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Abstract

Corporate entrepreneurial behavior within the organizational structure encompasses
innovative activities, risk-taking, and proactiveness of employees, which emerge and are
directed within the framework of rules, hierarchies, and the specific bureaucracy governing
public sector organizations. These behaviors are generally aimed at improving services,
increasing efficiency, and creating public value within existing structural constraints. The main
objective of the present study is to design the internal relationships among the behavioral
dimensions of corporate entrepreneurship within the organizational structure in the public
sector by employing Interpretive Structural Modeling (ISM). The research method is
qualitative—quantitative. In this study, using purposive sampling, 15 experts in public
management and organizational behavior—recognized for their contributions to the fields of
corporate entrepreneurship and organizational structure—were selected as the statistical
sample. Through the ISM approach, the internal relationships among the components of the
research were identified. The findings revealed that the individual criterion dimension forms
the foundation of the model and influences three other variables. Bidirectional relationships
were observed between the motivational criterion and the relational criterion; these two
variables are positioned at the second level and affect the cultural criterion.
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Extended Abstract
Introduction
In the face of unprecedented technological, social, and economic transformations, public sector
organizations increasingly struggle to adapt to environmental complexity and deliver sustainable
public value. Relying on rigid bureaucratic structures and outdated managerial models has limited
their ability to respond to dynamic challenges such as rapid digitalization, intensified global
competition, and rising citizen expectations (Chaubey & Sahoo, 2022). To remain effective, public
organizations must embrace organizational entrepreneurship (OE) —a multidimensional paradigm
centered on fostering innovation, risk-taking, and proactivity among employees (Firouzyar &
KiaKojouri, 2013). Organizational entrepreneurship, traditionally studied in private firms, is now
recognized as a key lever for creating public value, enhancing service quality, and increasing
administrative efficiency (Berenji et al., 2024).
Yet, OE does not emerge in a vacuum; it is strongly shaped by organizational structure—the formal
configuration of roles, rules, and communication channels that govern organizational life (Radpour
et al., 2024). Structures that emphasize flexibility, low centralization, and open communication enable
innovative thinking and experimentation, while rigid and highly formalized structures suppress
individual initiative and knowledge sharing (Majidi et al., 2023; Ogaard et al., 2024). Research shows
that when employees perceive an enabling environment with reduced bureaucratic constraints and
supportive leadership, their creativity and proactive behaviors increase (Wang et al.,, 2023).
Furthermore, organizational culture—the shared values and beliefs shaping work climate—serves
as a deep contextual layer influencing whether entrepreneurial initiatives flourish or fail (Kiakojouri,
2024a). A supportive, learning-oriented culture fosters resilience, risk acceptance, and sustained
innovative action (Mousavi, 2025).
Prior studies, however, have approached these relationships mostly in isolation. Few have examined
the interdependence among the behavioral dimensions of OE—individual attributes, motivation,
relational capacity, and cultural context—within the unique constraints of public sector structures.
Some attempts to integrate these dimensions exist (Guercini & Ceccarelli, 2024; Nikolov &
Westergren, 2024), but they often focus on private or hybrid enterprises, leaving public sector
complexities underexplored. Moreover, emerging global perspectives highlight the increasing
interplay between entrepreneurial competencies, digital transformation, and public governance
innovation (Berenji et al., 2024; Urooj et al., 2025; Zare et al., 2025). Despite these insights, the public
sector still lacks context-sensitive frameworks that capture how behavioral entrepreneurship
dimensions interact hierarchically to transform organizational culture and drive innovation (Firouzyar
& KiaKojouri, 2013).
To address this gap, the present study develops a systemic model that uncovers the internal
relationships among the behavioral dimensions of organizational entrepreneurship within public
organizational structures. Using Interpretive Structural Modeling (ISM), this research reveals how
individual-level entrepreneurial attributes cascade into motivational and relational mechanisms and,
in turn, shape the cultural infrastructure needed for sustainable entrepreneurial change. Such a
model can guide public managers in restructuring human resource and communication systems
while preparing the cultural groundwork for long-term entrepreneurial orientation (Kiakojouri, 2024b;
Radpour et al., 2024).
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Methods and Materials

This study employed a qualitative—quantitative mixed design. First, an in-depth literature review and
semi-structured expert interviews identified key behavioral dimensions of organizational
entrepreneurship relevant to the public sector. Using purposive sampling, 15 experts in public
administration and organizational behavior with scholarly and practical experience in OE and
organizational structure participated. The Interpretive Structural Modeling (ISM) method was then
applied to determine the hierarchical and causal relationships among these dimensions. Through
iterative pairwise comparisons, experts assessed the influence and dependence of each dimension,
generating self-interaction matrices and accessibility matrices. Data were synthesized into a multi-
level structural model depicting how each entrepreneurial dimension influences others within the
constraints of public organizations.

