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Abstract— Organizational environment that will support the innovation is needed for the realization of organizational 
innovation and for ensuring sustainability. Therefore, innovation is directly associated with the organizational culture and the 
empowerment of the employee who will perform the innovation. Hence, the purpose of this study is to determine the 
formative role of empowerment in the effect of organizational culture on organizational innovation. This research designed 
in line with this purpose was carried out on 419 employees of businesses operating in tourism hotel management sector in 
the province of Erzurum.  
According to the findings of the research, hierarchy culture negatively affects all types of organizational innovation (product, 
process, strategy and market innovation). Empowerment positively affects all types of innovation. Moreover, it was observed 
that empowerment played a moderating role in the manner it would reduce the negative effects of hierarchy culture on all 
types of innovation. 
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I. INTRODUCTION 
 
The importance of human resource for organization 
increased with globalization and whenglobal 
customers and global workers became the matter of 
discussion. Organizations now are aware of 
productivity and more importantly the advantage of 
sustainable competition  provided by human 
resources. The concept of employee empowerment 
emerged as a result of the importance of human 
resources for organizations. In fact, when the 
literature is examined, although the application of 
employee empowerment existed before the Industrial 
Revolution, it can be said that it became more clear 
with globalization. The concept of employee 
empowerment can be defined as the identification of 
elements that reduce superiority in organizations and 
the process of helping organizational members to 
gain self confidence by eliminating these elements 
(Conger & Kanungo, 1988; 478). The fact that 
today’s organizations go beyond the modern structure 
of organization increases the importance of 
intellectual investment that workers have. Because of 
the preference for more educated, more knowledgable 
workers, the importance of human resources that can 
search, find and process knowledge has increased. 
Basically, employee empowerment application aims 
to create workers that have these characteristics. 
However, for employee empowerment applications to 
be successful, a work environment should be 
provided to workers where there is innovation, open 
communication and trust, where they are allowed to 
participate in decision making, they are given certain 
responsibilities and performance evaluations are 
performed objectively. 
In the ever changing and developing world, 
organizations should keep up with this change and 
development and they should even be the initiators 

because the first step to gain sustainable competitive 
advantage is to respond to the environment quickly 
and correctly. That’s why organizations should make 
innovations and put it on the market at the right time 
as a response to change. Being able to innovate, now, 
became a necessity for organizations. Organizations 
provide many benefits with ther innovative activities. 
These benefits include economic and social benefits, 
effectiveness, productivity, and having a competitive 
advantage. Organizations can perform innovative 
activities in many fields including products, 
marketing, process, strategy etc. The important thing 
is to make innovation continuous. Innovation should 
be considered, advanced and managed as a process in 
alignment with defined goals. Important issues to be 
careful about in continuity of innovation include, the 
innovation to be aligned with needs, the possibility of 
innovative ideas to be performed and supplying 
resources, choosing the right innovation strategy and 
creating an environment that encourages workers to 
innovate. 
The study done by Price (2007, 2007;320) shows that 
many organizations can do innovations by increasing 
their research and development efforts. Although this 
is a very common idea in terms of organizations, 
Wunker and Pohle (Wunker & pohle, 2007;25) 
showed in their study that Apple, one of the most 
innovative companies in the market, has a budget of 
research and development that is below average. 
O’Regan et al., (O’Regan et al., 2006; 251) showed 
that innovaton is beyond an expenditure and stated 
that the main ways to handle challenges of innovation 
are strategy, leadership and culture. In other words, 
research and development costs and efforts for 
innovation are not sufficient alone. In addition to 
these activities, an organizational culture that 
supports innovation and creativity is needed. It is 
very important to define how to create this culture. 
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Every organization has its own unique culture. 
However, it is not possible to develop a culture model 
for every single organization. Therefore, researchers 
suggest culture types by classifying organizations that 
are alike to measure and evaluate culture. The model 
of Quin and Cameron, that is one of the widely 
accepted models in literature, classified 
organizational culture types by a similar 
classification: clan, adhocracy, market, and hierarchy 
cultures. 
Fis and Wasti (2009) stated in their research that the 
organizational culture is the main variable that affects 
the success and failure of the innovation process. 
While some culture types increase innovation, there 
are negative associations between some culture tpes 
and innovation. Therefore, in this research that is 
based on Quin and Cameron’s model, the aim is to 
explain the effect of culture types, that exist in 
organizations, on innovation. 
The concept of employee empowerment includes the 
worker’s education, responsibility, being able to take 
risks, participating in decisions, to be able to organize 
as a team and information sharing with workers. 
Supporting a cultural structure that allows innovation 
with employee empowerment will increase the 
success of innovation activities. Or, it is possible to 
minimize the negative characteristics of a cultural 
structure that does not support innovation and to 
position organizations in a way that innovation can be 
achieved.  
When the literature is examined, it can be seen that 
many researchers examined the relationship between 
culture types and innovation. The most important 
concept is how to create an environment that will 
provide support to culture types that influence 
innovation positively or how to minimize the 
negative aspects of culture types that influence 
innovation negatively. Unfortunately, there are not 
many studies in the literature that examine this issue. 
Therefore, identifying the roles that employee 

