
PHYSICAL CULTURE AND SPORT. STUDIES AND RESEARCH 
 

2016 • VOLUME LXIX  53 

DOI: 10.1515/pcssr-2016-0007 

 

 The Relationship between Organizational 
Culture and Innovative Work Behavior for 
Sports Services in Tourism Enterprises 

 
Authors’ contribution: 
A) conception and design  

of the study 
B) acquisition of data 
C) analysis and interpretation 

of data 
D) manuscript preparation 
E) obtaining funding 

Ersin Eskiler1 A-E, Summani Ekici 2 B,D, Fikret Soyer1 B-D, 

Ihsan Sari1 C-E 

1Sakarya University, Turkey 
2Mugla University, Turkey 

  

ABSTRACT 

 

 
 

 
 

 
 
 
 
 
 
 
 
 
 

Introduction  

These days, the happiness and welfare of people are definitely the underlying reasons of every effort 
in which fast developments and changes occur. The welfare of people depends on the extent to which limited 
sources meet the unlimited demands of people. The sharing of helpful sources and scientific studies that aim 
to contribute to people’s welfare and happiness is an interdisciplinary effort. The science of business 
administration is the focal point of these studies (Can et al., 1995). 

Increased tourism activities resulting from the recent developments and innovations in sports, one 
of the stakeholders of tourism, bring new trends to sports tourism. It is obvious that the necessity to follow 
the latest developments has emerged for any enterprise that aims to deliver tourism and sports services. 
It is also necessary to ensure a balance of supply and demand. New visions are required to meet people’s 
needs in sports, which have increased for several reasons and will continue increasing in the future. 

The innovative behavior of individuals in the workplace is the foundation of any 
high-performance organization, and thus a study on the factors that motivate or 
enable individuals’ innovative behavior is critical (Scott, & Bruce, 1994). Therefore, 
the aim of this research was to find the relationship between organizational culture 
and innovative work behavior (IWB) in tourism enterprises that market sports 
services. Considering the fact that IWB is crucial for tourism enterprises, exploring 
the factors that influence IWB could be beneficial. Correlation analysis revealed that 
IWB was found to be significantly correlating with cooperativeness (r=0.442, 
p<0.05), innovativeness (r=0.510, p<0.05), consistency (r=0.522, p<0.05), and 
effectiveness (r=0.554, p<0.05). Additionally, stepwise regression analysis, which 
was conducted to discover whether organizational culture predicts IWB, showed 
a significant model: F(2-131)=33.775, p<0.05. The model explained 33% of the 
variance in IWB (Adjusted R2=0.33). In general, our findings suggest that there 
is a relationship between organizational culture and IWB and that organizational 
culture significantly predicts IWB. As IWB is crucial for the enhanced performance 
and success of any organization, organizational culture should be organized in order 
to encourage employees in terms of IWB. 

innovativeness, organizational culture, sports, tourism enterprise KEYWORDS 
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Moreover, it is also important to reveal the components of innovative work behavior (IWB) and the factors 
that affect it. At this point, it is possible to put forward two concepts for management strategies of enterprises 
that market sports services. The first one is organizational culture, and the second is IWB. We are especially 
interested in determining whether there is a relationship between organizational culture and IWB. 
Considering the fact that IWB is crucial for tourism enterprises, exploring the factors that influence IWB 
could be beneficial. 

 

Organizational culture 

Barnard (1994) stated that an organization is a system of activities or power of two or more people 
which have been consciously coordinated and put forward that an organization emerges when there are 
people who can communicate and act together to achieve common aims. Schein (1980) defined 
an organization as the coordination of activities achieved by people with common aims, work sharing, 
hierarchy and responsibility under an authority. Similarly, Marc et al., (1958) put forward that it is a social 
construction which is formed by relations among its members. 

Culture is one of the most important social environmental factors in an organization; therefore, 
it affects the life and development of an organization. Organizational culture is a paradigm that allows us to 
see the reality of a culture. This paradigm presents routine processes, categories, and good and bad solutions 
for an organization. It also informs individuals about how to behave in their organization. In other words, 
it is a paradigm of an organization which shows shared constructions, shared language, and some references 
that enable individuals to resolve many problems (Atay, 2001). Organizational culture is the system of the 
behaviors, values, beliefs, and habits that direct individuals’ behaviors in an organization (Dincer, 1992). 
Culture enables individuals to see certain behaviors that should be modeled and teaches personnel how to 
behave. In other words, organizational culture is the values and beliefs that shape individuals’ behaviors 
in an organization (Guclu, 2003). 

