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Abstract: This study analyzes the direct and indirect effects of digital maturity level on talent climate and team
innovation, examining the mediating roles of leadership competence and developmental support mechanisms.
Using a quantitative research method, data was collected via survey from 236 participants working in
companies actively involved in digital transformation processes. The scales used showed high reliability
(Cronbach a = 0.973; McDonald's ® = 0.976), and the dataset was found suitable for factor analysis (KMO =
0.890; p <0.001). Exploratory factor analysis (EFA) revealed that the Digital Maturity Scale yielded 8 factors
explaining 68.42% of the total variance, the Talent Development Practices Scale yielded 3 factors explaining
71.23% of the total variance, and the Team Innovation Scale yielded 2 factors explaining 66.87% of the total
variance, consistent with the original factor structures. Factor loadings for all items ranged between 0.50 and
0.88. Correlation analyses revealed a strong and positive relationship between digital maturity and team
innovation (r = 0.965; p <0.001). Regression analyses showed that digital maturity has a significant effect on
the talent climate (f = 0.908; p < 0.001; R? = 0.829) and directly predicts team innovation (f = 1.004; p <
0.001; R? = 0.929). Mediation analyses showed that leadership competency and developmental support
mechanisms partially mediate the relationship between digital maturity and team innovation, and this effect is
statistically significant (Sobel Test = 39.109; p < 0.001). The findings of the study emphasize that digital
transformation processes should not be limited to technological infrastructure alone, but should also be
integrated with talent management, leadership development, and an innovation-oriented organizational culture.
It was concluded that organizations with high digital maturity can improve their innovation performance by
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strengthening talent development practices and leadership capacities. This research empirically demonstrates
the strategic link between digital transformation, talent management, and innovation, and offers a holistic
management perspective on organizational digitalization processes.

Keywords: Business, Digital Maturity, Talent Climate, Team Innovation, Leadership Competency, Talent
Development, Digital Transformation.

Oz: Bu calisma, dijital olgunluk diizeyinin yetenek iklimi ve takim inovasyonu iizerindeki dogrudan ve dolayl
etkilerini, liderlik yetkinligi ve gelisimsel destek mekanizmalarinin aracilik rollerini inceleyerek analiz
etmektedir. Nicel arastirma yontemiyle yiiriitiilen ¢alismada, dijital doniisiim siire¢lerine aktif olarak dahil olan
isletmelerde ¢alisan 236 katilimcidan anket yoluyla veri toplanmistir. Kullanilan 6lgekler yiiksek giivenilirlik
gostermis (Cronbach a = 0,973; McDonald's @ = 0,976) ve veri setinin faktér analizine uygun oldugu
belirlenmistir (KMO = 0,890; p <0,001). Yapilan agimlayic1 faktor analizi (AFA) sonucunda, 61¢eklerin orijinal
yapilartyla tutarli olarak Dijital Olgunluk Olgegi'nde 8 faktor (toplam varyansin %68,42'sini agiklamakta),
Yetenek Gelistirme Olgegi'nde 3 faktér (toplam varyansin %71,23'inii agiklamakta), Takim Inovasyonu
Olgegi'nde ise 2 faktor (toplam varyansin %66,87'sini aciklamakta) elde edilmistir. Tiim maddelerin faktor
yiikleri 0,50 ile 0,88 arasinda degismektedir. Korelasyon analizleri, dijital olgunluk ile takim inovasyonu
arasinda gii¢lii ve pozitif bir iliski oldugunu ortaya koymustur (r = 0,965; p <0,001). Regresyon analizleri ise
dijital olgunlugun yetenek iklimi iizerinde anlamli bir etkiye sahip oldugunu (f = 0,908; p <0,001; R? = 0,829)
ve dijital olgunlugun takim inovasyonunu dogrudan yordadigini géstermistir (§ = 1,004; p <0,001; R2=0,929).
Aracilik analizleri, liderlik yetkinligi ve gelisimsel destek mekanizmalarmin dijital olgunluk ile takim
inovasyonu arasindaki iliskiyi kismen araciladigini ve bu etkinin istatistiksel olarak anlamli oldugunu
gostermistir (Sobel Testi = 39,109; p < 0,001). Calismanin bulgulari, dijital doniisiim siireclerinin sadece
teknolojik altyapiyla sinirli kalmamasi, ayn1 zamanda yetenek yonetimi, liderlik gelisimi ve inovasyon odakli
orgiit kiiltlird ile biitiinlestirilmesi gerektigini vurgulamaktadir. Dijital olgunlugu yiiksek organizasyonlarin,
yetenek gelistirme uygulamalar ve liderlik kapasitelerini giiglendirerek inovasyon performansini artirabilecegi
sonucuna vartlmistir. Bu arastirma, dijital doniisiim, yetenek ydnetimi ve inovasyon arasindaki stratejik
baglantiy1 ampirik olarak ortaya koymakta ve orgiitsel dijitallesme siireclerine yonelik biitlinciil bir yonetim
perspektifi sunmaktadir.

Anahtar Kelimeler: isletme, Dijital Olgunluk, Yetenek Iklimi, Takim inovasyonu, Liderlik Yetkinligi,
Yetenek Gelistirme, Dijital Doniigim.
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Structured Abstract:

In the contemporary business landscape characterized by rapid technological advancements, digital
transformation has become an indispensable strategic imperative for organizations seeking to establish a
sustainable competitive advantage. Within this context, the concept of "digital maturity" has emerged as a
critical measure, defining the extent to which an organization integrates digital technologies into its processes,
strategies, and culture, and how effectively it leverages them to achieve business goals (Chanias & Hess, 2016).
While the direct benefits of digitalization are widely acknowledged, a significant gap remains in understanding
the holistic mechanisms through which digital maturity translates into tangible innovation outcomes.
Specifically, the interplay between an organization's digital capabilities, its human capital, and its innovation
capacity requires deeper empirical investigation. This study is motivated by the need to move beyond a purely
technological view of digital transformation and to explore its socio-technical dimensions. It aims to answer
two primary research questions: (1) What is the direct impact of an organization's digital maturity level on its
talent climate and team innovation? (2) How do leadership competency and developmental support
mechanisms function as mediators in the relationship between digital maturity and team innovation?

This study is grounded in a multidisciplinary theoretical framework integrating insights from strategic
management, organizational behavior, and innovation theory. Digital maturity is understood as an evolutionary
process encompassing an organization's readiness and capability to utilize digital tools effectively, representing
the extent to which digital technologies are embedded in strategic, leadership, operational, and cultural
dimensions of the firm (Rossmann, 2018). The literature suggests that digitally mature organizations are better
positioned to develop dynamic capabilities, enhance organizational resilience, and foster new business models
(Leso et al., 2024; Van Tonder et al., 2024a). Talent climate refers to the organizational atmosphere, culture,
and strategic approach that shapes the perception, development, and management of talent. It is a multi-
dimensional construct encompassing distinctiveness, consistency, consensus, and context, which collectively
signal to employees that their growth and contributions are valued (King, 2017a; Yildiz, 2023). Team
innovation is conceptualized as the intentional introduction and application of new and useful ideas, processes,
products, or procedures within a team context, benefiting from collaborative effort, shared cognition, and a
supportive environment (Thayer et al., 2018a). This study uniquely contributes to the literature by proposing
leadership competency and developmental support mechanisms as critical mediating variables, arguing that
digital maturity alone is insufficient and its impact on innovation is partially channeled and amplified through
leaders and supportive systems.

To test the proposed theoretical model, a quantitative research design was employed. The target
population consisted of employees working in organizations in the service/trade and manufacturing/industry
sectors in Konya, Turkey, actively engaged in digital transformation processes. The sampling frame was
constructed using the member databases of Konya Chamber of Industry (KSO) and Konya Chamber of
Commerce (KTO). A purposive sampling method w

as chosen, as it best suited the aim of collecting data from organizations with varying levels of digital
maturity. The selection criteria for organizations were: (1) being in operation for at least three years, (2) having
ongoing digital transformation projects, and (3) being a member of KSO or KTO. Data were collected through
a survey administered to 236 participants from 18 different organizations meeting these criteria during October-
November 2025. The sample comprised mostly male participants (71.6%), with a significant proportion
(38.1%) aged 36-45 and holding a bachelor's degree (75.4%).

The survey instrument comprised three well-established scales, selected for their alignment with the
study's conceptual framework and proven psychometric properties. The Digital Maturity Scale (DOO)
developed by Rossmann (2018a) was chosen for its comprehensive measurement of digital transformation
across strategic, leadership, operational, technological, and governance dimensions. The Talent Development
Practices Scale (YGUO) by Morethe, Swarts, and Schultz (2020) was selected because it captures employees'
perceived developmental support, directly corresponding to the proposed mediating mechanisms. The Team
Innovation Scale (TIO) by Acikgdz (2015) was preferred for its focus on team-level innovation and its
distinction between exploitative and exploratory innovation dimensions. Reliability analysis confirmed high
internal consistency for all scales, with results consistent with original development studies. Exploratory factor
analysis (EFA) revealed factor structures consistent with the original scales: eight factors for DOO explaining
68.42% of total variance, three factors for YGUO explaining 71.23%, and two factors for TIO explaining
66.87%, with factor loadings ranging between 0.50 and 0.88. The Kaiser-Meyer-Olkin (KMO) measure of
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sampling adequacy was 0.890, and Bartlett's Test of Sphericity was significant (x> = 4746.993, df =78, p <
.001), confirming data suitability for factor analysis.

