic perspective on collaborative innovation for smart city development: The role of uncertainty,
governance, and institutional logics. Organization Studies, 44(10), 1577-1601.
https://doi.org/10.1177/01708406231169422

Duarte Alonso, A., & Nyanjom, J. (2017). Local stakeholders, role and tourism development. Current Issues in
Tourism, 20(5), 480-496. https://doi.org/10.1080/13683500.2015.1078782

Elshaer, 1., Moustafa, M., Sobaih, A. E., Aliedan, M., & Azazz, A. M. (2021). The impact of women’s
empowerment on sustainable tourism development: Mediating role of tourism involvement. Tourism
Management Perspectives, 38, 100815. https://doi.org/10.1016/j.tmp.2021.100815

Ericsson, B., Hauge, A., & Alnes, P. K. (2024). Cultural and creative industries: Innovation, performance and
spillovers. Norsk Geografisk Tidsskrift - Norwegian Journal of Geography, 78(4), 222-233.
https://doi.org/10.1080/00291951.2024.2423651

Fiss, P. C. (2011). Building better causal theories: A fuzzy set approach to typologies in organization research.
Academy of Management Journal, 54(2), 393-420. https://doi.org/10.5465/amj.2011.60263120

Flaminiano, J. P., & Francisco, J. P. (2021). Firm characteristics and credit constraints among SMEs in the
Philippines. Small Business International Review, 5(1), e332. https://doi.org/10.26784/sbir.v5i1.332

Fong, S.-F., & Lo, M.-C. (2015). Community involvement and sustainable rural tourism development:
Perspectives from the local communities. European Journal of Tourism Research, 11, 125-146.
https://doi.org/10.54055/ejtr.v11i.198

Ghosh, S. (2022). Financing obstacles for SMEs: The role of politics. Journal of Global Entrepreneurship
Research, 12(1), 329-340. https://doi.org/10.1007/s40497-022-00331-3

Greckhamer, T., Furnari, S., Fiss, P. C., & Aguilera, R. V. (2018). Studying configurations with qualitative
comparative analysis: Best practices in strategy and organization research. Strategic Organization,
16(4), 482-495. https://doi.org/10.1177/1476127018786487

Hair, J. F., Anderson, R., Black, W. C., & Babin, B. J. (2016). Multivariate data analysis (7th ed.). Pearson
Education.

Hair, J. F., Tatham, R. L., Anderson, R. E., & Black, W. C. (2010). Multivariate data analysis (5th ed.). Pearson
Prentice Hal.

Hatipoglu, B., Alvarez, M. D., & Ertuna, B. (2016). Barriers to stakeholder involvement in the planning of
sustainable tourism: The case of the Thrace region in Turkey. Journal of Cleaner Production, 111,
306-317. https://doi.org/10.1016/j.jclepro.2014.11.059

Huegel, S., & Kreutzer, M. (2020). The impact of organisational slack on innovative work behaviour: How do
top managers and employees differ?. International Journal of Innovation Management, 24(03), 2050022.
https://doi.org/10.1142/S136391962050022X

Informa D-B. (2024, June 27). Sistema de Andlisis de Balances Ibéricos. https://www.informa.es/riesgo-
empresarial/sabi

Janssen, O. (2000). Job demands, perceptions of effort-reward fairness and innovative work behaviour.
Journal of Occupational and Organizational Psychology, 73(3), 287-302.
https://doi.org/10.1348/096317900167038

JASP Team. (2024). JASP. https://jasp-stats.org/

KEA European Affairs. (2020). The impact of the COVID-19 pandemic on the cultural and creative sector.
Council of Europe.