All organizations have a culture that could be good or bad, weak or strong. However, it is obvious that an 
organization that can sustain its presence and overcome its rivals has a unique culture that is shared by all its 
members. Japanese corporations are the most appropriate example of this. The most important point here is the 
role of organizational leaders and founders in developing an organizational culture. Second, applications of 
human resources are crucial for sharing this culture (Guclu, 2003). Moreover, an effective organizational 
culture is one of the crucial elements which affect an organization’s ability to be successful in the long run 
(Yang et al., 2004). Yang (2007) proposed that nurturing a collaborative culture in a work group highly 
influences the sharing of knowledge. It was also suggested that in today’s era of knowledge, managers should 
play facilitator and mentor roles that encourage employees to share their knowledge (Yang, 2007). 

Organizational culture has four dimensions (see Figure 1), which are: 

1. Cooperative culture. This culture focuses on flexibility, cooperation, knowledge sharing, trust, and 
teamwork. This cooperative culture works in a friendly environment. Team members share knowledge 
in teamwork. Every member has a responsibility in their team and has an inner flexibility to 
accomplish their duties. Relationships in this culture are based on trust. 

2. Innovativeness. This culture has the features of innovation, creativity, enterprisingness, adaptability, 
and dynamism. The environment supports creativity in this culture. Innovativeness could be defined as 
the ability to produce something original. It could also be described as a process which directs 
employees to produce new, useful, and comprehensible outcomes (Kao, 1989). Therefore, it should 
not be overlooked that this sub-dimension of organizational culture has features that could support and 
develop the IWB of individuals. 

3. Consistency. This culture focuses on the system, rules, regulations, uniformity, and productivity. The 
culture is highly organized and consistent. An innovative structure of corporations requires 
consistently researching new opportunities and facilities in a systematic manner. A consistent system, 
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which will ensure a better understanding of social, demographic, and te
required for innovativeness to become a

4. Effectiveness. This culture focuses on competitiveness, target accomplishment, production, and 
performance. A company which has the feature
profit-oriented. Innovations acquired by creativity provide a strong economy for enterprises and 
ensure the opportunity to obtain advantages for success (Gumusluoglu, & Ilsev,
an effective culture strengthens the creative skills of employees. The adaptation of corporations to 
some environmental changes, and even their ability to give direction to these environmental 
alterations, depends on effectively managing the work processes wh
innovativeness and creativity.

In this respect, organizational culture is one of the most important determinants of IWB and enables 
corporations to obtain competitive advantages (Gumusluoglu, & Ilsev, 2009; Naranjo
Valle et al., 2011). In other words, dimensions of organizational culture with its structural feature have an 
important function in removing obstacles which prevent innovativeness and IWB from spreading in

Figure 1. The model of organizational culture traits
Source: Chang, & Lin, 2007, p. 443. 
 

Innovative behavior 

Innovation has become the base of growth and competitiveness in the global economy (
& Glinskiene, 2011). Groups in which innovative employees work are result
present age of rapid change, organizations have to engage in IWB in order to meet the demands which come 
from their environments. It is necessary to create and deliver the products and/
the market in order to be competitive and lead the process of change.
their employees to innovate their processes, methods
(Ramamoorthy et al., 2005). 

Farr and Ford (1990) define IWB as 
of new and useful ideas, processes, products
performing tasks beyond organizational routines that have been embraced by the 
an organization. The routines implemented by organizations may sometimes not be able to respond to a new 
situation quickly. Therefore, the develop
become very important in today’s dynamic b
performance of employees, many studies have been conducted in order to discover the factors which 
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facilitate innovation (e.g., Mehra, & Joshi, 2010; Luke et al., 2010; Scott, & Bruce, 1994; Ramamoorthy 
et al., 2005; Jong, & Hartog, 2007; Dorenbosch et al., 2005). Many studies have also been conducted in order 
to study innovation in detail (e.g., Parjanen et al., 2012; Zukauskaite, 2012; Gao, & Zhang, 2011). 

Lately, innovation research has focused on the factors that affect IWB. The factors that promote the 
development of innovation and initiate innovative activities are important for the promotion and adoption 
of innovation in organizations (Messmann, & Mulder, 2011). 

