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 The COVID-19 phenomenon led to an increase in the digitalization of the tourism sector, reducing 
the demand for services and affecting business performance. There is no doubt that leadership plays 
a fundamental role in the management of organizations. Therefore, it is necessary to delve deeper 
into the study of the collaborative style to build social capital and measure the impact it can generate 
on the performance of tourism companies. The influence of collaborative leadership, in its 
dimensions of resources and work environment, as well as the mobilization of interest groups, on 
financial and non-financial performance was analyzed, in addition to the mediation of social capital 
in this relationship. It was carried out under a quantitative approach, not experimenting in the 
design, taking the data only once, the sample was made up of 782 representatives of Peruvian 
tourism companies, using self-administered questionnaires and SEM for the analysis. The results 
indicate that resources and the work environment positively impact financial performance, but not 
social capital. Furthermore, stakeholder management influences both non-financial performance 
and social capital. Likewise, it is confirmed that social capital positively affects both dimensions 
of organizational performance. A partial mediation of social capital was found, as stakeholder 
management was associated with non-financial performance, with no mediation in the relationship 
between resources and work environment on financial performance. These findings highlight the 
need to strengthen collaborative leadership to improve the performance levels of companies that 
provide tourism services. 
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1. Introduction 

Peru has established itself as a must-see tourist destination for people from all over the world, thanks to its impressive cultural 
heritage, with valuable pre-Columbian traditions and the legacies of the Inca civilization (Cox Hall, 2022), as well as 
internationally renowned archaeological sites such as Machu Picchu, one of the most iconic among the seven wonders of the 
modern world. This global recognition reinforces Peru's position as a tourist destination of excellence, achieving the 
distinction of "Best International Destination" in the 2024 National Geographic Travel Readers' Choice Awards. 

However, Peruvian tourism service companies face significant challenges in trying to meet growing international demand 
without compromising the sustainability of its natural resources or the cultural authenticity that distinguishes the country 
(Hajarrahmah et al., 2024). The effects of COVID-19 were devastating for the sector, causing an economic and operational 
slowdown that threatened the viability of many local businesses (Al-Omoush et al., 2022; Gabriel-Campos et al., 2021). 
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However, the sector is in the process of recovery, with strategies aimed at optimizing resource management and improving 
quality standards (Prayag et al., 2024). 

Collaborative leadership is emerging as a key strategy to strengthen the performance of tourism service companies. This type 
of leadership facilitates synergy and goal alignment among multidisciplinary teams (Ali et al., 2022), promoting an inclusive 
environment that encourages active employee participation, increasing organizational commitment, and driving innovation 
(Ly, 2024). In the tourism sector, where tourist demands are diverse and changing, collaborative leadership enables greater 
agility and adaptability to market expectations (Alang et al., 2022). This approach values diverse knowledge and skills, which 
favors the implementation of sustainable and authentic practices, essential for maintaining competitiveness and social 
responsibility. 

Social capital, understood as networks of trust, shared norms and cooperative relationships within organizations, proves to be 
an important element in achieving better results when applying collaborative leadership. By strengthening ties between team 
members and facilitating internal coordination, it enhances the capacity of collaborative leadership to achieve positive 
organizational outcomes (Wulandhari et al., 2022). In dynamic sectors such as tourism, social capital fosters greater team 
cohesion, enables knowledge sharing, and rapid adaptation to environmental changes (Chong & Malakhova, 2024). 
Furthermore, it promotes a sense of collective responsibility toward sustainability, incentivizing practices that balance 
profitability with respect for natural and cultural resources, which are essential for ethical and sustainable business 
development (Alghababsheh & Gallear, 2021). 

The main objective of this research was to explain the relationship between collaborative leadership, social capital, and 
organizational performance in the tourism sector. Through the relationship between the components of collaborative 
leadership, we seek to identify its impact on the processes of building social capital and how it influences organizational 
performance, both financial and non-financial. 