Khan, M. M., Mubarik, M. S., Ahmed, S. S., Islam, T., & Rehman, S. U. (2024). Utilizing every grain of
intellect: Exploring the role of individual-level intellectual capital in linking servant leadership with
innovative work behavior. Journal of Intellectual Capital, 25(1), 23-37.
https://doi.org/10.1108/J1C-11-2021-0307

Kuang, Y., & Abd Rani, N. S. (2025). Decentralization vs. central control: Balancing autonomy and compliance
in China’s higher education management. Uniglobal Journal of Social Sciences and Humanities, 4,
415-422. https://doi.org/10.53797/ujssh.v4i1.48.2025

Lee, T. H. (2013). Influence analysis of community resident support for sustainable tourism development.
Tourism Management, 34, 37-46. https://doi.org/10.1016/j.tourman.2012.03.007


https://doi.org/10.1002/job.2237
https://doi.org/10.24840/2183-0606_008.002_0003
https://doi.org/10.1177/01708406231169422
https://doi.org/10.1080/13683500.2015.1078782
https://doi.org/10.1016/j.tmp.2021.100815
https://doi.org/10.1080/00291951.2024.2423651
https://doi.org/10.5465/amj.2011.60263120
https://doi.org/10.26784/sbir.v5i1.332
https://doi.org/10.54055/ejtr.v11i.198
https://doi.org/10.1007/s40497-022-00331-3
https://doi.org/10.1177/1476127018786487
https://doi.org/10.1016/j.jclepro.2014.11.059
https://doi.org/10.1142/S136391962050022X
https://www.informa.es/riesgo-empresarial/sabi
https://www.informa.es/riesgo-empresarial/sabi
https://doi.org/10.1348/096317900167038
https://jasp-stats.org/
https://doi.org/10.1108/JIC-11-2021-0307
https://doi.org/10.53797/ujssh.v4i1.48.2025
https://doi.org/10.1016/j.tourman.2012.03.007

Leong, C., Pan, S., Ractham, P., & Kaewkitipong, L. (2015). ICT-enabled community empowerment in crisis
response: Social media in Thailand flooding 2011. journal of the Association for Information Systems,
16(3), 174-212. https://doi.org/10.17705/1jais.00390

Liburd, J. J., & Becken, S. (2017). Values in nature conservation, tourism and UNESCO World Heritage Site
stewardship. Journal of Sustainable Tourism, 25(12), 1719-1735.
https://doi.org/10.1080/09669582.2017.1293067

Lingling, L., & Ye, L. (2023). The impact of digital empowerment on open innovation performance of
enterprises from the perspective of SOR. Frontiers in Psychology, 14.
https://doi.org/10.3389/fpsyg.2023.1109149

List, R. A., Kononykhina, O., & Cohen, ]J. L. (2017). Cultural participation and inclusive societies: A thematic
report based on the Indicator Framework on Culture and Democracy. Council of Europe.

Mattke, J., Maier, C., Weitzel, T., E. Gerow, J., & B. Thatcher, J. (2022). Qualitative comparative analysis
(QCA) in information systems research: Status quo, guidelines, and future directions. Communications of
the Association for Information Systems, 50, 208-240. https://doi.org/10.17705/1CAIS.05008

Mendoza-Ramos, A., & Prideaux, B. (2018). Assessing ecotourism in an Indigenous community: Using, testing
and proving the wheel of empowerment framework as a measurement tool. Journal of Sustainable
Tourism, 26(2), 277-291. https://doi.org/10.1080/09669582.2017.1347176

Molina-Sanchez, R., Garcia-Pérez-de-Lema, D., Lopez-Salazar, A., & Godinez-Lopez, R. (2022). Determining
factors in MSMESs success: An empirical study in Mexico. Small Business International Review, 6(1),
€384. https://doi.org/10.26784/sbir.v6i1.384

Mustafa, M. J., Hughes, M., & Ramos, H. M. (2023). Middle-managers’ innovative behavior: The roles of
psychological empowerment and personal initiative. The International Journal of Human Resource
Management, 34(18), 3464-3490. https://doi.org/10.1080/09585192.2022.2126946

Mustafa, M. ]J., Zainal Badri, S. K., & Melanie Ramos, H. (2024). Linking middle-managers’ ownership feelings
to their innovative work behaviour: The mediating role of affective organisational commitment. Journal of
Management & Organization, 30(6), 2418-2435. https://doi.org/10.1017/jmo.2021.67

Narayan-Parker, D. (2002). Empowerment and poverty reduction: A sourcebook. World Bank Publications.