It was also pointed out that IWB is different from an employee’s creativity, defined as the production 
of new and useful ideas about products, services, processes, and procedures (Amabile, 1988), as IWB 
includes the application of these new ideas. The aim of IWB is to obtain some kind of benefit that has 
an innovative result from innovative applications. Creativity can be categorized as an important component 
of IWB, and its importance clearly appears in the beginning of the innovation process where problems are 
detected and relevant solutions are generated as a result of the need for innovation (West, 2002; Jong, 
& Hartog, 2010). Reuvers et al., (2008) stated that many researchers have claimed that encouraging 
employees leads to innovative behavior and is a crucial factor that positively affects performance and 
sustains the competitive advantage of an organization (e.g., Axtell et al., 2000; Dess et al., 2000; Drazin 
et al., 1996; Oldham et al., 1996). It was also stated that IWB is important for the organizational 
performance, success, and permanence of corporations (Gao, & Zhang, 2011; Utterback, 1994; Balkin et al., 
2000). For instance, in a recent study, Alpay et al., (2012) reported that dimensions of innovativeness have 
different effects on the marketing effectiveness and performance of firms. 

Moreover, it was also pointed out that IWB is linked to the enjoyment that individuals get from their work, 
job satisfaction, increased performance in the workplace, better relationships with colleagues, lower stress, and 
satisfaction with personal development (West, & Anderson, 1996; as cited in Shih, & Susanto, 2011). Also, 
Walumbwa et al., (2009) reported that employees’ willingness to learn could affect job performance. 

Furthermore, it was stated that there is not much research investigating the effects of competencies on 
innovative behavior in organizations and examining this issue by looking at its relationship with higher 
education (Bjornali, & Støren, 2012). Findings suggest that certain individual competencies and higher 
education programs which emphasize entrepreneurship and practice promote innovative behaviors. 
Professional, creative, communicative, championing, and brokering competencies were found to be 
particularly effective for IWB. It was also found that educational programs that emphasize the development 
of entrepreneurial skills and problem-based learning contribute to innovation (Bjornali, & Støren, 2012). 

In addition, most of the research on innovation has focused on the factors that enhance IWB 
(Chen, & Aryee, 2007; Dorenbosch et al., 2005; Ramamoorthy et al., 2005; Scott, & Bruce, 1994). However, 
there are also some studies which have examined its potential negative effects (Shih, & Susanto, 2011; 
Janssen, 2003; Janssen et al., 2004). For instance, Shih and Susanto (2011) stated that IWB has a positive 
and significant relationship with conflict with co-workers and turnover intention. They argued that 
innovative employees engaging in IWB could face conflict with their co-workers. This is due to the fact that 
IWB destabilizes organizational routines, making other employees feel stressed and uncomfortable, leading 
to conflicts with co-workers. 

In this study, it was initially thought that there could be a relationship between organizational culture 
and IWB, and that organizational culture could have an effect on IWB. When examining the relevant 
literature, some evidence was found to support this relationship. For instance, it was suggested that 
organization-based self-esteem and perceived fair interpersonal treatment are important for willingness to 
engage in IWB. The willingness to engage in IWB is the result of feelings of self-worth as a member of an 
organization and fair interpersonal treatment from others working in the same organization 
(Ojedokun, 2012). The innovative behaviors of individuals in the workplace constitute a strong basis for any 
high-performance organization, and thus it is critical to discover the factors that foster employees’ innovative 
behavior (Scott et al., 1994; as cited in Carmeli et al., 2006). In addition, it was also stated that the process of 
innovation is enhanced for employees when they have, or feel that they have, opportunities in the workplace. 
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The context of a job contains many components, such as other colleagues, supervisors, clients, work tasks, 
related rules and regulations, organizational routines, and all of the resources of the job. Therefore, the 
opportunities that could affect innovativeness range from a single workplace to an entire organization. 
If a work context is characterized by a positive climate that encourage high expectations and the 
development of new ideas, the IWB of employees is enhanced (Messmann, & Mulder, 2011). 

It has been shown that the visionary leadership behaviors of managers can effectively improve the 
perceived innovative interactions of neurotic employees in the workplace. However, if managers do not 
demonstrate visionary leadership behaviors, neurotic employees will perceive a reduction in their innovative 
interactions and an increase in their anxiety (Chen, & Chen, 2013). 

Therefore, it can be stated that there is a relationship between organizational climate/ organizational 
culture and IWB. Moreover, tourism is one of the most important industries in the world, and it has a major 
effect on the economies of most countries (Fayed, & Fletcher, 2002). Employees in tourism organizations are 
the sources of innovation (Chen et al., 2010). Accordingly, the discovery of tourism employees’ IWB, as 
well as its relationship with the employees’ organizational culture, appears to be an important topic for the 
efficiency of organizational processes, the success of corporations, and consumers’ satisfaction with the 
products in this sector. Thus, the aim of this study was to determine the relationship between organizational 
culture and IWB in tourism corporations that market sports services. 