2. Theoretical foundation and hypothesis development 
 

2.1. Collaborative Leadership 
 

Collaborative leadership theories are framed within contemporary approaches to relational or horizontal leadership, which 
emphasize its importance in various social and contextual processes in understanding the leadership phenomenon (VanWart, 
2013). Collaborative leadership focuses on the quality of interpersonal and interorganizational interactions, highlighting its 
crucial role in the generation of collective value, in organizational learning processes and in institutional transformation (Uhl-
Bien & Ospina, 2012). Along the same lines, Van Wart (2013) connects collaborative leadership with various theories, 
including the theory of leadership substitutes (Kerr & Jermier, 1978), the theory of high-performance teams (Katzenbach and 
Smith, 1993), the theory of social changes (Crosby & Bryson, 2005), and the theory of adaptive leadership proposed by 
Heifetz (1994). All of them share an approach aimed at promoting more inclusive, resilient and change-oriented organizational 
systems. 

This type of leadership is known as facilitative leadership, adaptive or catalytic leadership, and is characterized by the 
distribution of power and authority between different organizational levels and institutional actors (Crosby & Bryson, 2005; 
Van Wart, 2013). This approach promotes cooperative work environments where shared responsibility prevails, as well as 
commitment to common goals. The collaborative leader seeks to build an inclusive and cohesive organizational culture 
oriented toward a collective purpose. According to Ansell and Gash (2008), collaborative leadership involves coordinating 
multiple stakeholders in an environment of mutual trust, and fosters the inclusion and empowerment of key actors (Vangen 
& Huxham, 2003). 

Rubin (2009) points out that the effective implementation of collaborative leadership requires effective communication and 
the appropriate use of organizational resources, which creates a climate conducive to sustainable collaborative relationships. 
Finally, recent research has highlighted the relevance of collaborative leadership both in contexts within organizations, as 
well as when interacting with other organizations (Whitford et al., 2010), underlining its potential to achieve results that would 
be impossible through individual or fragmented efforts. 

2.2. Social capital 
 

Supported by the theory that underpins social capital, social relations between individuals are considered a set of productive 
resources that facilitate the achievement of objectives at a collective level, both in social and organizational contexts. Thomas 
and Gupta (2021) conceptualize the construct as the network of interpersonal links that are established within a society, 
through which individuals’ access both tangible and intangible resources that strengthen various capacities for action. It is 
also defined as a series of resources that are available and integrated into networks of social interactions that a person or entity 
manages and mobilizes within their environment (Berraies et al., 2020). 

Authors such as Tsai and Ghoshal (1998) empirically demonstrated the key role of this type of capital in the exchange within 
organizations, by improving knowledge flows and driving innovation. This process facilitates the introduction of novel ideas, 
strengthening organizational development, and improving adaptive capacity. Along these lines, Nahapiet and Ghoshal (1998) 
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propose three fundamental dimensions of social capital: structural, relational, and cognitive. These dimensions allow us to 
analyze how social networks, interpersonal ties, and shared interpretative frameworks influence the generation, access, and 
mobilization of strategic resources. 

The second, structural, focuses on the configuration of the social network in terms of connections and communication channels 
that allow access to strategic information. While the relational one is mainly focused on the quality of interpersonal ties, 
including trust, reciprocity and shared norms, which foster cooperative processes. The cognitive dimension, for its part, refers 
to the collective construction of meanings and objectives, generating cohesion and shared meaning within organizations. Yeo 
and Lee (2019) identified positive correlations of cognitive social capital with subjective financial well-being and 
organizational performance, emphasizing that social capital is critical to organizational effectiveness. 

2.3. Organizational performance 
 

This type of performance has become a main indicator to evaluate effectiveness when it comes to objectives at the strategic 
and operational level in the company, whether they operate in developed countries or in those that are in the process of 
development (Villazón et al., 2020). This concept is applicable to companies of various sizes (small, medium, and large 
corporations) as it provides a comprehensive view of their management capacity, operational efficiency, and long-term 
sustainability (Kutzschbach et al., 2021). Richard et al. (2009) stated that organizational performance is a determining tool 
for measuring institutional effectiveness, considering not only economic results but also other dimensions of value. However, 
previous research has paid limited attention to identifying the factors that shape a comprehensive performance assessment, 
especially with regard to the articulation of financial and non-financial metrics (Richard et al., 2008). Furthermore, despite its 
recognized theoretical relevance, this construct is still imprecise and heterogeneous in management literature, due to the 
diversity of objectives, sectors and contexts in which organizations operate. 