Nasaj, M., & Badi, S. (2021). The influence of network building on the innovative work behaviour of self-
monitoring individuals: Integrating personality and social capital perspectives. International Journal of
Innovation Management, 25(04), 2150038. https://doi.org/10.1142/S1363919621500389

Ni, X. (2020). Does authorization have to be omnipotent? The “double-edged sword” effect of empowering
leadership on employee’s behavior. Open journal of Social Sciences, 08(03), 62-76.
https://doi.org/10.4236/jss.2020.83007

Nicholas, L. N., Thapa, B., & Ko, Y. J. (2009). Residents’ perspectives of a world heritage site: The Pitons
Management Area St. Lucia. Annals of Tourism Research, 36(3), 390-412.
https://doi.org/10.1016/j.annals.2009.03.005

Nikolaou, P. (2024). Museums and the post-digital: Revisiting challenges in the digital transformation of
museums. Heritage, 7(3), 1784-1800. https://doi.org/10.3390/heritage7030084

Olya, H. G., Shahmirzdi, E. K., & Alipour, H. (2019). Pro-tourism and anti-tourism community groups at a
world heritage site in Turkey. Current Issues in Tourism, 22(7), 763-785.
https://doi.org/10.1080/13683500.2017.1329281

Pajuoja, M., Viitala, R., & Henttonen, K. (2025). Supporting innovating employees: How managerial coaching
affects four dimensions of innovative work behavior. Review of Managerial Science, 19(9), 2937-2958.
https://doi.org/10.1007/s11846-025-00837-6

Pappas, 1. O., & Woodside, A. G. (2021). Fuzzy-set Qualitative Comparative Analysis (fsQCA): Guidelines for
research practice in information systems and marketing. International Journal of Information
Management, 58, 102310. https://doi.org/10.1016/j.ijjinfomgt.2021.102310

Pavlov, A., & Micheli, P. (2023). Rethinking organizational performance management: A complexity theory
perspective. International Journal of Operations & Production Management, 43(6), 899-915.
https://doi.org/10.1108/IJOPM-08-2022-0478

Perera, L. S., & Samarakoon, S. M. A. K. (2021). Effect of entrepreneurial orientation on SMEs’ innovation
performance in Sri Lanka. Asian Journal of Advanced Research and Reports, 55-63.
https://doi.org/10.9734/ajarr/2021/v15i230367

Pefniarroya-Farell, M., Miralles, F., & Vaziri, M. (2023). Open and sustainable business model innovation: An
intention-based perspective from the Spanish cultural firms. Journal of Open Innovation: Technology,
Market, and Complexity, 9(2), 100036. https://doi.org/10.1016/j.joitmc.2023.100036

Pierre, L., Cangialosi, N., & Déprez, G. R. M. (2024). Nurse middle managers’ proactive work behavior:
Antecedents and consequences on innovative work behavior and job performance. Journal of Health
Organization and Management, 38(5), 682-704. https://doi.org/10.1108/JHOM-03-2023-0087

Puppatz, M., Wang, M., & Deller, J. (2025). A configurational approach to investigating the relationship

between organizational culture and organizational effectiveness using Fuzzy-Set Analysis. Group &
Organization Management, 50(1), 3-40. https://doi.org/10.1177/10596011231159163


https://doi.org/10.17705/1jais.00390
https://doi.org/10.1080/09669582.2017.1293067
https://doi.org/10.3389/fpsyg.2023.1109149
https://doi.org/10.17705/1CAIS.05008
https://doi.org/10.1080/09669582.2017.1347176
https://doi.org/10.26784/sbir.v6i1.384
https://doi.org/10.1080/09585192.2022.2126946
https://doi.org/10.1017/jmo.2021.67
https://doi.org/10.1142/S1363919621500389
https://doi.org/10.4236/jss.2020.83007
https://doi.org/10.1016/j.annals.2009.03.005
https://doi.org/10.3390/heritage7030084
https://doi.org/10.1080/13683500.2017.1329281
https://doi.org/10.1007/s11846-025-00837-6
https://doi.org/10.1016/j.ijinfomgt.2021.102310
https://doi.org/10.1108/IJOPM-08-2022-0478
https://doi.org/10.9734/ajarr/2021/v15i230367
https://doi.org/10.1016/j.joitmc.2023.100036
https://doi.org/10.1108/JHOM-03-2023-0087
https://doi.org/10.1177/10596011231159163