Pearson correlation analysis was used to examine bivariate relationships. The correlation between
digital maturity (total score) and team innovation (total score) was very strong and positive (r = 0.965, p <
.001). While this high correlation may raise concerns about common method bias, Harman's single-factor test
revealed that a single factor explained only 34.6% of the total variance, below the 50% threshold, indicating
that common method bias does not seriously threaten the validity of the findings (Podsakoff et al., 2003).
Additionally, discriminant validity was confirmed through Fornell-Larcker criterion and HTMT ratios, all
below 0.85.

Regression analyses were conducted to test the direct effects. For Hi, simple linear regression showed
that digital maturity has a significant positive effect on talent climate (B = 0.908, p <.001, R = 0.829). For H,
digital maturity was found to be a powerful direct predictor of team innovation (f = 1.004, p < .001, R? =
0.929). This finding corroborates prior research (Van Tonder et al., 2024a; Xiang et al., 2021a), affirming that
digitalization is a decisive factor in enhancing an organization's innovative capacity. For Hs, talent development
practices significantly predicted team innovation, with personal growth behavior being the most influential
factor (B =0.859, p <.001, R2=0.769).

The most compelling findings emerged from the mediation analyses, which addressed the study's
central contribution. Using both the Sobel test and the more contemporary bootstrap method (Preacher &
Hayes, 2008) with 5000 resamples, all mediation hypotheses were supported. Hs was confirmed, as talent
development practices significantly mediate the relationship between digital maturity and team innovation
(Sobel = 39.109, p < .001; bootstrap 95% CI [0.892, 1.048]). Hs was similarly supported, showing that
developmental relationships and support serve as a significant partial mediator (Sobel = 21.715, p < .001;
bootstrap 95% CI [0.712, 0.978]). Finally, Hs was confirmed, establishing that leadership competency partially
mediates this key relationship (Sobel = 21.715, p < .001; bootstrap 95% CI [0.703, 0.965]). These findings
demonstrate that digital maturity fuels innovation not only directly but also indirectly by strengthening
leadership capabilities and creating a supportive ecosystem for talent development.

This study makes several important theoretical and practical contributions. It empirically validates a
comprehensive model in which digital maturity acts as a foundational driver that enhances both talent climate
and team innovation. Crucially, it establishes that leadership competency and developmental support
mechanisms are not merely contextual factors but essential mediating pathways through which digitalization
translates into superior innovation performance. For practitioners, this research provides a clear strategic
roadmap: to maximize innovation outcomes, digital transformation initiatives must be holistically integrated
with talent management and leadership development programs. For academics, it opens avenues for future
research, such as exploring the moderating role of organizational culture, industry context, or specific
leadership styles on these mediated relationships.

The study has several limitations. First, the sample was drawn using a purposive sampling method
from organizations in Konya, Turkey, that are members of KSO and KTO, which limits the generalizability of
findings to other regions or non-member organizations. Second, the cross-sectional design prevents definitive
causal conclusions; future longitudinal research is needed. Third, the gender distribution in the sample was
imbalanced (71.6% male). Fourth, the study relies on self-reported perceptual data, which may be subject to
common method bias, although Harman's test indicated this is not a serious concern. Future studies should
employ longitudinal designs, utilize larger and more diverse cross-sectoral samples, and collect data from
multiple sources (e.g., manager-employee dyads) to enhance the generalizability and robustness of these
findings. In conclusion, in the digital age, competitive advantage belongs to organizations that can harmonize
their technological prowess with their human potential, creating a virtuous cycle where digital maturity,
effective leadership, and a strong talent climate collectively drive sustainable innovation.

Keywords: Management, Digital Maturity, Talent Climate, Team Innovation, Leadership
Competency, Talent Development, Digital Transformation.
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Résumé Structuré:

Dans le paysage économique actuel, caractérisé par des avancées technologiques rapides, la
transformation numérique est devenue un impératif stratégique incontournable pour les organisations cherchant
a se forger un avantage concurrentiel durable. Dans ce contexte, le concept de « maturité numérique » s’est
imposé comme un indicateur essentiel, définissant dans quelle mesure une organisation intégre les technologies
numériques dans ses processus, ses stratégies et sa culture, et avec quelle efficacité elle les exploite pour
atteindre ses objectifs commerciaux (Chanias & Hess, 2016). Si les avantages directs de la numérisation sont
largement reconnus, il subsiste toutefois un écart important dans la compréhension des mécanismes globaux
par lesquels la maturité numérique se traduit en résultats concrets en matiére d’innovation. Plus précisément,
I’interaction entre les capacités numériques d’une organisation, son capital humain et sa capacité d’innovation
nécessite une analyse empirique plus approfondie. Cette étude est motivée par la nécessité d’aller au-dela d’une
vision purement technologique de la transformation numérique et d’explorer ses dimensions socio-techniques.
Elle vise a répondre a deux questions de recherche principales : (1) Quel est I’impact direct du niveau de
maturité numérique d’une organisation sur son climat de talents et I’innovation au sein de ses équipes ? (2)
Comment les compétences de direction et les mécanismes de soutien au développement jouent-ils un réle de
médiateurs dans la relation entre la maturité numérique et I’innovation au sein des équipes ?

Cette étude s’appuie sur un cadre théorique multidisciplinaire intégrant des apports issus de la gestion
stratégique, du comportement organisationnel et de la théorie de I’innovation. La maturité numérique est
comprise comme un processus évolutif englobant la préparation et la capacité d’une organisation a utiliser
efficacement les outils numériques ; elle représente le degré d’intégration des technologies numériques dans
les dimensions stratégiques, de direction, opérationnelles et culturelles de 1’entreprise (Rossmann, 2018). La
littérature suggere que les organisations numériquement matures sont mieux placées pour développer des
capacités dynamiques, renforcer la résilience organisationnelle et favoriser I’émergence de nouveaux modeles
économiques (Leso et al., 2024 ; Van Tonder et al., 2024a). Le « climat de talent » désigne 1’atmosphére
organisationnelle, la culture et I’approche stratégique qui fagonnent la perception, le développement et la
gestion des talents. Il s’agit d’un concept multidimensionnel englobant la spécificité, la cohérence, le consensus
et le contexte, qui, ensemble, indiquent aux employés que leur évolution et leurs contributions sont valorisées
(King, 2017a ; Yildiz, 2023). L’innovation au sein d’une équipe est conceptualisée comme 1’ introduction et
I’application intentionnelles d’idées, de processus, de produits ou de procédures nouveaux et utiles dans un
contexte d’équipe, tirant parti d’un effort collaboratif, d’'une cognition partagée et d’un environnement
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favorable (Thayer et al., 2018a). La présente étude apporte une contribution unique a la littérature en proposant
les compétences de leadership et les mécanismes de soutien au développement comme variables médiatrices
essentielles, en soutenant que la maturité numérique a elle seule est insuffisante et que son impact sur
I’innovation est partiellement canalisé et amplifié par les dirigeants et les systemes de soutien.

Pour tester le modele théorique proposé, une méthodologie de recherche quantitative a été employée.
La population cible était constituée d’employés travaillant dans des organisations des secteurs des services/du
commerce et de la fabrication/de 1’industrie a Konya, en Turquie, activement engagées dans des processus de
transformation numérique. La base d’échantillonnage a été constituée a partir des bases de données des
membres de la Chambre d’industrie de Konya (KSO) et de la Chambre de commerce de Konya (KTO). Une
méthode d’échantillonnage raisonné a

été choisie, car elle correspondait le mieux a 1’objectif de collecte de données auprés d’organisations
présentant différents niveaux de maturité numérique. Les critéres de sélection des organisations étaient les
suivants : (1) étre en activité depuis au moins trois ans, (2) mener des projets de transformation numérique en
cours, et (3) étre membre de la KSO ou de la KTO. Les données ont été collectées au moyen d’une enquéte
menée aupres de 236 participants issus de 18 organisations différentes répondant a ces critéres, entre octobre
et novembre 2025. L’échantillon était composé majoritairement d’hommes (71,6 %), dont une proportion
significative (38,1 %) était agée de 36 a 45 ans et titulaire d’une licence (75,4 %).