Lusthaus and Adrien (1998) argue that the primary objective of every organization is to optimize its performance, with an 
emphasis on profitability as a central component. However, Richard et al. (2009) proposes a broader approach, which includes 
three key dimensions: market performance, financial performance and knowing how to generate value for those who make up 
the organization. Within this framework, the services sector faces specific challenges related to its competitiveness, service 
quality, and financial sustainability (Asghar et al., 2020; Rehman et al., 2019). Therefore, the research adopts a holistic 
approach, incorporating financial and non-financial indicators to comprehensively assess organizational performance. 

2.4. Collaborative leadership and organizational performance 
 

Collaborative leadership is recognized as a fundamental element for optimizing organizational performance. This leadership 
approach encourages greater integration of resources, people and information flows when providing services, which 
contributes significantly to improving organizational performance (McGuire and Silvia, 2009). Recent research on leadership 
theories applied to the public sector has provided empirical evidence supporting the positive influence of leadership behavior 
on employee motivation and organizational outcomes (Tummers & Knies, 2013; Wright et al., 2012). The findings 
demonstrate how important collaborative leadership is for achieving organizational effectiveness and sustainability. In 
Taiwan, in the public sector, research identified that the various dimensions of collaborative leadership significantly impact 
organizational performance (Hsieh & Liou, 2018). The findings suggested that implementing collaborative leadership 
practices, such as mobilizing key stakeholders and creating inclusive work environments, favors improved performance 
indicators in public organizations. Another study in Egyptian hospitals, carried out by Ibrahim et al. (2024) demonstrated that 
collaborative leadership has a crucial impact on the work performance of nurses. These results underscore how collaborative 
leadership practices directly contribute to improved performance in service organizations. 

2.5. Collaborative leadership and social capital 
 

A study conducted with hospital employees in Japan showed that collaborative leadership had significant implications in 
developing and strengthening social capital in this service sector (Kida et al., 2024). The findings suggest that implementing 
leadership based on cooperation and empowerment facilitates knowledge sharing, enhances mutual trust, and effectively 
integrates multidisciplinary teams, which contributes to organizational development and improves the quality of healthcare 
services. Another study showed that different leadership approaches have positively impacted the development of social 
capital within companies located in growth environments in India, fostering organizational cohesion, interpersonal trust and 
optimizing resource sharing (Subramony et al., 2018). A study conducted in Iran showed that different leadership styles 
positively explained social capital, highlighting its fundamental role in building strong organizational networks, generating 
trust and strengthening cohesion among those who make up an organization (Golmoradi & Ardabili, 2016). 

2.6. Social capital and organizational performance 
 

Research conducted in South Korean hotels showed direct and significant relationships when measured with organizational 
performance (Kim & Shim, 2018). The findings reveal that effective interconnectivity among organizational members, mutual 
trust, and shared understanding generate more collaborative, innovative, and competitive organizational environments, which 
positively impact institutional outcomes. Along similar lines, a study conducted in small Spanish businesses found that 
economic performance is primarily influenced by resources derived from professional and institutional networks, surpassing 
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other components of social capital in impact (Hernández-Carrión et al., 2017). The findings demonstrate how important it is 
to establish strategic links with key players in the business and institutional environment, as these provide access to critical 
information, development opportunities and institutional support, essential factors for organizational sustainability in highly 
competitive contexts. 

2.7. Mediation of social capital 
 

In a study conducted with healthcare professionals in Japan, social capital was identified as playing a mediating role in the 
relationship between collaborative leadership and job performance. Collaborative leadership, when it fosters meaningful and 
strong social networks and trusting relationships, was found to indirectly influence better employee performance through 
social capital (Kida et al., 2024). Another study was conducted by Zheng et al. (2017) in the Chinese context, specifically in 
construction projects, demonstrating positive impacts of leadership on the performance of innovative processes, an effect that 
is enhanced through knowledge sharing. It has also been demonstrated that social capital has a mediating effect, showing that 
different levels of social capital tend to significantly influence when measuring the relationship between leadership and 
innovation, facilitating collaboration, trust and the effective flow of information within work teams. On the other hand, partial 
mediation of social capital was found when relating different leadership styles and organizational learning, which in turn 
contributes to greater organizational performance, effectively improving leadership by promoting continuous learning 
environments and improving organizational performance (Golmoradi and Ardabili, 2016). 

 
 
 
 
 
 
 
 
 
 

 

 

 

 

Fig. 1. Proposed conceptual model (Source: Prepared by the authors). 