Findings

Analysis through ISM revealed a hierarchical structure comprising four key behavioral dimensions:
individual, motivational, relational, and cultural.

The individual dimension emerged as the foundational driver of organizational entrepreneurship.
Characteristics such as creativity, proactive problem-solving, internal locus of control, risk-taking,
resilience, adaptability, decision-making ability, and emotional intelligence were identified as
essential starting points. This dimension exerted direct influence on the other three dimensions,
demonstrating that entrepreneurial transformation begins with personal competencies and
psychological readiness of employees and managers.

At the second level, motivational and relational dimensions were closely intertwined and displayed
a bidirectional relationship. Motivation encompassed internal drivers such as achievement
orientation, self-efficacy, ambition, and persistence, supported by recognition and reward systems.
The relational dimension captured knowledge sharing, empowerment, collaboration, networking,
participatory communication, low bureaucracy, and strategic visioning. Results showed that
motivational forces enhance relational connectivity and, conversely, strong relational networks
reinforce individual and collective motivation to innovate.

Finally, the cultural dimension occupied the top dependent layer of the model. Elements included
supportive and flexible norms, acceptance of new ideas, learning orientation, bricolage,
organizational spirituality, strategic entrepreneurial planning, and investment in research and
development. Culture was found to be shaped cumulatively by individual entrepreneurial traits and
the interplay of motivation and relational capacity. While critical for sustaining innovation, culture
alone did not strongly influence upstream dimensions in the short term, suggesting that it evolves as
an outcome of deeper behavioral and structural forces rather than acting as a primary catalyst.
Discussion and Conclusion

The findings of this study offer a comprehensive explanation of how entrepreneurial behavior can be
systematically cultivated in the public sector. Placing the individual dimension at the base of the
hierarchy affirms long-standing evidence that entrepreneurship starts with human capital and
psychological readiness (Hosseini Astaraei et al., 2023; Radpour et al., 2024). Without employees who
are creative, proactive, and willing to take calculated risks, structural and cultural reforms remain
superficial. This aligns with prior research in digital innovation adoption in public banks (Berenji et al.,
2024) and entrepreneurship-driven service improvement (Guercini & Ceccarelli, 2024).

The mutually reinforcing relationship between motivation and relational capacity provides new insight
into how internal drivers and organizational communication systems interact. As observed by (Wang
et al., 2023) and (Zhu et al., 2023), environments where teamwork, leader-member exchange, and
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positive work climate prevail directly fuel intrinsic motivation to innovate. Conversely, motivated
employees engage more actively in collaboration and knowledge exchange, creating a self-
reinforcing cycle. This dynamic suggests that public managers should design policies that
simultaneously strengthen both motivational schemes and relational networks rather than treating
them as isolated interventions (Chaubey & Sahoo, 2022).

Perhaps the most strategic implication arises from the position of organizational culture as the
ultimate dependent variable. While culture is critical to long-term entrepreneurial orientation, it
appears to be the result rather than the initial driver of transformation in public organizations. This
contrasts with traditional managerial approaches that attempt to enforce cultural change directly.
Instead, the model indicates that cultural evolution occurs when individual competencies are
nurtured, motivational forces are harnessed, and relational networks are established. Studies on
organizational learning and dynamic culture (Kiakojouri, 2024a; Mousavi, 2025) support this
trajectory, emphasizing the incremental development of entrepreneurial values through empowered
and connected employees.

Additionally, this study’s insights resonate with the global movement toward digitally enabled
entrepreneurship in the public sector (Urooj et al., 2025; Zare et al., 2025). By reinforcing individual
capabilities and creating motivational and relational readiness, organizations can more effectively
leverage emerging technologies to enhance transparency, agility, and citizen-centric innovation. The
systemic perspective provided by ISM thus bridges human, structural, and technological aspects of
public entrepreneurship.

In conclusion, the study advances theoretical understanding by integrating behavioral
entrepreneurship dimensions into a multi-level structural model tailored to public sector realities.
Practically, it provides managers with a diagnostic framework to guide interventions: start by building
individual entrepreneurial competencies, implement dynamic motivational and communication
systems, and allow culture to evolve organically as these forces mature. By acknowledging the
hierarchical and reciprocal nature of these dimensions, public organizations can move beyond
fragmented initiatives toward sustained entrepreneurial transformation and adaptive public service
delivery.
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