L’instrument d’enquéte comprenait trois échelles bien établies, sélectionnées pour leur adéquation
avec le cadre conceptuel de I’étude et leurs propriétés psychométriques éprouvées. L’échelle de maturité
numérique (DOO) développée par Rossmann (2018a) a été choisie pour sa mesure exhaustive de la
transformation numérique a travers les dimensions stratégique, de leadership, opérationnelle, technologique et
de gouvernance. L’échelle des pratiques de développement des talents (YGUQ) de Morethe, Swarts et Schultz
(2020) a été sélectionnée car elle rend compte du soutien au développement tel que pergu par les employés, ce
qui correspond directement aux mécanismes de médiation proposés. L échelle d’innovation d’équipe (TIO)
d’Acikgoz (2015) a été privilégiée pour 1’accent qu’elle met sur I’innovation au niveau de I’équipe et pour sa
distinction entre les dimensions d’innovation exploitative et exploratoire. L’analyse de fiabilité a confirmé une
cohérence interne élevée pour toutes les échelles, avec des résultats conformes aux études de développement
originales. L’analyse factorielle exploratoire (AFE) a révélé des structures factorielles cohérentes avec les
échelles originales : huit facteurs pour la DOO expliquant 68,42 % de la variance totale, trois facteurs pour la
YGUO expliquant 71,23 %, et deux facteurs pour la TIO expliquant 66,87 %, avec des charges factorielles
comprises entre 0,50 et 0,88. La mesure de I’adéquation de 1’échantillon de Kaiser-Meyer-Olkin (KMO) était
de 0,890, et le test de sphéricité de Bartlett s’est révélé significatif (y2 = 4 746,993, df = 78, p < 0,001),
confirmant I’adéquation des données pour 1’analyse factorielle.

Une analyse de corrélation de Pearson a été utilisée pour examiner les relations bivariées. La
corrélation entre la maturité numérique (score total) et I’innovation au sein de I’équipe (score total) s’est avérée
trés forte et positive (r = 0,965, p < 0,001). Bien que cette forte corrélation puisse soulever des inquiétudes
quant au biais de méthode commun, le test a facteur unique de Harman a révélé qu’un seul facteur n’expliquait
que 34,6 % de la variance totale, soit un chiffre inférieur au seuil de 50 %, ce qui indique que le biais de
méthode commun ne remet pas sérieusement en cause la validité des résultats (Podsakoff et al., 2003). De plus,
la validité discriminante a été confirmée par le critére de Fornell-Larcker et les ratios HTMT, tous inférieurs a
0,85.

Des analyses de régression ont été menées pour tester les effets directs. Pour 1’hypothése Hi, une
régression linéaire simple a montré que la maturité numérique avait un effet positif significatif sur le climat de
talent (B = 0,908, p < 0,001, R? = 0,829). Pour I’hypothése H, la maturité numérique s’est avérée étre un
puissant prédicteur direct de I’innovation au sein de 1’équipe (p = 1,004, p < 0,001, R? = 0,929). Ce résultat
corrobore des recherches antérieures (Van Tonder et al., 2024a ; Xiang et al., 2021a), confirmant que la
numérisation est un facteur décisif dans le renforcement de la capacité d’innovation d’une organisation. Pour
I’hypothése Hs, les pratiques de développement des talents ont permis de prédire de maniere significative
I’innovation au sein de 1’équipe, le comportement axé sur le développement personnel s’avérant étre le facteur
le plus influent (§ = 0,859, p < 0,001, R>=0,769).

Les résultats les plus probants sont issus des analyses de médiation, qui portaient sur la contribution
centrale de I’étude. A 1’aide du test de Sobel et de la méthode plus récente du bootstrap (Preacher & Hayes,
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2008) avec 5 000 rééchantillonnages, toutes les hypothéses de médiation ont été confirmées. L hypothése Ha a
été confirmée, les pratiques de développement des talents jouant un réle de médiation significatif dans la
relation entre la maturité numérique et I’innovation au sein de I’équipe (Sobel = 39,109, p < 0,001 ; ICa 95 %
par bootstrap [0,892 ; 1,048]). L hypothése Hs a également été confirmée, montrant que les relations de
développement et le soutien jouent le role de médiateurs partiels significatifs (Sobel = 21,715, p < 0,001 ; IC a
95 % par bootstrap [0,712, 0,978]). Enfin, I’hypothése Hs a été confirmée, établissant que les compétences en
leadership jouent un réle de médiation partielle dans cette relation clé (Sobel = 21,715, p <0,001 ; IC a 95 %
par bootstrap [0,703, 0,965]). Ces résultats démontrent que la maturité numérique stimule I’innovation non
seulement directement, mais aussi indirectement, en renforgant les capacités de leadership et en créant un
écosysteme favorable au développement des talents.

Cette étude apporte plusieurs contributions théoriques et pratiques importantes. Elle valide
empiriquement un modele global dans lequel la maturité numérique agit comme un moteur fondamental qui
améliore a la fois le climat favorable aux talents et I’innovation au sein des équipes. Elle établit surtout que les
compétences en leadership et les mécanismes de soutien au développement ne sont pas de simples facteurs
contextuels, mais des voies de médiation essentielles par lesquelles la numérisation se traduit par des
performances supérieures en matiére d’innovation. Pour les praticiens, cette recherche fournit une feuille de
route stratégique claire : pour maximiser les résultats en matiére d’innovation, les initiatives de transformation
numérique doivent étre intégrées de maniére holistique aux programmes de gestion des talents et de
développement du leadership. Pour les universitaires, elle ouvre des pistes pour de futures recherches, telles
que I’exploration du rdle modérateur de la culture organisationnelle, du contexte sectoriel ou de styles de
leadership spécifiques sur ces relations de médiation.

Cette étude présente plusieurs limites. Premi¢rement, I’échantillon a été constitué a I’aide d’une
méthode d’échantillonnage raisonné auprés d’organisations de Konya, en Turquie, membres de la KSO et de
la KTO, ce qui limite la généralisation des résultats a d’autres régions ou a des organisations non membres.
Deuxiémement, la conception transversale ne permet pas de tirer des conclusions causales définitives ; des
recherches longitudinales seront nécessaires a I’avenir. Troisiémement, la répartition par sexe au sein de
I’échantillon était déséquilibrée (71,6 % d’hommes). Quatriemement, 1’étude s’appuie sur des données
perceptuelles autodéclarées, qui peuvent étre sujettes a un biais méthodologique courant, bien que le test de
Harman ait indiqué qu’il ne s’agissait pas d’un probléme grave. Les ¢tudes futures devraient recourir a des
plans d’étude longitudinaux, utiliser des échantillons intersectoriels plus importants et plus diversifiés, et
collecter des données provenant de sources multiples (par exemple, des dyades manager-salarié) afin
d’améliorer la généralisation et la robustesse de ces résultats. En conclusion, a I’ére du numérique, I’avantage
concurrentiel revient aux organisations capables d’harmoniser leurs prouesses technologiques avec leur
potentiel humain, créant ainsi un cercle vertueux ou la maturité numérique, un leadership efficace et un climat
favorable aux talents favorisent collectivement une innovation durable.

Mots-clés: Gestion, maturité numérique, climat favorable aux talents, innovation en équipe,
compétences en leadership, développement des talents, transformation numérique.

Resumen Estructurado:

En el panorama empresarial actual, caracterizado por rapidos avances tecnoldgicos, la transformacion
digital se ha convertido en un imperativo estratégico indispensable para las organizaciones que buscan
establecer una ventaja competitiva sostenible. En este contexto, el concepto de «madurez digital» ha surgido
como un indicador clave que define hasta qué punto una organizacion integra las tecnologias digitales en sus
procesos, estrategias y cultura, y con qué eficacia las aprovecha para alcanzar sus objetivos empresariales
(Chanias y Hess, 2016). Si bien los beneficios directos de la digitalizacion gozan de un amplio reconocimiento,
sigue existiendo una brecha significativa en la comprension de los mecanismos holisticos a través de los cuales
la madurez digital se traduce en resultados tangibles de innovacion. Concretamente, la interaccion entre las
capacidades digitales de una organizacion, su capital humano y su capacidad de innovacion requiere una
investigacion empirica mas profunda. Este estudio surge de la necesidad de ir mas alla de una vision puramente
tecnologica de la transformacion digital y explorar sus dimensiones sociotécnicas. Su objetivo es responder a
dos preguntas de investigacion principales: (1) ;Cudl es el impacto directo del nivel de madurez digital de una
organizacion en su clima de talento y en la innovacion de los equipos? (2) ;Como actian la competencia de
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liderazgo y los mecanismos de apoyo al desarrollo como mediadores en la relacion entre la madurez digital y
la innovacion de los equipos?