 

Taking into account the analysis of various academic sources, various theoretical relationships are identified, which are 
presented schematically in Fig. 1. These relationships become the conceptual framework to be studied and provide theoretical 
support for the formulation of research hypotheses, which seek to evaluate the impact and interdependence of key variables 
in a very important Peruvian sector. 

H1: The resources and work environment of collaborative leadership significantly impact the financial performance of 
Peruvian tourism companies. 

H2: The resources and work environment of collaborative leadership significantly influence social capital in Peruvian tourism 
companies. 

H3: The mobilization of collaborative leadership actors significantly influences the social capital of Peruvian tourism 
companies. 

H4: The resources and work environment of collaborative leadership significantly influence the non-financial performance 
of Peruvian tourism companies. 

H5: Social capital significantly influences the financial performance of Peruvian tourism companies. 

H6: Social capital significantly influences the non-financial performance of Peruvian tourism companies. 

3. Method 
 

The methodological section describes the procedures used for data collection, the participants involved, and details the stages 
of the process, from the selection of instruments to the application, organization, and analysis of the information, in order to 
guarantee the validity and reliability of the results obtained. 
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3.1. Sampling and data collection 
 

The data used in the research was collected from October to December 2024. Respondents were invited to complete the survey 
prepared online, for which the anonymous link generated on the Google Forms platform was sent. The target population 
included associations that represent tourism operating companies in the Cusco region. In order to apply the survey, the selected 
subjects were asked for their informed consent through a digital form, thus guaranteeing voluntary participation. In addition, 
they were informed of the confidentiality of the data and the purpose of what was investigated. 

The sample used was a convenience, non-probability sample, aimed at managers and employees of tourism companies. The 
survey was distributed to 1,200 companies, of which 798 fully completed responses were received, representing 66.5% of the 
total sent. However, 16 surveys that had been completed by people under 18 years of age were eliminated, leaving the final 
sample at 782 participants. To ensure data quality, Mahalanobis distance analysis (Cabana et al., 2021; Mahalanobis, 1936) 
was applied, which confirmed the absence of significant outliers and validated the records considered in the analysis. 

The demographic characterization of the sample included 52% (n = 407) of the participants as men and 48% (n = 375) as 
women. The largest number of participants were in the 31 to 40 age range (38.2%), another important group were from 21 to 
30 years old (34.8%) and from 41 to 50 years old (12.7%). Regarding educational level, 47.2% had university studies, 21% 
had secondary education, and 27% had technical training. Regarding work experience, 46.7% had between 1 and 5 years of 
experience, 22.3% between 6 and 10 years, 16.8% less than a year, and 14.3% more than 10 years. By job function, 37% were 
administrators, 35% owners, 19.3% workers with no specific position, and 8.7% managers. Regarding business activity, 36% 
were in the restaurant sector, followed by lodging (22.3%), travel agencies (10.5%), and bars or bar-restaurants (10.2%).  

3.2. Measures 
 

This study used an instrument composed of three previously validated scales: the first to measure collaborative leadership, a 
second to measure social capital, and a third to measure organizational performance. It included 25 items, assessed using a 
five-level Likert scale, ranging from “Strongly disagree” to “Strongly agree”. To measure collaborative leadership, the 
instrument developed by McGuire and Silvia (2009) was used. Comprised of 10 items in two main dimensions: resources and 
work environment, and stakeholder mobilization. This scale has demonstrated strong psychometric properties and adequate 
levels of reliability, obtaining Cronbach's alphas with values greater than 0.80 in previous studies. 

Social capital was assessed using the Liu et al. (2014) scale, adapted to contain 6 items. This instrument achieved good internal 
consistency, with alphas greater than 0.80, which supports its reliability in different environments. Regarding organizational 
performance, the scale proposed by Avci et al. (2011) was used., which consists of six items, was applied. This scale has been 
shown to have high reliability levels and alpha values above 0.81. 

All scales used are available in English. To ensure an accurate and culturally relevant translation, a specialized translator was 
hired, who carried out a rigorous translation process, first from English to Spanish, and then vice versa to the original language. 
This procedure ensured the semantic and conceptual equivalence of the items in the target language. 