 

Method 

Participants and data collection 

The current study consisted of 134 managers from hotels located on the Mediterranean Sea coastline 
in 2012. The convenient sampling method was used in selecting the participants. 

Table 1. Socio-demographic characteristics of the participants 
 n % 
Age   
<20 4 3 
21-25 26 19.4 
26-30 47 35.1 
31-35 20 14.9 
36-40 17 12.7 
41< 20 14.9 
Gender   
Male 90 68.2 
Female 42 31.8 
Length of work (years)   
1-5 73 54.5 
6-10 48 35.8 
11< 13 9.7 
Income Level   
0-1000 TL 21 15.8 
1001-1500 TL 55 41.4 
1501-2000 TL 45 33.8 
2001-2500 TL 12 9 
Educational Status   
Primary school 16 12.3 
High school 65 50 
Undergraduate 49 37.7 
Work Department    
Entrance, reservation, reception 24 17.9 
Service, restaurant, bar, laundry 52 38.8 
Sports entertainment 41 30.6 
Front office 17 12.7 
Source: own study. 
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The socio-demographic characteristics of the participants can be seen in Table 1. Participants were contacted 
in their workplaces and informed about the questionnaires and the study. After informing the participants 
about the study, managers who agreed to join the study filled out the questionnaires. The data obtained using 
the questionnaire method were collected by experienced pollsters. Data was collected in the workplaces of 
the participants; this took approximately 10 minutes. The data collection was conducted between July and 
September during a three-month period. Participants were chosen from hotels that marketed sports services 
in a manner relevant to the aim of the current study. The participants were informed that participation was 
voluntary and that the data obtained from them would only be used for research purposes. The survey 
achieved a response rate of 67%. 

 

Data collection tools 

Chang and Lin (2007) developed a questionnaire for measuring organizational culture; Uzkurt and Sen 
(2012) adapted this scale for the Turkish population. The questionnaire consists of 26 questions that were 
answered on the 5-point Likert scale. There are 4 subscales in total: cooperativeness (8 questions), 
innovativeness (6 questions), consistency (6 questions), and effectiveness (6 questions). In the present study, 
Cronbach’s Alpha values of the subscales were 0.60, 0.82, 0.82, and 0.84, respectively. 

A scale which was developed by Janssen (2001) was used to measure IWB. The scale consists of 9 
questions which were answered on the 5-point Likert scale. Cronbach’s Alpha for this scale was 0.85 in the 
current study. Apart from these scales, there were also 6 questions for measuring demographic 
characteristics. 

 

Data analysis 

First, all questionnaire data were combined into an SPSS file in the same order in which they appeared 
in the questionnaire. As a second step, data screening was conducted by inspecting the distributions of each 
variable and controlling for data entry errors by noting whether responses were in the range represented by 
the response format. The SPSS 17 Package Program was used to analyze the data. Descriptive statistics, 
Pearson’s correlation analysis, and regression analysis were used to analyze the data. The stepwise 
regression analysis technique was used as a regression test in order to discover whether sub-dimensions 
of organizational culture predict IWB. The level of significance was determined to be 0.05. 

 

Results 

Inspection of the descriptive statistics of organizational culture and IWB showed that effectiveness has 
the maximum score (4.3) among the sub-dimensions of organizational culture. Effectiveness is followed 
by innovation, with a mean value of 4.23. Cooperativeness and consistency have the same score of 4.22. 
The mean score of IWB was 4.32 (Table 2). 

Table 2. Descriptive statistics of organizational culture and IWB 
 Range Mean SD 
Cooperativeness 1-5 4.22 .60 
Innovativeness 1-5 4.23 .56 
Consistency 1-5 4.22 .53 
Effectiveness 1-5 4.30 .54 
IWB 1-5 4.32 .44 
Source: own study. 