Este estudio se basa en un marco teérico multidisciplinar que integra conocimientos de la gestion
estratégica, el comportamiento organizativo y la teoria de la innovacion. La madurez digital se entiende como
un proceso evolutivo que abarca la preparacion y la capacidad de una organizacion para utilizar herramientas
digitales de forma eficaz, y representa el grado en que las tecnologias digitales estan integradas en las
dimensiones estratégicas, de liderazgo, operativas y culturales de la empresa (Rossmann, 2018). La bibliografia
sugiere que las organizaciones digitalmente maduras estan mejor posicionadas para desarrollar capacidades
dinamicas, mejorar la resiliencia organizativa y fomentar nuevos modelos de negocio (Leso et al., 2024; Van
Tonder et al., 2024a). El «clima de talento» se refiere a la atmdsfera, la cultura y el enfoque estratégico de la
organizacion que dan forma a la percepcion, el desarrollo y la gestion del talento. Se trata de un constructo
multidimensional que abarca la singularidad, la coherencia, el consenso y el contexto, elementos que, en
conjunto, transmiten a los empleados que se valoran su crecimiento y sus contribuciones (King, 2017a; Yildiz,
2023). La innovacion en equipo se conceptualiza como la introduccién y aplicacion intencionadas de ideas,
procesos, productos o procedimientos nuevos y utiles en el contexto de un equipo, beneficiandose del esfuerzo
colaborativo, el conocimiento compartido y un entorno propicio (Thayer et al., 2018a). Este estudio aporta una
contribucion unica a la literatura al proponer la competencia de liderazgo y los mecanismos de apoyo al
desarrollo como variables mediadoras criticas, argumentando que la madurez digital por si sola es insuficiente
y que su impacto en la innovacion se canaliza y amplifica parcialmente a través de los lideres y los sistemas de
apoyo.

Para poner a prueba el modelo tedrico propuesto, se empled un disefio de investigacion cuantitativo.
La poblacion objetivo estuvo formada por empleados que trabajaban en organizaciones de los sectores de
servicios/comercio y manufactura/industria en Konya (Turquia), que participaban activamente en procesos de
transformacion digital. El marco de muestreo se elabor6 utilizando las bases de datos de miembros de la Cdmara
de Industria de Konya (KSO) y de la Camara de Comercio de Konya (KTO). Se optdé por un método de
muestreo intencional

, ya que era el que mejor se adaptaba al objetivo de recopilar datos de organizaciones con distintos
niveles de madurez digital. Los criterios de seleccion de las organizaciones fueron: (1) llevar en funcionamiento
al menos tres afios, (2) tener proyectos de transformacion digital en curso y (3) ser miembro de la KSO o de la
KTO. Los datos se recopilaron mediante una encuesta realizada a 236 participantes de 18 organizaciones
diferentes que cumplian estos criterios entre octubre y noviembre de 2025. La muestra estaba compuesta en su
mayoria por participantes de sexo masculino (71,6 %), con una proporcion significativa (38,1 %) de entre 36
y 45 afios y con titulacion universitaria (75,4 %).

El instrumento de encuesta constaba de tres escalas bien establecidas, seleccionadas por su alineacion
con el marco conceptual del estudio y por sus propiedades psicométricas contrastadas. Se eligi6 la Escala de
Madurez Digital (DOO), desarrollada por Rossmann (2018a), por su medicion exhaustiva de la transformacion
digital en las dimensiones estratégica, de liderazgo, operativa, tecnologica y de gobernanza. La Escala de
Practicas de Desarrollo del Talento (YGUO), de Morethe, Swarts y Schultz (2020), se seleccion6 porque capta
el apoyo al desarrollo percibido por los empleados, lo que se corresponde directamente con los mecanismos
mediadores propuestos. Se opt6 por la Escala de Innovacion en Equipo (Ti0) de A¢ikgdz (2015) por su enfoque
en la innovacion a nivel de equipo y su distincion entre las dimensiones de innovacion explotativa y
exploratoria. El analisis de fiabilidad confirmé una alta consistencia interna para todas las escalas, con
resultados coherentes con los estudios de desarrollo originales. El analisis factorial exploratorio (EFA) revelo
estructuras factoriales coherentes con las escalas originales: ocho factores para la DOO que explican el 68,42
% de la varianza total, tres factores para la YGUO que explican el 71,23 % y dos factores para la TIO que
explican el 66,87 %, con cargas factoriales que oscilan entre 0,50 y 0,88. La medida de adecuacién de la
muestra de Kaiser-Meyer-Olkin (KMO) fue de 0,890, y la prueba de esfericidad de Bartlett resulto significativa
(x> =4746,993; df = 78; p < 0,001), lo que confirma la idoneidad de los datos para el analisis factorial.

Se utilizo el analisis de correlacion de Pearson para examinar las relaciones bivariadas. La correlacion
entre la madurez digital (puntuacion total) y la innovacion del equipo (puntuacion total) fue muy fuerte y
positiva (r = 0,965, p <0,001). Aunque esta elevada correlacion podria suscitar inquietudes sobre el sesgo de
método comun, la prueba de factor inico de Harman reveld que un Unico factor explicaba solo el 34,6 % de la
varianza total, por debajo del umbral del 50 %, lo que indica que el sesgo de método comun no pone en grave
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peligro la validez de los resultados (Podsakoff et al., 2003). Ademas, la validez discriminante se confirmé
mediante el criterio de Fornell-Larcker y los indices HTMT, todos ellos por debajo de 0,85.

Se realizaron andlisis de regresion para comprobar los efectos directos. Para la hipotesis Hi, la
regresion lineal simple mostré que la madurez digital tiene un efecto positivo significativo sobre el clima de
talento (f = 0,908, p < 0,001, R? =0,829). En cuanto a la hipotesis Hz, se constatd que la madurez digital es un
potente predictor directo de la innovacion del equipo (f = 1,004; p <0,001; R?=0,929). Este hallazgo corrobora
investigaciones previas (Van Tonder et al., 2024a; Xiang et al., 2021a), lo que confirma que la digitalizacién
es un factor decisivo para mejorar la capacidad innovadora de una organizacion. En cuanto a la hipdtesis Hs,
las practicas de desarrollo del talento predijeron de manera significativa la innovacion del equipo, siendo el
comportamiento de crecimiento personal el factor mas influyente ( = 0,859; p < 0,001; R>=0,769).

Los resultados mas convincentes surgieron de los analisis de mediacion, que abordaron la contribucion
central del estudio. Utilizando tanto la prueba de Sobel como el método bootstrap, mas contemporaneo
(Preacher y Hayes, 2008), con 5 000 remuestreos, se confirmaron todas las hipotesis de mediacion. Se confirmé
la hipotesis Hs, ya que las practicas de desarrollo del talento median de manera significativa la relacion entre
la madurez digital y la innovacion del equipo (Sobel = 39,109, p < 0,001; IC del 95 % por bootstrap [0,892;
1,048]). La hipdtesis Hs también se confirmd, lo que demuestra que las relaciones de desarrollo y el apoyo
actiian como mediadores parciales significativos (Sobel =21,715, p <0,001; IC del 95 % por bootstrap [0,712;
0,978]). Por tultimo, se confirm6 la hipotesis Hs, lo que establece que la competencia de liderazgo media
parcialmente esta relacion clave (Sobel = 21,715; p < 0,001; IC del 95 % por bootstrap [0,703; 0,965]). Estos
resultados demuestran que la madurez digital impulsa la innovacion no solo de forma directa, sino también
indirecta, al reforzar las capacidades de liderazgo y crear un ecosistema propicio para el desarrollo del talento.

Este estudio aporta varias contribuciones importantes, tanto tedricas como practicas. Valida
empiricamente un modelo integral en el que la madurez digital actlia como motor fundamental que mejora
tanto el clima de talento como la innovacién en los equipos. Es fundamental destacar que establece que la
competencia de liderazgo y los mecanismos de apoyo al desarrollo no son meros factores contextuales, sino
vias de mediacion esenciales a través de las cuales la digitalizacion se traduce en un rendimiento superior en
materia de innovacion. Para los profesionales, esta investigacion ofrece una hoja de ruta estratégica clara: para
maximizar los resultados de la innovacion, las iniciativas de transformacion digital deben integrarse de manera
holistica con los programas de gestion del talento y de desarrollo del liderazgo. Para los académicos, abre vias
para futuras investigaciones, como explorar el papel moderador de la cultura organizativa, el contexto sectorial
o estilos de liderazgo especificos en estas relaciones mediadas.

El estudio presenta varias limitaciones. En primer lugar, la muestra se seleccion6 mediante un método
de muestreo intencional a partir de organizaciones de Konya (Turquia) que son miembros de la KSO y la KTO,
lo que limita la generalizacion de los resultados a otras regiones u organizaciones no miembros. En segundo
lugar, el disefio transversal impide extraer conclusiones causales definitivas; se necesitan futuras
investigaciones longitudinales. En tercer lugar, la distribucion por género en la muestra era desequilibrada
(71,6 % de hombres). En cuarto lugar, el estudio se basa en datos perceptivos autoinformados, que pueden
estar sujetos a un sesgo de método comun, aunque la prueba de Harman indicé que esto no supone un problema
grave. Los estudios futuros deberian emplear disefios longitudinales, utilizar muestras intersectoriales mas
amplias y diversas, y recopilar datos de multiples fuentes (por ejemplo, parejas de directivos y empleados) para
mejorar la generalizabilidad y la solidez de estos resultados. En conclusion, en la era digital, la ventaja
competitiva recae en aquellas organizaciones capaces de armonizar su destreza tecnoldgica con su potencial
humano, creando un circulo virtuoso en el que la madurez digital, el liderazgo eficaz y un clima de talento
solido impulsan conjuntamente la innovacion sostenible.