3.3. Data analysis 
 

Due to the use of self-report questionnaires, bias was measured using the common method (Podsakoff et al., 2003). This bias 
can arise when the shared variance between variables is due more to the collection method than to the underlying theoretical 
constructs, thus compromising the validity of the results. To mitigate this risk, the one-factor test recommended by Harman 
was used. According to Podsakoff and Organ (1986) this suggests that there is a significant bias when the set of elements of 
the model forms a single factor, in addition to the factor concentrating the greatest total variance. When applying the EFA to 
unrotated principal components, the results obtained showed that the first factor explained only 28.32% of the total variance. 
This result indicates that the common method bias is low.  

Non-response bias was also examined by assessing whether there were systematic differences between the initial respondents 
and those who responded in the second phase. For this purpose, the procedure of Armstrong and Overton (1977) was used, 
which proposes to compare the means of the questions of each variable. Statistical analysis using SPSS, with significance 
levels of 0.05, did not indicate major differences with statistical significance when comparing both groups. This suggests that 
there is no evidence of non-response bias, thus strengthening the validity of the results obtained. The KMO and Bartlett's 
sphericity were necessary to calculate to determine if the data were suitable, as stated by Kim et al. (2016). These indicators 
allowed us to verify the feasibility of the factor analysis prior to model estimation. Subsequently, the measurement model was 
evaluated and the structural model (SEM) was estimated to test the hypotheses derived from the proposed conceptual model. 
Both the CFA and SEM were estimated using the maximum likelihood (ML) method, a robust technique based on error 
covariances and recommended for large samples, even when multivariate normality is not strictly observed (Schumacker & 
Lomax, 2004). To measure the model's goodness-of-fit, various indices were used, including the global fit index (GFI), the 
chi-square index divided by the degrees of freedom (χ²/df), the comparative fit index (CFI), the Tucker-Lewis index (TLI), 
and finally the root means square error of approximation (RMSEA). Following the criteria of Xia and Yang (2019), a good 
fit is defined as a χ²/df less than 3; the CFI and TLI indicators exceeded 0.95, and the RMSEA was less than 0.06 with a 90% 
confidence interval. Convergent validity was assessed using Cronbach's alpha (α) and standardized factor loadings, following 
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the criteria of Ercan et al. (2007). The discriminant validity test postulated by Fornell and Larcker was carried out, as well as 
the cross-loading analysis proposed by Hamid et al. (2017). These analyses were performed using AMOS, version 24. 

4. Results 
 

The results obtained throughout the research process are presented below, which allow us to analyze and respond to the 
objectives set, providing empirical evidence that supports the conclusions and contributions of the study in the context 
addressed 

4.1. Presentation of results at a descriptive level 
 

Looking at Table 1, the mean and standard deviation values for the following dimensions are evident: resources and work 
environment, stakeholder mobilization, social capital, financial and non-financial performance. The factor scores were 
determined by adding the scores obtained in each item of each variable, then dividing it by the total number of items. The 
measures obtained for resources and work environment (m=4.04, skewness=-0.795, kurtosis=1.686, standard deviation 
0.714), for actor mobilization (M=3.62, A=-0.473, C=0.431, SD=0.706), for social capital (M=3.3, A=-0.354, C=-0.024, 
SD=0.715), financial performance (M=3.48, A=-0.262, C=0.213, SD=0.708) and non-financial performance (M=3.78, A=-
0.364, C=0.263, SD=0.677). 

Table 1 
Statistical description of core variables 

Variables/ Dimensions Mean (M) Asymmetry (A) Kurtosis (C) Standard deviation (SD) 
Collaborative Leadership     
1. Resources and Work Environment 4.04 -0.795 1.686 0.714 
2. Stakeholder Mobilization 3.62 -0.473 0.431 0.706 
Social Capital 3.30 -0.354 -0.024 0.715 
Organizational Performance     
1. Financial Performance 3.48 -0.262 0.213 0.708 
2. Non-Financial Performance 3.78 -0.364 0.263 0.677 