empowerment has on the relationship between the 
organizational culture and innovation will help 
increase innovativons. This study aims to define the 
role of employee empowerment in shaping the effect 
of organizational culture on innovation. 
 
II. RESEARCH MODEL 
 
Organizationalinnovation is considered as a result in 
this research and the effect of the culture that the 
organization has on innovation is examined. Also, 
while the organizational culture’s effect on 
innovation is examined, it is also examined whether 
employee empowerment plays a shaping (moderator) 
variable role. For determination of the organization’s 
culture, organizatonal culture types model developed 
by Quin and Cameron are used. Quin and Cameron’s 
organizational culture types model is associated with 
organizational innovation and employee 
empowerment variables and the model of this 
research was developed. The conceptual relationships 
between the dependent, independent, and moderator 
(shaping)? Variables in the research model are shown 
below. 
The questionnaire used in the research consists of 
four sections. In the first section, there are questions 
related to workers’ demographics (gender, age, 
marital status, education level, tenure, tenure in the 
company, level of education in tourism, position in 
the company). The second section includes a scale 
consisting of 24 statements to measure the 
organizational culture (Cameron and Quin, 1992;28). 
The third section includes a scale with 5 statements to 
measure the level of employees’ empowerment levels 
(Cacioppe, 1998; 264). The fourth section involves a 
scale with 20 statements to measure the company’s 
organizational innovation level (Henard and 
Szymanski, 362-375). Detailed information on the 
scales used is provided below. 
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III. GROUNDMASS AND SAMPLE  
 
The groundmass of this study consists of 10 hotels 
located within the ministration region of Erzurum 
Provincial Directorate of Culture and Tourism as of 
September 2014, that are namely star-hotels and have 
tourism operation license. The city of Erzurum is one 
of the well-developed cities of the Eastern Anatolia 
Region that has historical structures and directs the 
region’s commerce. Also, having tourism centers 
with the world’s leading ski-runs and having hosted 
the 25th World University Winter Games 2011 
(Universiade), Erzurum attracted tourists. For these 
reasons, city lodging and vacation lodging developed 
and still continue to develop. Hotels in Erzurum try to 
match the world standards in terms of physical 
facilities as well as providing innovations to attract 
more tourists to the region. Therefore, this study 
addressing organizational culture, employee 
empowerment and innovation is performed on hotels 
that serve in a city of Turkey that is open to 
innovation. Data was collected from hotel employees. 
The total number of employees is 548 in the 
aforementioned 10 hotels. The sample size selected 
from this population within 95% confidence limits 
with 5% error margin prediction is determined as 
419. When determining the sampling size, one of the 
random sampling techniques, the stratified sampling 
method is used. The reason for selecting this method 
is that the representation of the sample is 
strengthened with each hotel participating in the 
study at the rate of its own number of employees. 
 