 

Correlation analysis revealed that IWB was found to be positively and significantly correlating with 
cooperativeness (r=0.442, p<0.05), innovativeness (r=0.510, p<0.05), consistency (r=0.522, p<0.05), 
and effectiveness (r=0.554, p<0.05) (Table 3). 
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Table 3. Correlation of organizational culture and IWB 
  1 2 3 4 

Cooperativeness 
r 
p 

1 
   

Innovativeness 
r 
p 

.609** 

.000 
1 

  

Consistency 
r 
p 

.513** 

.000 
.718** 
.000 

1 
 

Effectiveness 
r 
p 

.588** 

.000 
.677** 
.000 

.714** 

.000 
1 

IWB 
r 
p 

.442** 

.000 
.510** 
.000 

.522** 

.000 
.554** 
.000 

Source: own study. 

 

Stepwise regression analysis showed a significant model: F(2-131)=33.775, p<0.05. The model explains 
33% of the variance in IWB (Adjusted R2=0.33). The results showed that effectiveness and innovativeness 
were the significant predictors of IWB. 

 

Discussion 

Recent studies and culture researchers have put forward new ideas on the topic of organizational 
culture (Guclu, 2003). The current state of the topic indicates that decision-making and its applications, 
as well as creating and organizing management types, refers to cultural changes. Organizations which are in 
the process of change and development need to change their culture. This case is most often a problem for 
managers in the tourism sector. The education system, management type and philosophy, social constructs, 
attitudes, predictions, and expectations of employees are affected in the process of change. The principles, 
values, and main ideas in the organization also start to change. Therefore, management science should 
develop IWB as the result of the nature of science. Creating a new organizational culture in tourism 
corporations does not mean creating a new motto or having a new manager; it refers to having a new lifestyle 
in line with changes and developments. Tourism and sports tourism are the sectors in which the necessity 
of having IWB appears in line with the above-mentioned developments. 

According to the results of this research, which aimed to determine the relationship between 
organizational culture and IWB in tourism corporations that market sports services, IWB was found to be 
significantly correlating with cooperativeness (r=0.442, p<0.05). These results show that cooperativeness in 
an organization correlates with IWB. It could be said that cooperation, harmony and the ability for members 
to work together are correlated with IWB. Furthermore, these results also show that efforts to encourage 
harmony and cooperation among group members are necessary for tourism corporations. The organizational 
culture of an enterprise should be more flexibility-oriented and internally-oriented in order to ensure 
cooperativeness, which supports IWB (Chang, & Lin, 2007). Furthermore, the need for belonging and love, 
suggested by Maslow (1970), affection, suggested by Murray’s Theory of Psychogenic Needs 
(Murray, 1938), and relatedness, put forward by Self-Determination Theory (Deci et al., 1996; 
Deci, & Ryan, 2000) highlight the importance of human beings’ need for belonging. Those who study these 
theories explain the importance of the need for belonging. The research on this topic shows that this basic 
need (the need for relatedness/ need for belonging) is significantly related to well-being, communication 
skills, self-efficacy, and anxiety (Sarı et al., 2012). Harmony and cooperation among group members are 
important for the satisfaction of the need for belonging. Thus, it could be said that a highly cooperative 
culture in an enterprise could fulfil this need. The relationship between cooperativeness and IWB could be 
a result of the mediating effect of satisfying the need for belonging. 

In addition, IWB was found to be positively and significantly correlating with innovativeness. 
Namely, having an innovative organizational culture has a linear relationship with IWB. This suggests that 
organizational culture in tourism corporations should support innovativeness for increasing employees’ IWB. 
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Managers working in the tourism sector, an indispensable part of modern life, should have a post-modern 
mentality, which can lead tourism organizations to success. People’s need for sports tourism varies and 
intensifies every day. Sports tourism, which is a tool that people use to fulfil their need for self-actualization, 
renews itself every day in line with technological developments. In order to be parallel to these developments 
and changes, organizational culture should be open to innovations. 

Moreover, IWB was found to be positively and significantly correlating with consistency. A consistent 
culture focuses on the system, rules, regulations, uniformity, and productivity. This culture type is highly 
organized and consistent. This sub-dimension of organizational culture emphasizes consistency in an 
organization. Consistency in an organization brings along stability and IWB. Therefore, the stability of 
general management policies ensures the stability of organizational culture, which in turn ensures the 
continuity of IWB. 

According to another result, IWB was found to be positively and significantly correlating with 
effectiveness. This culture focuses on competitiveness, target accomplishment, production, and performance; 
in addition, this type of group is result- and profit-oriented. Managers can detect the opportunities and the 
risks in the market by finding the opportunity to closely follow the market and competing corporations by 
means of an effective organizational culture. Enterprises should be able to optimally respond to these 
opportunities and risks in an innovative manner in order to sustain their existence. Therefore, organizational 
culture is crucial for commercializing IWB outputs. 