Note: n=782 
 

4.2. Confirmatory evaluation of latent constructs 
 

The findings obtained after the sample adequacy and sphericity confirmed the viability of the factor analysis on the data matrix 
of this study. Specifically, KMO index yielded a value of 0.88, close to unity, and a significant level for Bartlett's sphericity 
(p = 0.000), supporting the suitability of the data for confirmatory factor analysis (CFA). Consequently, the CFA was applied, 
which allowed the dimensionality of the variables under study to be evaluated. Both leadership and performance were 
analyzed using a factor structure with two dimensions each, while the social capital scale was assessed using a unidimensional 
factor structure. During the evaluation of the initial measurement model, it was identified that some items did not present 
satisfactory factor loadings. Therefore, items with factor loadings below the critical threshold of 0.65 were eliminated and 
were not considered in the final measurement model, in accordance with the standards established for social studies (Kline, 
2011). The following were excluded: CL9 and CL10, SC1, SC2, OP4 and OP6, whose factor loadings were 0.35, 0.41, 0.27, 
0.52, 0.39 and 0.46, respectively. After model refinement, adequate values were obtained for the goodness-of-fit indices (CFI 
= 0.932; TLI = 0.928; RMSEA = 0.049), suggesting an adequate fit to the data. 

4.2.1. Calculation of convergent validity  
 

The factor loadings and Cronbach's alphas (α) provided support for the reliability of all the variables that were measured, 
considering a previously established critical threshold. Table 2 contains the results obtained, which showed adequate internal 
reliability, with values above 0.803 for the variable social capital, while the other variables presented even higher values. 
Furthermore, convergent validity was assessed using the AVE, using a critical value of 0.50 as a reference, according to the 
methodological proposal of Hair et al. (2014). This confirmed the convergent validity of the dimensions analyzed. 

Table 2 
Consistency and variance explained by latent variables 

Variables/Dimensions  Cronbach’s Alpha AVE 
Resources and work environment 0.856 0.501 
Stakeholder mobilization 0.804 0.578 
Share capital 0.803 0.587 
Financial performance 0.822 0.606 
Non-financial performance 0.816 0.514 

 
4.2.2. Verification of discriminant validity 
 

According to Fornell and Larcker (1981), the mean variance extracted (MVE) values in the latent variables that made up the 
model exceeded the correlations with other factors in the same model, fulfilling what was proposed by Hair Jr. et al. (2021). 
These results confirm the discriminant validity of each construct evaluated, supported by the analysis of the loadings (Table 
3).  
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Table 3 
Discriminant validity testing of principal variables 

Variables/Dimensions RAWE SM SC FP N-FP 
Resources and work environment (RAWE) 0.708     
Stakeholder mobilization (SM) 0.506*** 0.760    
Social capital (SC) 0.229*** 0.491*** 0.766   
Financial performance (FP) 0.446*** 0.497*** 0.366*** 0.778  
Non-financial performance (N-FP) 0.525*** 0.267*** 0.235*** 0.670*** 0.717 

Note: *** p<0.001 
 

4.3. Contrasting proposed hypotheses  
 

A SEM was estimated to test the hypotheses related to the influence of RAWE on FP, the relationship between RAWE and 
SC, the effect of SM on SC, the impact of SM on N-FP, and the influence of SC on FP and N-FP. The results obtained revealed 
that RAWE exerted positive and statistically significant impacts on FP (β = 0.396, p < 0.001), supporting hypothesis H1. On 
the other hand, the influence of RAWE on SC was negative but not significant (β = -0.031, p > 0.05), leading to the refusal 
of hypothesis H2. Regarding the SM variable, positive and significant effects were identified on SC (β = 0.583, p < 0.001), 
validating hypothesis H3. Likewise, SM was found to positively influence N-FP (β = 0.105, p < 0.05), confirming hypothesis 
H4. 

Table 4 
Results of relationships between variables for hypothesis testing 

Path  β  p  Hypothesis 
(H1) RAWE  FP 0.396 *** Accepted 
(H2) RAWE SC -0.031 0.521 Not accepted 
(H3) SM  SC 0.583 *** Accepted 
(H4) SM  N-FP 0.105 0.042 Accepted 
(H5) SC  FP 0.296 *** Accepted 
(H6) SS  N-FP 0.198 *** Accepted 

Note: *** p<0.001. RAWE= Resources and work environment. SM= Stakeholder mobilization. SC= Social capital. FP= Financial performance. N-FP= 
Non-financial performance. 
 
 
 
 
 
 
 
 

 
 

 

 

 

Fig. 2. Standardized structural path coefficients. 