Ragin, C. C. (2008). Redesigning social inquiry: Fuzzy sets and beyond. University of Chicago Press.
https://doi.org/10.7208/chicago/9780226702797.001.0001

Rasoolimanesh, S. M., & Jaafar, M. (2017). Sustainable tourism development and residents’ perceptions in
World Heritage Site destinations. Asia Pacific Journal of Tourism Research, 22(1), 34-48.
https://doi.org/10.1080/10941665.2016.1175491

Rasoolimanesh, S. M., Jaafar, M., Kock, N., & Ahmad, A. G. (2017). The effects of community factors on
residents’ perceptions toward World Heritage Site inscription and sustainable tourism development.
Journal of Sustainable Tourism, 25(2), 198-216. https://doi.org/10.1080/09669582.2016.1195836

Rosenhead, J., Franco, L. A., Grint, K., & Friedland, B. (2019). Complexity theory and leadership practice: A
review, a critique, and some recommendations. The Leadership Quarterly, 30(5), 101304.
https://doi.org/10.1016/j.leaqua.2019.07.002

Scheyvens, R. (1999). Ecotourism and the empowerment of local communities. Tourism Management, 20(2),
245-249. https://doi.org/10.1016/S0261-5177(98)00069-7

Schiuma, G. (2017). The business model prism: Managing and innovating business models of arts and cultural
organisations. Journal of Open Innovation: Technology, Market, and Complexity, 3(3), 1-13.
https://doi.org/10.1186/s40852-017-0066-z

Schneider, C. Q., & Wagemann, C. (2012). Set-theoretic methods for the social sciences: A guide to
qualitative comparative analysis. Cambridge University Press.
https://doi.org/10.1017/CB0O9781139004244

Schrijvers, M., Stam, E., & Bosma, N. (2024). Figuring it out: Configurations of high-performing
entrepreneurial ecosystems in Europe. Regional Studies, 58(5), 1096-1110.
https://doi.org/10.1080/00343404.2023.2226727

Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior: A path model of individual innovation
in the workplace. Academy of Management Journal, 37(3), 580-607. https://doi.org/10.2307/256701

Su, M. M., Wall, G., Wang, Y., & Jin, M. (2019). Livelihood sustainability in a rural tourism destination - Hetu
Town, Anhui Province, China. Tourism Management, 71, 272-281.
https://doi.org/10.1016/j.tourman.2018.10.019

Sun, F., Li, X., & Akhtar, M. N. (2022). Negative influences of differentiated empowering leadership on team
members’ helping behaviors: The mediating effects of envy and contempt. Psychology Research and
Behavior Management, Volume 15, 9-20. https://doi.org/10.2147/PRBM.S346470

Swiatczak, M. D. (2021). Towards a neo-configurational theory of intrinsic motivation. Motivation and
Emotion, 45(6), 769-789. https://doi.org/10.1007/s11031-021-09906-1

Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics (5th ed.). Allyn & Bacon/Pearson
Education.

Tager, A., Zaki, M., & Ibrahim, A. (2023). Linking psychological empowerment to innovative work behavior in
hotels. International Journal of Tourism and Hospitality Management, 6(1), 186-205.
https://doi.org/10.21608/ijthm.2023.300853

Throsby, D. (2008). Modelling the cultural industries. International Journal of Cultural Policy, 14(3), 217-232.
https://doi.org/10.1080/10286630802281772

Throsby, D. (2008). The concentric circles model of the cultural industries. Cultural Trends, 17(3), 147-164.
https://doi.org/10.1080/09548960802361951

Tuominen, S., & Martinsuo, M. (2024). Alternative approaches to innovation project portfolio governance.
Project Management Journal. https://doi.org/10.1177/87569728241242429

Viitala, R., Laiho, M., Pajuoja, M., & Henttonen, K. (2023). Managerial coaching and employees’ innovative
work behavior: The mediating effect of work engagement. The International Journal of Entrepreneurship
and Innovation. https://doi.org/10.1177/14657503231221693

Wu, Z., Huang, C., Zhu, C., & Li, C. (2025). With great power comes more deviations: The negative influence
of empowering leadership on unethical pro-supervisor behavior in the Chinese context. BMC Psychology,
13(1), 385. https://doi.org/10.1186/s40359-025-02712-1