IV. RESULTS 
 
The results of the hierarchical regression analysis that 
is applied to test the H1a, H1b, H1c and H1d  hypotheses 
suggesting that the increase of level of employee 
empowerment will increase product innovation, 
process innovation, strategy innovation and market 
innovation repectively, showed that the H1a, H1b, H1c 
and H1d  hypotheses were supported. 
Analysis showed that the coefficients of employee 
empowerment in the third model (β= 0,439 p= 0,000) 
and the ultimate fourth model (β= 0,356, p= 0,000) 
are positive and statistically significant and this 
variable effects the product innovation positively. 
Therefore, H1a was accepted. 
Analysis showed that the coefficients of employee 
empowerment in the third model (β= 1,153, p= 0,000) 
and the ultimate fourth model (β= 0,940, p= 0,000) 
are positive and statistically significant and this 
variable effects the process innovation positively. 
Therefore, H1b was accepted. 
Analysis showed that the coefficients of employee 
empowerment in the third model (β= 0,301, p= 0,000) 
and the ultimate fourth model (β= 0,246, p= 0,000) 
are positive and statistically significant and this 
variable effects the strategy innovation positively. 
Therefore, H1c was accepted. 

Analysis showed that the coefficients of employee 
empowerment in the third model (β= 0,297, p= 0,000) 
and the ultimate fourth model (β= 0,242, p= 0,000) 
are positive and statistically significant and this 
variable effects the market innovation positively. 
Therefore, H1d was accepted 
When the equations involving variables that affect 
product innovation are examined, the beta coefficient 
of the clan culture in the second model, where the 
clan culture is included in the hierarchical regression 
analysis, was not found significant (β= -0,012, p= 
0,802). This variable’s coefficient in the fourth model 
which has the strongest explanatory power for 
product innovation, was not significant (β= 0,003, p= 
0,939) and therefore, H4a hypothesis was rejected. 
Therefore, clan culture does not affect the product 
innovation at a significant level. 
According to the analysis that includes the variables 
affecting the process innovation, beta coefficient of 
clan culture in the second model, where the clan 
culture was included in the hierarchical regression 
analysis, was not found significant (β= -0,141, p= 
0,194). Due to the fact that this variable’s coefficient 
in the fourth model which has the strongest 
explanatory power, was not found significant (β= -
0,055, p= 0,465), the H4b hypothesis was rejected. 
Therefore, clan culture does not affect the process 
innovation at a significant level. 
According to the analysis that includes variables 
affecting strategy innovation, the beta coefficient of 
clan culture in the second model where the clan 
culture was included in the hierarchical regression 
analysis, was found insignificant with slight 
difference (β= -0,077, p= 0,051). Due to the fact that 
this variable’s coefficient in the fourth model which 
has the strongest explanatory power, was not found 
significant (β= -0,047, p= 0,175), the H4c hypothesis 
was rejected. Therefore, clan culture does not affect 
the strategy innovation at a significant level. 
According to the analysis that includes variables 
affecting market innovation, the beta coefficient of 
clan culture in the second model where the clan 
culture was included in the hierarchical regression 
analysis, was found insignificant (β= -0,058, p= 
0,107). Due to the fact that this variable’s coefficient 
in the fourth model which has the strongest 
explanatory power, was not found significant (β= -