Furthermore, positive and significant results were obtained when relating the variables between SC and FP (β = 0.296, p < 
0.001), as well as between SC and N-FP (β = 0.198, p < 0.001), which supports hypotheses H5 and H6, respectively. As 
evidenced in Table 4, the goodness-of-fit indices obtained for the model specification were satisfactory (X²/df = 3.715; CFI 
= .952; GFI = .946; NFI = .935; TLI = .938; RMSEA = .048 [90% CI: .043 - .055]). It is complemented by Fig. 2. 

4.4. Structural effects: direct and indirect contributions 
 

In Table 5, it was shown that one point in stakeholder mobilization allows an increase of 0.583 in social capital, which was 
statistically significant. Furthermore, this dimension of collaborative leadership showed a positive relationship of 0.105 with 
non-financial performance, although this association was not significant. When considering the mediating effect of social 
capital, it was observed that each additional unit in this construct was associated with significant increases in financial (0.173) 
and non-financial (0.115) performance, indicating that stakeholder mobilization indirectly influences both types of 
performance through social capital. In contrast, the analysis of the resources and work environment dimension revealed a 
significant association with non-financial performance (0.396), but its relationship with social capital was negative and not 
significant (-0.031). Furthermore, no evidence was found for the mediation of social capital in the relationship between 
resources and the work environment and organizational performance. These findings underscore that the dimensions of 
collaborative leadership do not operate homogeneously and that social capital plays a key role as a mediator in certain 
pathways of influence. 
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Table 5 
Determination of direct and indirect effects 

Var./Dim. Direct efect  Indirect efect  Total efect 
FP N-FP SC  FP N-FP SC  FP N-FP SC 

RAWE  0.396*** - -0.031  -0.009 -0.006 -  0.387*** -0.006 -0.031 
SM - 0.105* 0.583***  0.173*** 0.115*** -  0.173*** 0.221*** 0.583*** 
SC 0.296*** 0.198*** -  - - -  0.296*** 0.198*** - 

Note. *** = p<0.001; * = p<0.05.  
 
4.5. Mediation analysis 
 

In accordance with the guidelines proposed by Sobel (1982), the results of the analysis show that the indirect effect of 
collaborative leadership in its stakeholder mobilization dimension on financial performance, mediated by social capital, 
reached significant statistical significance (Sb = 5.77; SE = 0.021; p < 0.01). Similarly, the indirect effect in the same 
dimension on non-financial performance was also significant (Sb = 3.47; SE = 0.021; p < 0.01). However, the analysis revealed 
that the indirect effects of collaborative leadership in the resources and work environment dimension on financial 
performance, mediated by social capital, were not statistically significant (Sb = −0.63; SE = 0.015; p > 0.05). Similarly, the 
impact on non-financial performance through social capital also failed to reach statistical significance (Sb = −0.62; SE = 
0.009; p > 0.05). These results highlight the differentiated importance of the dimensions of collaborative leadership, 
demonstrating that the ability to mobilize stakeholders significantly impacts organizational outcomes, while other dimensions, 
such as resources and work environment, have a more limited influence, depending on their interaction with social capital. 

5. Discussion 
 

The post-COVID-19 pandemic tourism environment underwent profound transformations, characterized by the closure of 
tourism businesses and destinations, which generated significant challenges for workers in the sector. They were forced to 
quickly adapt to previously unfamiliar or limited-access technologies (Prayag et al., 2024). The drastic decline in tourists and 
the resulting reduction in income led to the closure of many businesses, resulting in significant job losses and a considerable 
decline in the sector (Hajarrahmah et al., 2024). In tourism service companies, the empirical relationships between 
collaborative leadership, social capital, and organizational performance were measured, focusing on post-pandemic 
conditions. The results serve as a basis for exploring both theoretical implications and various practical applications derived 
from these findings. 

The findings offer a comprehensive perspective on the effects of collaborative leadership within the tourism services sector 
in a post-COVID-19 context characterized by accelerated digitalization. The highly volatile business environment due to 
certain mobility restrictions, in addition to health and safety measures, has prompted tourism companies to quickly adapt to 
new operating models. As Prayag et al., 2024, point out, the pandemic acted as a key catalyst in the adoption of digital 
technologies, impacting not only employee well-being but also company performance. 

The study highlights that the effective implementation of collaborative leadership has been critical for companies to overcome 
technological challenges and adapt to a changing environment. Two key dimensions of collaborative leadership were 
identified: resources and work environment, and stakeholder management. The stakeholder management dimension showed 
positive and significant effects on building social capital, while the resources and work environment dimension did not show 
direct impacts on social capital. This suggests that while physical resources are relevant, it is human resources that truly foster 
social capital, as previously explained by Kida et al. (2024). 