Yu, M., Ly, Y., Li, C,, Lin, H., & Shapira, P. (2019). More is less? The curvilinear effects of political ties on
corporate innovation performance. Technological and Economic Development of Economy, 25(6),
1309-1335. https://doi.org/10.3846/tede.2019.10718

Zhou, Y., Yang, C., Liu, Z., & Gong, L. (2024). Digital technology adoption and innovation performance: A
moderated mediation model. Technology Analysis & Strategic Management, 36(11), 3341-3356.
https://doi.org/10.1080/09537325.2023.2209203

Zimmerman, M. A, Israel, B. A., Schulz, A., & Checkoway, B. (1992). Further explorations in empowerment

theory: An empirical analysis of psychological empowerment. American Journal of Community
Psychology, 20(6), 707-727. https://doi.org/10.1007/BF01312604


https://doi.org/10.7208/chicago/9780226702797.001.0001
https://doi.org/10.1080/10941665.2016.1175491
https://doi.org/10.1080/09669582.2016.1195836
https://doi.org/10.1016/j.leaqua.2019.07.002
https://doi.org/10.1016/S0261-5177(98)00069-7
https://doi.org/10.1186/s40852-017-0066-z
https://doi.org/10.1017/CBO9781139004244
https://doi.org/10.1080/00343404.2023.2226727
https://doi.org/10.2307/256701
https://doi.org/10.1016/j.tourman.2018.10.019
https://doi.org/10.2147/PRBM.S346470
https://doi.org/10.1007/s11031-021-09906-1
https://doi.org/10.21608/ijthm.2023.300853
https://doi.org/10.1080/10286630802281772
https://doi.org/10.1080/09548960802361951
https://doi.org/10.1177/87569728241242429
https://doi.org/10.1177/14657503231221693
https://doi.org/10.1186/s40359-025-02712-1
https://doi.org/10.3846/tede.2019.10718
https://doi.org/10.1080/09537325.2023.2209203
https://doi.org/10.1007/BF01312604

Appendix A Measurement items

Table Al. Measurement items

Item Question Rating
Scale

Innovative Work Behavior (IWB)

IWB-1 I create new ideas for difficult issues. 1-7

IWB-2 I generate original solutions for problems. 1-7

IWB-3 I mobilize support for innovative ideas. 1-7

IWB-4 I make important organizational members enthusiastic about innovative ideas. 1-7

IWB-5 I transform innovative ideas into useful applications. 1-7

IWB-6 I systematically introduce innovative ideas into the work environment. 1-7

Psychological Empowerment (PSYEMP)

PSYEMP-1 Cultural tourism makes me proud to be part of the local community. 1-7

PSYEMP-2 Cultural tourism makes me feel special because people travel to see my county’s unique features. 1-7

PSYEMP-3 Cultural tourism makes me want to tell others about our cultural offerings. 1-7

Social Empowerment (SOEMP)

SOEMP-1 Cultural tourism makes me feel more connected to the local community. 1-7

SOEMP-2 Cultural tourism fosters a sense of “community spirit” in me. 1-7

SOEMP-3 Cultural tourism provides ways for me to get involved in the local community. 1-7

Political Empowerment (POLEMP)

POLEMP-1 I feel I have access to the decision-making process about cultural tourism in the local community. 1-7

POLEMP-2 I feel my vote makes a difference in how cultural tourism develops in the local community. 1-7

POLEMP-3 I feel I have paths to share my concerns about cultural tourism development in the local community. 1-7

POLEMP-4 I feel I have pathways to share my concerns about cultural tourism development in the local 1-7
community.

Digital Empowerment (DIGEMP)

DIGEMP-1 To what extent do you consider yourself digitally competitive in managing all your affairs and 1-7
responsibilities?

DIGEMP-2 How confident are you that you will implement your digital skills and capabilities effectively in your 1-7
business’s production, sales, or service processes?

DIGEMP-3 Do you believe your digital competences empower you to achieve your business goals in a more 1-7
practical, feasible, tangible manner?