0,045, p= 0,149), the H4d hypothesis was rejected. 
Therefore, clan culture does not affect the market 
innovation at a significant level. 
Analysis showed that the coefficients of employee 
empowerment in the third model (β= 1,153, p= 0,000) 
and the ultimate fourth model (β= 0,940, p= 0,000) 
were positive and found statistically significant which 
indicates that this variable affects the process 
innovation positively. Therefore, the hypothesis H1b 
was accepted. 
Analysis showed that the coefficients of employee 
empowerment in the third model (β= 0,301, p= 0,000) 
and the ultimate fourth model (β= 0,246, p= 0,000) 
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were positive and found statistically significant which 
indicates that this variable affects the strategy 
innovation positively. Therefore, the hypothesis H1c 
was accepted. 
Analysis showed that the coefficients of employee 
empowerment in the third model (β= 0,297, p= 0,000) 
and the ultimate fourth model (β= 0,242, p= 0,000) 
were positive and found statistically significant which 
indicates that this variable affects the market 
innovation positively. Therefore, the hypothesis H1d 
was accepted. 
When the equations that include the variables 
affecting product innovation, beta coefficient of clan 
culture in the second model, where the clan culture 
was included in the hierarchical regression analysis, 
was found insignificant (β= -0,012, p= 0,802). In the 
fourth model which has the strongest explanatory 
power for product innovation, this variable’s 
coefficient was insignificant (β= 0,003, p= 0,939) and 
thus, the hypothesis H4a was rejected. Therefore, clan 
culture does not affect product innovation at a 
significant level. 
According to the analysis that involves the variables 
affecting the process innovation, beta coefficient of 
clan culture in the second model, where the clan 
culture was included in the hierarchical regression 
analysis, was found insignificant (β= -0,141, p= 
0,194). Because the coefficient of this variable was 
not significant in the fourth model which has the 
strongest explanatory power (β= -0,055, p= 0,465), 
the hypothesis H4b was rejected. Therefore, clan 
culture does not affect the process innovation at a 
significant level. 
According to the analysis that involves the variables 
affecting the strategy innovation, beta coefficient of 
clan culture in the second model, where the clan 
culture was included in the hierarchical regression 
analysis, was found insignificant with slight 
difference (β= -0,077, p= 0,051). Because the 
coefficient of this variable was not significant in the 
fourth model which has the strongest explanatory 
power (β= -0,047, p= 0,175), the hypothesis H4cwas 
rejected. Therefore, clan culture does not affect the 
strategy innovation at a significant level. 
According to the analysis that involves the variables 
affecting the market innovation, beta coefficient of 
clan culture in the second model, where the clan 
culture was included in the hierarchical regression 
analysis, was found insignificant with slight 
difference (β= -0,058, p= 0,107). Because the 
coefficient of this variable was not significant in the 
fourth model which has the strongest explanatory 
power (β= -0,045, p= 0,149), the hypothesis H4d was 
rejected. Therefore, clan culture does not affect the 
market innovation at a significant level. 
To test the effects of the interaction between the clan 
culture and employee empowerment on product, 
process, strategy, and market, the relative coefficients 
of the interaction factors in the fourth models that 
were involved in the analysis were examined. 