Furthermore, it has been discovered that social capital significantly impacts performance results at the organizational level in 
the two dimensions that were addressed. This finding is closely related to previous research in sectors such as healthcare (Kim 
and Shim, 2018). Social capital also played a mediating role between the stakeholder management dimension and non-
financial performance, reinforcing its role as a key resource for improving organizational performance. However, no 
significant mediation was observed in the relationship between resources and the work environment and financial 
performance, and they are in line with previous studies that identify social capital as a mediating role in various contexts (Kida 
et al., 2024; Zheng et al., 2017). These findings underscore the importance of collaborative leadership in building social capital 
and, consequently, improving organizational performance, especially in a post-pandemic environment  

From a practical perspective, these findings provide valuable implications for tourism service companies facing challenges in 
a globalized and highly competitive environment. First, they highlight the importance of interorganizational collaboration as 
a strategic means to strengthen and energize the tourism sector, enabling better service to tourists and contributing to the 
industry's sustainable growth. The implementation of collaborative strategies not only fosters innovative processes that are 
also adaptable to market changes, but also facilitates the creation of support networks among key players in the sectors. 

Likewise, the consolidation of a robust social fabric is essential to enable the effective management of sectoral challenges, 
promoting greater commitment and resilience to changing environmental conditions (Berraies et al., 2020). Therefore, it 
serves as a key element in formulating public policies aimed at strengthening collaborative leadership and social capital. These 
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policies should focus on developing strategic competencies in tourism company managers and employees, thereby promoting 
organizational cultures based on high levels of cooperation and mutual trust (Tsai and Ghoshal, 1998). 

Furthermore, it is recommended to implement programs aimed at training and developing competencies that integrate 
innovative approaches to human talent management, adopt digital technologies that enhance collaboration, and forge public-
private partnerships that facilitate the sector's sustainability. In this way, solid and lasting business results can be achieved, 
ensuring levels of competitiveness and development with high levels of sustainability in tourism service companies globally. 

Although this study provides significant insights, several areas warrant further exploration in future research. First, 
longitudinal research could be implemented, which could provide explanations of the evolutionary processes involved in 
implementing collaborative leadership processes, building greater social capital, and improving organizational performance. 
This approach would allow for the identification of the long-term effects of these factors on the sustainability and growth of 
tourism service firms. Furthermore, comparative studies across different service sectors and company sizes would provide a 
more detailed view of variations in organizational performance, which could enrich a broader understanding of these and 
other variables in these important contexts. The incorporation of an intercultural approach could enrich the understanding of 
the general and specific factors that have greater or lesser influence on collaboration and performance, facilitating the 
formulation of adaptive strategies. 

Integrating qualitative methods into future research would also be useful to complement quantitative findings, providing a 
richer perspective on the subjective experiences of the actors involved. A mixed methods approach could allow for holistic 
analyses of inter-firm relationships and the building of strong social capital. Finally, given the growing digital transformation, 
it is pertinent to include variables related to technological adoption in collaborative processes. This could shed new light on 
their role in creating higher levels of social capital and how organizations could better adapt, particularly in the tourism sector. 

6. Conclusions 
 

This research highlights the mediating role played by social capital, when relating the dimensions of collaborative leadership, 
with the two dimensions of performance at the organizational level within the tourism industry. By applying the SEM model, 
it was determined that the stakeholder management component significantly affects social capital. However, its impact on 
non-financial performance is lower compared to the resources and work environment component, which exerts a greater 
influence on financial results. Social capital proved to be a more influential factor in explaining financial performance, 
supporting Hypotheses 1, 3, 4, 5, and 6 of the models. However, it was revealed that resources and work environment do not 
significantly impact social capital. 

Demonstrating important consistencies with existing theory, which suggests that resources and the work environment are 
more valued when pursuing financial results, while stakeholder mobilization focuses on non-financial objectives, such as 
corporate social responsibility. It is recommended that resources and the work environment be prioritized to achieve financial 
objectives, and that stakeholder mobilization be used to improve non-financial performance. Finally, the importance of 
developing social capital is highlighted, as it facilitates organizational relationships and collaboration, which significantly 
contributes to improving performance in tourism service companies. 
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