Control Variables

CONTROL-1 Age —

CONTROL-2 Gender: man / woman / non-binary / other —

CONTROL-3 Education: compulsory secondary education / vocational training / higher education —

CONTROL-4 Managed budget: none / < €5,000 / €5,000-50,000 / > €50,000 —




Appendix B Correlation scatterplots

Figure B1 Scatterplot of iwbC and
psyempC
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Figure B. Correlation scatterplots

Figure B2 Scatterplot of iwbC and
seempC

seempC

iwbC
Figure BS Scatterplot of psyempC and
seempC
7_
6_
Tl
Q
€ 4-
(%
a
3 —
2_
1 - o
[ I T [ I [ 1
1 2 3 4 5 6 7
psyempC
Figure B8 Scatterplot of seempC and
polempC
gﬁ
[e]
6 8 038
08g8
v o o 2
8 4+ fe°8
5 S8
o 2 -
o (o)
8
0 -
-2 -
e
1 2 3 4 5 6 7
seempC
Figure B10 Scatterplot of polempC and
digempC
8_
000 O 0000000 00000 000 ©
00000 O O (o] 000
0000000 00 000 0006 [c]
6 — 000 000 00 _Q — O o o
Qoe—o oT0000 O o o
4 90 © 00 ©
000 (e]e) o 060 ©O [e]
£ o o0 o
U 00 o
o 4 — o0 oo o oo
b 00 . *
[e] o o
o
o o
2_
o o

polempC

Figure B3 Scatterplot of iwbC and
polempC

@)
Q
=
L
©
o
-2 -
e A B
1 2 3 4 5 6 7
iwbC
Figure B6 Scatterplot of psyempC and
polempC

polempC

=9
I 1 1 1 1 T 1
1 2 3 4 5 6 7
psyempC
Figure B9 Scatterplot of seempC and
digempC
8*
(e} 000000 O 00000
0000 00000 O00
© 00 O 00 .00 0
6 -
S Q Q @000 00
o ) ©0 _ ©00000
= o 00 00000
£ o o 0o
% o (o] o
o 4 - o o 0000 oo
i o °
o [©)
<]
o [e]
2_
© o © o
I T 1 T I T 1
1 2 3 4 5 6 7
seempC




Appendix C Truth tables for high and low values of innovative work
behavior (IWB)

Table C1. Truth table for high values of IWB

digempC1l polempCl | psyempCl seempCl | Cases (n) iwbC1l | Raw consistency PRI consistency | SYM consistency
1 0 1 1 16 1 .882 .789 .795
1 1 1 1 22 1 .860 779 .792
1 0 1 0 5 1 .849 .680 .680
1 0 0 1 3 1 .831 .609 614
0 1 1 1 20 0 .749 .599 .624
1 0 0 0 12 0 .784 .569 .569
0 0 1 1 4 0 771 .532 .532
(1] 1 0 1 4 0 .792 480 495
1 1 0 0 10 0 743 1465 471
0 1 1 0 3 0 .768 1419 432
0 1 0 0 15 0 .598 .288 .288
0 0 0 0 28 0 541 .262 273
Note. 1 = condition present; 0 = condition absent; ~ = negated outcome. Raw consistency = degree to which a configuration is a subset

of the outcome. PRI consistency = proportional reduction in inconsistency. SYM consistency = symmetric consistency. Truth tables were

generated using fsQCA 3.0

Table C2. Truth table for low values of IWB

seempCl psyempCl | polempCl digempC1l  Cases (n) ~iwbC | Raw consistency | PRI consistency | SYM consistency
1
0 0 1 0 15 1 .837 712 712
0 0 0 0 28 1 .812 .697 727
0 1 1 0 3 1 .820 .550 .568
0 0 1 1 10 0 771 .523 .529
0 0 0 1 12 0 714 1430 431
0 1 0 1 5 0 .679 .320 .320
1 0 1 0 4 0 .796 1490 .505
1 1 0 0 4 0 .740 .468 468
1 0 0 1 3 0 .733 .382 .386
1 1 1 0 20 0 .600 .361 .376
1 1 1 1 22 0 1498 .205 .208
1 1 0 1 16 0 .553 .204 .205
Note. 1 = condition present; 0 = condition absent; ~ = negated outcome. Raw consistency = degree to which a configuration is a subset

of the outcome. PRI consistency = proportional reduction in inconsistency. SYM consistency = symmetric consistency. Truth tables were

generated using fsQCA 3.0
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