Palabras clave: Gestion, Madurez digital, Clima de talento, Innovacién en equipo, Competencia de
liderazgo, Desarrollo del talento, Transformacion digital.
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) SEERRIADT =g, Q) EEFRBFAHEIIIH; (3) AKSOSKTOME M. 2025410
F11LA W, B RS LR ISFEARMAL T 2364 5 58 K, WETHHE. A
BEZUIE HZH (71.6%) , HH36-45%5 F BRI Ui # tbflEim (38.1%) , HARA = L%A0M
Vi 175.4%.

WE RS =AM ER, REEREES AT AR SHESAERE B BEA LSRG
N ERE T L H . 1 Rossmann (2018a) FF KM b EE” (DOO) , ERAZER
Refg MRS . ST . 1878 BARRRESEAEE LT bR . £ Morethe, SwartsFhl
Schultz (2020) #RHA“ANF K BEZEEL? (YGUO) , R AZERAESRHIT R T 0K S 1 &
R, XGRS BN . Agikgoz (2015) FRHAJ<HIBL G ER" (TIO) KHM E T
RIBZTHAHT, FFX 0 T TR A G R A g e g . B EsLrg 2R EE R
ET B, SR SRR HWEER T2 (EFA) BRMRF S RIGER—
H: DOOTESNK T, fRRE T 68.42%M B Ri; YGUOWEINA T, fifkE T 71.23%M) 08 75
s TIOBE2NA T, fRRE T 66.87%M A i, K TFHAMENT0.50F0.88:2 0], KAFFE B 4B R
F-LER-BRE (KMO) #E080.890, ERFFIFFEREAG I R E (2 =4746.993, df=78, p<.001
), UESEEEIE AT R T .

KM BRIBIRITHEE T —I0R AR B (270D SHIEIHT (B ZIE K
KRR R HOVIEMR (r=0.965, p <0.001) , XM A RE AT Be 2 51 R0 3L [/ 77 2 2 1)
HYE, (HiF% (Harman) FRPRFREIGEIR, B—EFOUREE T 2R E1134.6%, KT 50%M R,
XA WIILR A 2 5 AR ™ BT U4 R A Rk (PodsakoffSE, 2003) . JEAh, sl N /R-hE
IRSEARHEMHTMTELSRIGE 7 FIHIKE, A $Rbr 1K T0.85,

NI BN, AT TRV X, (R M RN, B R A AU
BAHEZENIERENE (B=0.908, p<.001, R*2=0.829) , % XfH, WFFER BB 2 R
Brivsea HEEHNAE (B = 1.004, p < .001, R? = 0.929) . X—KIENE T LIS (Van
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Tonder %, 2024a ; Xiang %, 2021a) , UESCECTALRIRFAHLR QR IR EERE. X TH, A
o R R S 2 T 1 AR, R AN AKAT AR R KRR (B = 0.859, p <0.001, R*>=
0.769) .

e BRI IR IK B A 3T, X IR A T ARG DTk . ISR 2R DURES 56 DL A B I
FRHIFE T-50007% B % AE ) Bootstrap /715 (Preacher & Hayes, 2008) , FTA /MBS R L HF. Ha (R
PAFRNESE, EDAA KRS E A T B A SR GIH Z M X & (Sobel = 39.109, p <
.001 ; Bootstrap 95% CI [0.892, 1.048]) . Hs[FEIFEFEISCEF, RAKEM LRGSR 183 155
FAER (RIURGTFE =21.715, p<.001 ; HBNEIS%IELS XA [0.712,0.978]) . /&, He fFENE
2, RS HEAT S35 A TiX—KE X R (Sobel =21.715, p <.001 ; Bootstrap 95% iE{5 X [d]
[0.703, 0.965]) . XLLRINKE, B EIEHES O, il 3G 5840 5 19 8 N A K e
B SCREAES RS, M 3R

AWFFEAEEIS A SE BRIl 7 T E k. ESGERIE ©ANRE A, el
JRAAFEAE BRI AXE /7, BERESRTH AA U, SCRESG 5 HIBA GBI B J1 . R E B2, W FTIESE
FIEAE AR E SRR T BN, R SR AH ST R A A2 X
TGS TAREM S, AWM T — IR s B2k B O T SRR RURT R, ey AL T 25 4
WG NAE MG T SR et R T BAR RS XTSRS, AT AR TR 785
[, BIIERR AL AT LT 357 RF 58 AT R XTI e i A S8 R T (R AR T

ARFFEAFAEA TIRIRME, B9, FEACK B ROMEahRe 777, AR H IR I X & T KSOFn
KTORYpK St L, X BRI 5 F 745 ot FoAty i X sl e s H AU v Lok, BTt 7
BOF IR I A R S5 18 RRFEITRIAFIIT. 5B =, FEAPRER DA AL (71.6% K
SED o S, AHEFUOS T B B S R, TR RD i e 2, R R AR R X
FEAR™ E . AR FERCR I BT, (8 AT S O FLSE B AT 2 FEPEROREAS, IR R
I8 g - L ond) BEMEE, DU sRiX Semt sr A RN E TE AR I . ZR EPTIR, fEECT
A eI R TR RS R BOR ST 5 N T A B il B 412, ATl ARG 3A: 0 sk
& ARG A R A B R HE S AT 5 S AT

Regm. FEL, BorpBVE, NI BIBVEHT . SUSIIAE. N4 R B Y

CrpykrypupoBanHoe Pe3iome:

B coBpemenHoii OusHec-cpene, XapaKTEpPHU3YIOMIEHCS CTPEMUTENbHBIM  TEXHOJIOTHUYECKUM
nporpeccoM, uudpoBas TpaHcopmanus CcTajda HEOThEMJIEMBIM CTPATErMYECKUM HWMIIEPATHBOM JIJIs
OpraHM3aluii, CTPEeMSIIUXCsl 00eCHeYUTh YCTOHYMBOE KOHKYPEHTHOE MPEUMYIIEeCTBO. B 3TOM KOHTEKcTe
KOHLETLHSI «IU(PPOBOIi 3peJIOCTH» BHICTYIMIIA B KAYECTBE KIFOYEBOTO MOKA3aTeJIsl, ONPEIEIISIOIIEro CTeleHb
MHTErpaniy IU(PPOBBIX TEXHOIOTUH B NPONIECCH, CTPATETMH U KyJIbTYpy OpTraHM3aIlMM, a TaKxkKe
3 PEeKTUBHOCTh UX HMCIOJIL30BaHUs /st JocTibkeHns: ousHec-neneil (Chanias & Hess, 2016). Xors npsimble
IperMyIecTBa IU(PPOBU3ALNK [IMPOKO MPH3HAHBI, MO-TPEKHEMY CYNIECTBYET 3HAYMTENBHBI MpoOen B
MOHVMAaHHH IIEJIOCTHBIX MEXaHMW3MOB, TIOCPEIICTBOM KOTOPBIX HU(POBas 3peIOCTh MPUBOANT K OLLYTHMBIM
WHHOBAIIMOHHBIM pe3yJbTaTaM. B dYacTHOCTH, B3aMMOJIEHCTBHE MEXIY LM(PPOBHIMH BO3MOKHOCTSIMHU
OpraHM3anyy, e€ 4JelOBEYEeCKHM KalMTaJOM M WHHOBAI[MOHHBIM IOTEHIHAIOM TpeOyeT Oosee rirybokoro
SMIIMPUYECKOTO HccienoBanus. JJanHoe ucciaenoBaHie MOTHBUPOBAHO HEOOXOIMMOCTBIO BBIMTH 32 PaMKH
YHCTO TEXHOJIOTHYECKOTO B3IJIAa Ha IH(POBYI0 TpaHCHOpMALMIO U U3YUHTh €€ CONMATBbHO-TEXHHYECKHE
acriextel. OHO HampaBJIeHO Ha OTBET HA J[Ba OCHOBHBIX HCClIefoBaTeNbcKuXx Bompoca: (1) KaxoBo mpsmoe
BJIMIHUEC YPOBHA HI/I(prBOI\/’I 3p€JIOCTH OpraHMU3allM Ha KJIMMAT TAJIaHTOB U MHHOBAIIMOHHYIO JICATCIBHOCTH
komaHasl? (2) Kak nuaepckue KOMIIETEHIMH M MEXaHU3MBI TOAJCPKKH Pa3BUTHS BBICTYMAIOT B KauecTBE
MMOCPEHUKOB B B3aUMOCBSI3U MEX Ty IU(DPOBOI 3pEIOCTHI0 1 MHHOBAIIMOHHON JAESITETbHOCTHI0O KOMaH/IbI?