Furthermore, effectiveness and innovativeness, which are the sub-dimensions of organizational 
culture, significantly contributed to IWB in our regression model. There is not a consensus among previous 
researchers on which dimension of organizational culture is more effective for a more innovative enterprise 
(Uzkurt, & Sen, 2012; Chang, & Lin, 2007). It was found in this study that an externally-orientated structure 
of organizational culture could be more effective in supporting innovations in tourism enterprises which 
market sports services. It could be said that these differences which have been obtained by the researchers 
could stem from cultural features and individual and sectoral differences. In general, our findings suggest 
that organizational culture has a significant effect on IWB. When considering the fact that IWB is an 
important aspect of organization, organizational culture should be organized in order to encourage 
employees to engage in IWB. The importance of IWB has also been emphasized in previous research. For 
instance, findings from healthcare organizations have suggested that if healthcare professionals are to be 
encouraged to engage in IWB, it is beneficial to promote their flexible role orientation (Kessel et al., 2012). 
It has also been proven that innovation is the central mechanism by which organizations develop capabilities 
and adapt to their environments (Chin et al., 2011). It was also stated in a previous study that companies with 
stronger leadership, support from management, and motivational practices for their members are more 
innovative than their competitors (Zieba, & Zieba, 2014). 

In another study in education, it is suggested that some characteristics of teachers, such as job 
satisfaction, self-actualization, motivation, or openness, are among the factors which are closely related to 
teachers’ perceptions of their work context. Teachers stated that they needed to adopt innovative behaviors 
because they faced problems or challenges in their work. They also needed to develop in their job, a process 
for which innovation is necessary. Although contextual factors and necessities for a job affect opportunities 
for innovative behaviors and motivation, the goals and the personality of teachers are also important for 
initiating IWB (Messmann, & Mulder, 2011). 

Relevant studies support our results. The results of a previous study suggest that innovation is a broad 
process of learning that enables the implementation of new ideas, products, or processes. Another 
characteristic of innovation is the assimilation of new ideas. Therefore, a positive learning climate is 
beneficial for firms that aspire to stand out through product development. It is important to point out that 
managers should encourage employees to effectively use their time to obtain necessary knowledge that may 
be found outside the scope of their work. Cross-functional integration enables employees to learn and 
develop their new skills and to share existing knowledge with their colleagues, which leads to the 
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development of products, and thus to success (Xin et al., 2007). It has also been stated that being a learning 
organization is important. Modern society and modern organizations focus on ongoing change, and leading 
companies encourage their members to be innovative (Svagzdiene et al., 2013). For effective innovation, 
well-established norms, practices, and beliefs may have to be challenged. It is understandable that new 
product development requires continuous organizational renewal. Calantone et al., (2002) also pointed out 
that this competitive advantage is built on a full understanding of customer needs, competitors’ actions, and 
technological development, an understanding made possible by an organizational commitment to learning. 
Firms without these attributes are less likely to stand out in terms of innovation capability, although they 
may look elsewhere to find ways to survive. 

Moreover, Cavus and Akgemci (2008) suggested that organizations should be innovative in order to 
sustain their existence. In addition, results from another study indicate that if employees believe that they can 
influence their work environment, they are more likely to adopt innovative behaviors. In addition, in order to 
be innovative, employees should perceive that their supervisors are likely to support their innovative 
behaviors. This result indicates that the behaviors of supervisors are important for the IWB of employees 
(Janssen, 2005). Therefore, all of the environmental factors in a work context that could affect employees 
should be organized in a way that fosters IWB. 

There are some limitations of this research. First, the results show the characteristic features of Turkish 
culture and the obtained results might vary depending on culture. Second, the findings of this research were 
obtained from a pen-and-paper survey. Thus, experimental design can be used in future research. Lastly, 
these findings represent the characteristics of tourism enterprises; future research could focus on other 
sectors to examine their differences. 

 

Conclusion 

The results of this research show that organizational culture could affect IWB. Relevant studies have 
suggested that organizational culture has an effect on innovativeness in an organization, which is parallel to 
our results. However, our research was conducted in the tourism sector and has a sports component. 
Therefore, we believe that the contribution of this research to the relevant literature is unique. The business 
life of the twenty-first century entails innovativeness. The results of our study show that organizational 
culture is an important factor for IWB in tourism corporations. Tourism corporations should introduce 
innovative applications to the market instead of imitating changes. 
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