According to the analysis, the hypothesis H5a 
suggesting that as the level of employee 
empowerment increases, the positive effect of clan 
culture on product innovation was accepted because 
as can be seen in Table 4.23, the coefficient of the 
interaction factor is positive and statistically 
significant (β= 0,031, p= 0,04). However, it is 
determined that the interaction between employee 
empowerment and clan culture does not affect the 
process innovation (see Table 4.24, 4. Model,  β= 
0,019, p= 0,392) and strategy innovation  (4. Model,  
β= -0,004, p= 0,691) at a significant level 
statistically. Therefore, the hypotheses H5b ve H5c 
were rejected. H5d hypothesis suggesting that as the 
employee empowerment increases, the positive effect 
of clan culture on market innovation increases, was 
accepted (Model,  β= 0,018, p= 0,045). 
Analysis showed that the coefficients of hierarchy 
culture in the second (β= -0,229, p= 0,000) and 
ultimate fourth model (β= -0,091, p= 0,005) were 
negative and statistically significant. This indicates 
that this variable affects the product innovation 
negatively. 
When the analysis performed in terms of process 
innovation, it is seen that the hierarchy culture is 
significant in the second model and there is a 
coefficient with negative value (β= -0,538, p= 0,000), 
however, the coefficient in the fourth model was not 
significant (β= -0,117, p= 0,70). Considering that the 
fourth model is the model that has the strongest 
explanatory power, H8b hypothesis was rejected. 
Theresults of the analysis that examined the 
hypothesis H8c and H8d suggesting that the hierarchy 
culture affects the strategy and market innovation 
negatively, repectively, was summarized. According 
to the second (β= -0,179, p= 0,000) and the fourth 
model (β= -0,072, p= 0,015), the coefficient of this 
variable is significant and has a negative value. 
Therefore, the hypothesis H8c suggesting that as the 
hierarchy culture increases the strategy innovation 
will decrease, was accepted. Similarly, according to 
the second (β= -0,171, p= 0,000) and the fourth 
model (β= -0,082, p= 0,002), the coefficient of the 
hierarchy culture variable is statistically significant 
and negative. Therefore, it can be said that as the 
hierarchy culture increases in a company, the strategy 
innovation decreases. 
H9a, H9b, H9c and H9d hypotheses address the effect of 
the interaction of hierarchy culture and employee 
empowerment on innovation types. According to 
these hypotheses, as the employee empowerment 
application increases, the negative effect of the 
hierarchy culture on the related innovation type 
decreases. According to the analysis performed to test 
the aforementioned hypotheses, all hypotheses were 
supported and found to have a shaping role on the 
relationship between hierarchy cultre and innovation 
types. The coefficient of the interaction factor in the 
fourth model (β= 0,043, p= 0,000) was found positive 
and statistically significant. Therefore, it is found that 
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as the employee empowerment applications increase, 
the limiting effect of hierarchy culture on product 
innovation weakens. Similarly, variables showing the 
interaction of hierarchy culture and employee 
empowerment in the fourth model (β= 0,093, p= 
0,000), fourth model (β= 0,016, p= 0,018) and fourth 
model (β= 0,024, p= 0,000) have positive coefficients 
and these coefficients are statistically significant. 
These findings indicate that the employee 
empowerment has a shaping role on the effect of 
hierarchy culture on product, process, strategy and 
market innovation. Also, it is found that as the 
organization’s employee empowerment level 
increases, the negative effects of hierarchy culture on 
innovation types decrease. 
According to the results of the descriptive factor 
analysis applied to the organizational culture scale 
used in this research, the “adhocracy culture” 
dimension that is involved in the original scale was 
not found as a valid and reliable dimension and 
therefore, hypotheses related to this dimension could 
not be tested. As it can be seen, the hierarchy culture 
affected the organizational innovation negatively. 
Literature search shows that important researchers 
such as Desphande et al. (1993), Mintzberg (1983), 
Jaworski and Kohli (1993), Freel (2003), Öğüt et al. 
(2007) found similar results.  
Consideringthefindingthat organizational culture is an 
element that affects organizational innovation, 
companies need to create an organizational culture 
that highlights flexibility, that isoriented towards an 
entrepreneurial, creative, and adaptive rather than 
regulatory and organizing culture structures 
(hierarchical culture) that emphasize command, 
normativeness, and stability. Particularly founders 
and leaders should act as mentors as well as being in 
a position to take risks. Academic institutions that 
train managers or employees and institutions that 
provide training to companies should design training 
programs highlighting these characteristics. 
Considering the benefits of innovations to the 
country’s economy and to society, governments 
should provide incentive programs that allow 
organizations to change their cultures towards this 
directions. Governments, also, should support the 
current programs. 
In addition to the organization culture, it is found that 
employee empowerment is an important element that 
affects innovation such that employee empowerment 
plays a detractive role on negative effects of 
hierarchy culture. Starting from this point, companies 
should become a decentralized structure where 
employees can participate in decision making. 
Additionally, employees should continuously be 
trained so that they will not make any mistakes when 
making decisions. Also, a team work based 
environment should be created so that employees can 
share the risk and innovations made should be 
rewarded. Academic institutions and consultants 
should provide training to companies on how to 

incorporate employee empowerment to their 
organizational cultures as well as encouraging them. 
Considering the fact that innovation and innovation 
based production will accelerate development, 
governments should lead companies in terms of 
developing employee empowerment training 
programs and they should give incentives to 
companies that are applying these programs.  
Academic institutions and companies with their 
different disciplines and different perspectives should 
act with the awareness that innovation is not possible 
with only engineering activites. They should provide 
internship opportunities in global institutions so that 
their students and employees will learn about 
different organizational cultures and employee 
empowerment. In this context, a study for a few 
months in companies located in particularly 
developed countries will contribute both to managers 
and the potential future employees. Governments 
should made deals to make these transitions easier 
and provide funding opportunities. 
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