JlaHHOE MCCIIeIOBaHHE OCHOBAHO HAa MEXIUCIUTUIMHAPHOW TEOPETUIECKON OCHOBE, 00bEINHSIONIEH
uaed U3 OOJIACTH CTPATETMYECKOTO YIIPABICHUS, OPTaHU3AI[MOHHOTO ITOBSACHUS W TEOPUH WHHOBAIIUIL.
Hudposas 3peaocTh MOHUMAETCS KaK 3BOJIOMUOHHBIN MPOIECC, OXBATHIBAOIIUI TOTOBHOCTh M CIIOCOOHOCTH
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opranmu3anuy 3(GQGEKTUBHO HCIONIB30BaTh IU(POBBIC MHCTPYMEHTHI, YTO OTPAXKAaeT CTEIEHb HHTETPALNH
(POBBIX TEXHOIOTHI B CTpPAaTETHMYECKUE, JTHACPCKHUE, ONEPANMOHHBIE W KyJIbTypHBIE aCHEKTHl KOMITAHHH
(Rossmann, 2018). JlaHHBIE NUTEpaTyphl CBHAETEIBCTBYIOT O TOM, YTO IU(POBBIE 3peible OpTraHU3aINH
UMEIOT 00JIbIIIe BO3MOXKHOCTEH JUIA PAa3BUTHS IMHAMHUYECKHUX CIIOCOOHOCTEH, ITOBBIICHHUS OpTaHH3aHOHHOM
YCTOHYMBOCTH U POJABIKCHUS HOBBIX Om3Hec-mozeneit (Leso et al., 2024; Barn Toraep u ap., 2024a). Kinmumat
TaJlaHTOB OTHOCHTCS K OPTaHU3AIMOHHON aTtmocdepe, KyJlbType M CTPATETHYECKOMY MOIXOJY, KOTOpPBIE
(hopMHPYIOT BOCHIpHATHE, pa3BUTHE U YIPaBICHHE TaJaHTaMH. OTO MHOTOMEpHAas KOHCTPYKLUS,
BKJIFOYAroIIas B ce0s1 caMOOBITHOCTB, IOCIIEI0BATEILHOCTh, KOHCEHCYC U KOHTEKCT, KOTOPBIE B COBOKYITHOCTH
CHTHANIM3UPYIOT COTPYIHHKAM O TOM, 4TO MX pocT M BKian nensrca (Kumr, 2017a; Meuimem, 2023).
KomannHast MHHOBALlMOHHOCTh KOHIIETITYyaJIH3HPYETCsl KaK LENEHANpaBI€HHOE BHEAPEHHE U NPUMEHEHHUE
HOBBIX U IOJIE3HBIX HJEH, MPOIecCoB, MPOAYKTOB MM IPOLEAYp B KOHTEKCTE KOMAaHbI, ONMparomeecs Ha
COBMECTHBIC YCHIIMS, COBMECTHOE MO3HaHWe U OnarompusatHyr cpeny (Thayer et al., 2018a). JlanHoe
HCCIIEIOBaHNE BHOCHUT YHHWKAJIbHBIN BKJIAJ B HAyYHYIO JINTEPATYpY, NMpesiaras KOMIETCHINN JINACPCTBA U
MEXaHM3MBl TOJJIEPKKH Pa3BUTHA B KadeCTBE KPHUTHYECKH BAKHBIX OIOCPEIYIONIMX IEPEMEHHBIX,
YTBEpXKasi, 9YTO OTHOW TOJIBKO IU(POBOI 3pENOCTH HEAOCTATOYHO, a €€ BIMSIHNAEC HA WHHOBALUHM YAaCTHIHO
HAaIpaBiIseTCs U yCUIMBACTCS Yepe3 JIMAEPOB M CHCTEMBI MOICPIKKH.

JAst IpOBEpKH MPEUIOKEHHON TEOPETHIECKON MOAEIH ObIT MCIOIb30BaH KOJIMUECTBEHHBIH AN3aiH
uccienoBanus. LleneBas COBOKYITHOCTh COCTOSIA U3 COTPYAHUKOB, Pa0OTAIOMINX B OPTaHU3AIMIX CEKTOPOB
YCIIYT/TOPrOBIM M MPOM3BOJCTBA/MPOMBIIUIEHHOCTH B ropojae Koubs (Typuus), akTUBHO BOBJICUYEHHBIX B
npouecchl HU(poBoii TpaHchopManuu.

OcHoBa BbIOOpKH ObLTa CHOPMHUPOBAHA C KCIIOJIH30BAHMEM 0a3 MAHHBIX WICHOB [IpOMBINUICHHON
nanatel Konsn (KSO) u Toproeoit nanaret Kousu (KTO). bt BeIOpan MeTo[ ieneHanpaBieHHO# BEIOOPKH,
MOCKOJIbKY OH HAaWJIy4IIMM 00pa3oM COOTBETCTBOBAJ LM cOOpa JaHHBIX OT OPraHW3alMi ¢ Pa3IndHBIMU
YPOBHSMH III(YPOBOH 3PEIOCTH.

Kpurepusimu otdopa opranmzamuii Obumn: (1) Hammume ombiTa pabOTHI HE MeHee Tpex JieT; (2)
HaJIM4He TEKYIUX MPOEKTOB 0 nudpoBoii Tpanchopmarmu; (3) wienctso B KSO mmu KTO. Coop nanHBIX
OCYIIECTBIISUICS TOCPEACTBOM aHKETUPOBaHMA 236 yJacTHUKOB U3 1§ pasaMyIHBIX OpraHU3aInii, OTBEIAIOMINX
yKa3aHHBIM KPUTEPHSIM, B IIEPHO]] C OKTIOPs 1o HOsIOph 2025 rona. Beibopka cocTosiia NpeMMyIIECTBEHHO 3
myxunH (71,6 %), npuuem 3HaunrensHas gouts (38,1 %) pecrnioneHTOB OblIa B Bo3pacte 36—45 ner u nmena
creneHb Oakanaspa (75,4 %).

AmnkeTa BKJIIOYaa TpHU XOpOI1IO 3apEKOMEHIOBABIIINE celst HIKAJIbI, OTO6paHHLIe 3a UX COOTBCTCTBHC
KOHHEHTyaHBHOﬁ OCHOBEC UCCJICIOBAHUA U IMPOBEPEHHBIC IICUXOMETPUICCKUE CBOMCTBA.

Ilxana mudposoii spenoctu (DOO), paspaborannas Poccmannom (2018a), Gbina BeiGpana Garoaapst
e€ BCECTOpDOHHEMY H3MEpeHHI0 UHU(POBOH TpaHCHOpPMANMU IO CTPATETHYECKOMY, JIUJIEPCKOMY,
OIepaIMOHHOMY, TEXHOJIOTUUECKOMY H yIIpaBiieHueCKoMy u3MepeHusM. 1lIkana mpakTUK pa3BUTHsI TANIAHTOB
(YGUO) Moper, Cpaprca u Ilymsua (2020) 6bu1a BEIGpaHa, MOCKOJILKY OHA OTPaKaeT BOCIIPHHHMAEMYIO
COTPYIOHUKAaMH TMOIICPKKY B Pa3BUTHH, YTO HAMPSIMYI COOTBETCTBYET MPEIIOKEHHBIM TOCPEIHUICCKUM
mexanm3maM. Illkana xomanjnoii mmHOBamuonHOCTH (TIO) Aunmkrosa (2015) Gblna HpeamOYTHTENHHA
Omaromapst cBoemy (OKYCy Ha WHHOBAIMSAX HA YPOBHE KOMAaHABI W PasTPAaHUUYCHUIO MEXKIY
9KCIUIOATAIMOHHBIM U HCCIICAOBATEIHLCKUM H3MEPEHHUSIMH HHHOBAIlMH. AHANH3 HAJE)KHOCTH MOITBEPIHIT
BBICOKYIO BHYTPEHHIOIO COTIJIACOBAaHHOCTh BCEX IIKaJ, IPUYEM pe3yJbTaTbl COOTBETCTBOBAJIHM JaHHBIM
OpPHMTMHAIIBHBIX HCCIEIOBaHUN MO MX pa3paboTke. DkcruioparopHbli daktopusiii anamuz (EFA) BeisBui
(haKTOpHBIE CTPYKTYPHI, COOTBETCTBYIOIIHE HCXOHEIM IIKAJIaM: BoceMb (hakTopos st DOO, 06bsICHOMuIX
68,42 % obmeit aucnepcuu, Tpu daxtopa a1 YGUO, obmsacusommx 71,23 %, u msa dakropa mus TiO,
obwscHstOMUX 66,87 %, Mpu 3TOM (aKTOpHBIE HATPY3KH BapbHpoBaiuch B nuamnazoHe ot 0,50 mo 0,88.
TTokazarens anekBaTHOCTH BEIOOPKH 10 Kaiizepy-Meitepy-Onkuny (KMO) coctasui 0,890, a rect baptnerra
Ha cepHUYHOCTh OKazaJcs 3HAaYuMbIM (> = 4746,993, df = 78, p < 0,001), 4TO MOATBEPANIIO NPUTOTHOCTH
JaHHBIX 1711 (PaKTOPHOTO aHaN3a.

Jnst n3ydeHns: IByMEpHBIX B3aMMOCBsI3€il ObUT HCIIOIb30BaH KOPPEJSIMOHHBIN aHanu3 1o [Tupcony.
Koppermsimus Mexay nudpoBoii 3pe’aocThio (00muid 0amt) ¥ MHHOBAIIMOHHOCTHIO KOMaH/BI (00mui Oam)
0Ka3aJach OUYCHb CHJIBHON M MOJIOkUTENBHOH (1 = 0,965, p < 0,001). XoTs Takast BBICOKasi KOPPEISIHS MOXKET
BBI3BATh OMNACEHHS OTHOCHUTENBHO CHCTEMAaTHYECKOH OmmOKM oO0Iiero Meroaa, OJHO(GAKTOPHBIH TecT

www.turkishstudies.net/economy



2204 Emre Nalgacigil - Ahmet Fatih Ozy1lmaz

XapmaHa ToKa3all, 4To OAHH (GaxkTop oObscHsAeT auiib 34,6 % obuieit aucnepcun, 4to Hike mopora B 50 %,
yKa3bIBasl Ha TO, YTO CHCTEMAaTHUYECKas OIIMOKa OOINETO METOAA HE MPEACTABISAET CEPbE3HON Yrpo3bl AT
BaJMIHOCTH MOJY4YeHHBIX pe3ynsTaTtoB (Podsakoff et al., 2003). Kpome Toro, AucKpuMUHAHTHAS BaUIHOCTH
OpLTa MoATBEepKIeHa ¢ oMoIbio kputepus opremna-Jlapkepa u koapdruurentoB HTMT, Bce U3 KOTOPBIX
osuta Hike 0,85.

Jst mpoBepky NpsIMBIX 3¢ exkToB OBLT MPOBEAEH PETPECCHOHHBIN aHaNIN3. B OTHOIEHNH THIIOTE3HI
H: mpocras nuHeiHas perpeccusi mokasaia, 4yTo HUQpOBasi 3pesoCTh OKAa3bIBAET 3HAUNMOE I0JI0XKUTEIBHOE
BIMsHME Ha KiauMat tanantoB (f = 0,908, p < 0,001, R? = 0,829). Uto kacaetrcs rumore3bl Ha, OBLIO
YCTAQHOBIICHO, 4YTO IM(pPOBas 3pENOCTh SBISETCS MOIIHBIM IPSIMBIM IPEIUKTOPOM HHHOBALMOHHOM
akTuBHOCTH KoMauabl (B = 1,004, p <0,001, R?=0,929). OroT pe3ynbTaT NoATBEpKJaeT JaHHBIE MPEAbIIYIINX
uccienoBanuii (Van Tonder et al., 2024a; Xiang et al., 2021a), moarBepxas, 4To HUPPOBU3ALHNS SIBISIETCS
penraromM (akTopoM B TOBBIIICHUH HMHHOBAIIMOHHOTO TOTEHIMAla OPraHU3allii. B OTHOIEHNU TUIIOTE3bI
Hs Obmo ycTaHOBIEHO, 4YTO NPAKTUKH pa3BUTHA TAJIaHTOB SBIIOTCA 3HAYUMBIM [PEAUKTOPOM
WHHOBAI[MOHHOW aKTUBHOCTH KOMaHJBI, IPUYEM HanOoyee BIMATEIbHBIM (DaKTOPOM SIBISIETCS TOBEICHHE,
HanpaBJIeHHOE Ha JTHIHOCTHEIH pocT (B = 0,859, p < 0,001, R* = 0,769).

Hawnbonee ybemurensHble pe3yabTaThl ObUTH MOIYyUYEHB B XO/€ aHAIN3a ITOCPEIHNYECTBA, KOTOPHII
KacaJics OCHOBHOTO BKJaja AaHHOTO uccienoBanus. C mcnosnb3oBaHneM kak Tecta Cobems, Tak u Ooiee
coBpemeHnHoOro Metona Oytctpamna (Preacher & Hayes, 2008) ¢ 5000 moBTOpHEIME BBIOOpKaMH BCE THITOTE3BI
0 nocpeaHuYecTBe ObUIM MOATBEPKICHBL. ['umore3a Ha Oblia moATBEpIKAEHA, IIOCKOJIBKY MPAKTHKH PA3BUTHS
TaJIAHTOB 3HAUYMMO OIOCPENYIOT B3aMMOCBSI3b MEXY LIU(POBOH 3pENOCTHIO U HHHOBAIIMOHHOCTHIO KOMaH/IbI
(Sobel = 39,109, p < 0,001; 95 % U mo meroay Oyrcrpena [0,892; 1,048]). ['unote3a Hs Takke Oblia
MOATBEPXKIICHA, YTO CBUIECTEIBCTBYET O TOM, YTO OTHOLICHUSI, CIIOCOOCTBYIOIINE Pa3BUTHUIO, U MOIJIEPIKKA
BBICTYMAIOT B KAYECTBE 3HAYMMOTI'0 YacTHYHOT0 rmocpenuuka (Codens =21,715,p <0,001; 95 % AW mo metomy
oyrcrpema [0,712; 0,978]). Hakonen, Oputa moaTBepkaeHa rumoTe3a Hes, yCTaHOBUBINASA, YTO JHACPCKHE
KOMIICTEHIINM YacTUYHO OINOCPENYIOT 3Ty KIIO4YeByI0 B3amMocBszb (Sobel = 21,715, p < 0,001; 95%
JIOBEPHUTENBHBI WHTEpBaI 1o MeTtomy Oyrcrpema [0,703; 0,965]). Ot pe3ynbTaThl IEMOHCTPUPYIOT, YTO
dpoBast 3peI0CTb CTUMYJIUPYET HHHOBALMK HE TOJIBKO HAMPSAMYIO, HO M KOCBEHHO, YKPEIUISLS JTHACPCKAE
CIIOCOOHOCTH U CO3/1aBast OJIaroNmpUsTHYIO S3KOCHCTEMY ISl pa3BUTHS TAJIaHTOB.

JlaHHOE HCCllefoBaHHE BHOCHT PsAJ BaKHBIX TEOPETHUECKUX M NPaKTUUECKuX BKiIanoB. OHO
SMIIMPHYECKH MOATBEPKIaeT KOMIUIEKCHYIO MOJIENIb, B KOTOPOH IM(POBas 3peloCcTh BHICTYIIAET B KaYeCTBE
OCHOBOIIOJIATaoUIero (hakTopa, CHOCOOCTBYIOIIETrO YIYYIICHWIO KaK KIMMaTa sl TaJaHTOB, TaK |
WHHOBAI[MOHHON AEATENbHOCTH KOMaHIbl. BakHO, UTO B HEM YCTAHOBJICHO: JHJIEPCKHE KOMIIETECHIIMH U
MEXaHU3MBI MOJIEP’KKH Pa3BUTHS SBIISIOTCS HE MPOCTO KOHTEKCTYalIbHBIMHU (PaKTOPaMH, a CyIIeCTBEHHBIMU
MOCPEIHUYECKMMH KaHajaMH, 4epe3 KOTOpble HH(pPOBHU3AIMS IPUBOAUT K IMPEBOCXOIHBIM PE3yJbTaTaM B
oOnacT WHHOBAIWi. /{7 MPaKTUKOB [JAaHHOE MCCIEIOBAaHHE NPEIOCTAaBIACT YETKYI0 CTPATErHYECKyIO
JIOPOXKHYIO KapTy: JUIl MaKCHUMH3allUd Pe3ylbTaTOB HWHHOBALIMOHHOW JEATENbHOCTH WHHUIHATHBBI IO
mdpoBoit TpaHchopManuM MOIDKHBI OBITH KOMIUIEKCHO WHTEIPHPOBAHbI C INPOTpaMMaMi  yIPaBICHUS
TaJlaHTaMH U Pa3BUTHSA JIHAEpcTBa. [l yIeHBIX OHO OTKpPBIBACT HANpPaBICHUS Il OYAyIINX HUCCIIEI0BaHUH,
TaKMX KaK H3ydeHHe MOJAEPATOPCKOM POIM OPraHU3alMOHHOW KyJIbTYpbl, OTPAclI€BOrO0 KOHTEKCTa WU
KOHKPETHBIX CTHJIEH THIEpCTBA B 3THX OMOCPEIO0BAHHBIX B3aUMOCBS3AX.

HccnenoBanue wuMeeT psii orpaHudeHuil. Bo-nepBbiX, BbIOOpka Obuia chopmupoBaHa C
HCIIOJIb30BAaHUEM LIEJIEHAIPaBIEHHOI0 MeToAa BeIOOpKH u3 opranm3anuil B Konse (Typrwst), sBusronmxcs
ynenamu KSO u KTO, 4ro orpannunBaer BO3MOXHOCTh 00OOIIEHHUS PE3yJIbTATOB HA JPYTHe PErHOHbI WIIH
OpraHM3aiii, He BXOJUIIIUE B 3T acCOLMUALUH. BO-BTOPBIX, MEPECEYCHHBIH U3aliH HCCIEOBaHHS HE
MO3BOJISIET C/IeNlaTh OKOHYATEJIbHBbIE BBIBOJBI O MPUYMHHO-CIIEJACTBEHHBIX CBS35X; HEOOXOAUMBI OyIyline
MIPO/IOJIBHBIE HCCIIeAOBaHMA. B-TpeThuX, TeHIepHBIN cocTaB BEIOOPKH ObuT HecOamancupoBaHHBIM (71,6 %
MYX4HH). B-4eTBepThIX, MCCIeJOBaHNE OCHOBAHO Ha JAHHBIX, MOJYYEHHBIX Ha OCHOBE CaMOOTYETOB, YTO
MOXET OBITh IIO/IBEPKEHO CHCTEMATHYECKOW METOI0JIOTMYECKOH TTOTPEIIHOCTH, XOTS TeCT XapMaHa IoKasal,
YTO 3TO HE MPEJCTaBISIET CEpPbe3HOW MNpoOiembl. B Oyaymmx HccienoBaHHAX CIEIYeT HCIIOJIb30BaTh
NPOJIOJIbHBIE TU3aiHBI, IPUBJIEKAaTh OoJiee KPyIHbIE M Pa3sHOOOpa3HbIE MEXOTpacieBble BEIOOPKH, a TaKke
coOMpaTh JaHHBIE M3 HECKOJIBKMX HMCTOYHUKOB (HampHMep, OT Iap «PYKOBOJIUTENb-COTPYIHHUK») IS
MOBBIIIEHHS 0000IaEMOCTH M HAJEKHOCTH 3THX PE3YNbTaToB. B 3akimoyeHHEe MOXKHO CKa3aTh, 4YTO B
(POBYIO AM0XYy KOHKYPEHTHOE IMPEUMYIIECTBO NPHHAIJICKHUT TeM OpPraHH3alUsIM, KOTOpPbIe CIOCOOHBI
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TapMOHMYHO COYETaTh CBOM TEXHOJOTHYECKHE BO3MOXKHOCTH C YEJIOBEYECKHM IIOTCHIIHAIOM, CO37aBast
OIIarOTBOPHBIA MUK, B KOTOPOM HU(POBasi 3peI0CTh, IPPEKTHBHOE JTUAESPCTBO W ONArONPHUSITHBIA KIMMAT
IUIS TAJTAHTOB COBMECTHO CTHMYJIUPYIOT YCTOHYNBBIC HHHOBALIUH.

KnaroueBble ciioBa: ympaBieHue, Ou(ppoBas 3peNocTb, KINMAT U1 TAJaHTOB, KOMAaHIHBIC
WHHOBAIINH, JTHJICPCKUE KOMIICTEHIINH, Pa3BUTHE TAIAHTOB, IH(poBas TpaHcHopmanus.

TR fod IRIR:

Aol T dH-h! YTl 1 fa=INdT aTd GHe el araeTis ukexd H, fEfored uftada te —imh
Tferaeferds any R 37 & SZH T o o8 T Hfard 0 sa=adsal 9+ a1 8 | 39 Ied
H, fEfoted uRusdl @) SfGURUN T HedqUl AT & &0 H IHI §, S a8 uRHINd &=l § & g
I ARG &l P! U 3 & fod ST fard=it THTE &1 T A1 ITT 8 (T 3R 89, 2016) |

gTaife fEforechiaur & e al &1 aTgs ¥9 ¥ WHR fasar S &, fhR ot 37 www o
T B U Aeaqul R &1 gof & forier ey ¥ feftiea uRuerar gd Farer ufvom & sgacd 81
Oy U 9, T e @ fefored emarstt, IT®! A Uoht 3R ITD! FarIR &Hdl & st 3id:forar &
TR SrgHaSrg Wi ST GHTRIIW%I g ST fSfofed uikad & dad do-id! EPPI0 I 3 Jg-
SEsHob HI;:I:T? dbIht MTATA BT UdT A Bt IRl I UG &1 STBT I of WUTHd My
U9l B I

(1) Tt Tre & feforea uftusmar TR &1 39! UfquT &1 Siaarg $iR A TaraR WR Her
TUTd g7 (2) fEforea uRuerar 3iR ¢ TareR & st e H A &l SR [ahrITHS TeTadl dF Heay
& ¥0H Y B HRd 82

g 3 IUHIA® TeeF, TToTdHS HaER SR TR Rigid & U Siaefd &l Udbidhd HRA
Tl U Ig-fasas Jifad gid W e gl

fSftea uRuear & tes fawrard) ufshar & &g & rem ordr &, forad fedt gme ot fefea
IUBRUT T YHIS &7 & ITUNT B T deRell AR & M Biell 8, S 39 o1 o1 Ui Bt 8
fo5 fefrea drafifeal B & uFifae, I, uRem iR Tipiae s | by ge do Ffikd §
(Rossmann, 2018)| W@WW%%WW@WWWWﬁ@W
B, GMSIHSD AHIAUT BT g¢H, 3R T TGRS AlSd B §¢Ial & P [oU SgR R A 8ld &
(Leso et al., 2024; Van Tonder et al., 2024a) | i Fazhe @ dIId I WeATEHD H@T'L W 3R
U ERHI0 A § S TfauT & 4RO, fIBrT 3R Usie &I 3ThR T 8 | I8 U §g-ATaTH Ta-1 8
forgd fafmwan, FRoRa, Fgafd SiR Jey fd §, S Injfed ¥4 § HHARAl I I8 Hdhd od & [
ID! 3G 3R ATEH B Hed a1 ST § (King, 2017a; Yildiz, 2023) | A TR &1 U ¢H & Tauf o
T 3R Iwantt faarRt, ufesarefl, Iarel a1 syt &1 THegeR URad R ST & w9 o
SfayTia e T 8, St IgaiTeTes Uy, e I IR U WgTdd dararul I aruif-ad gidr 8 (URR
TC 31d., 2018a)|

g T g &M 3R [IBTITHS TR ol & gyl A TR & U B YA HRap
TR # 3 a1 TG T B, T8 deb &d U fob had fSfoled URuear Suaid § 3R TR R 33®
TUTT 3MRI% =0 J Adrsit 3R Tgrae Yunferl & [T ¥ Ieanferd iR @ Sl g |

TRATfad Jgifded HiSd BT TN A & Y, T ARSI FSog ST T |
e Saret § ool & i1 & Jar/aAmIR 3R fafFmfor3eT &= § &1 w3 a1 HHaR! [ied 2, o
feforea ufkad= ufsransit & Ifsra T0 I T gU A1 TAT ST ST AR 316 TSKT (KSO) 3R HI
dTR 3 BT (KTO) & TaR SO BT IUIANT HXch §11 7T AT | Th ST ere AT fafe) gt s,
a@%wﬁfwwﬁaﬁ%%muﬁwaﬁwﬁ@%awmﬁ%@m%ﬁmmm%
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Tt & oI I A S A: (1) HH Y HH i a8t ¥ Treq & 8141, (2) T 81 fefdred uRada
IR 81, 3R (3) KSO AT KTO HT UG GHT| ST HFLER-GER 2025 P GRM 3 AFES! Bl 1
B a1 18 fafts Tt & 236 Ufawifirat o) faw e gdermr & Areqw | ve forar |

TR ¥ SAfBTRIG: TN URTUTT (71.6%) A 2, FoFH ¥ U6 Hedqu! /T (38.1%) 36-45 a8
DT 3T BT AT 3R (75.4%) = A B! STt U 1 2|

FAeoT JUSR | i JRAIT Tam 2l 3, 5% siemae & aaies o & 91y W@ 8k
It R ATt Tor & fore g mam

U, A, aREreH, Uefiet SR == st & fefied ufad= & amues A & fore
G (2018T) gRT Ay fEfrea ufkuesdr THMT (DOO) TAT 74T ATl ARY, WIEH 3R YT (2020)
ERT Tele Saaude WFeqs Q9T (YGUO) ST T T ifeh U8 HHamal gRT Hegd fbu Mg
faeraTere qudF &1 guiar 8, S uRarfad Aegydr oA 4 e G&fid §1 A9 a%E Wod (Tio) &Y
BN (2015) GRT AH-TR & AR W &M FHisd HRA AR MUUMEHS qUT SAVUTHS TIER
TATA} & o 3R P HROT UTYHedr < 13 | fasaadr faseyor 3 gt Tamt & foe 3= eriafe fRrar
o1 gfY 31, foraes afkomy ge fasr sreag=t & Sy | AWUTEHS U AR (EFA) = Hd TAH!
F AT UTH WIS Bl Ydbe fHaT: DOO F o 3116 Ued Sl Hot [aaR0T BT 68.42% TR B G,
YGUO & o i gee Tt 71.23% SARST R4 §, 3R TiO P fo1T & U it 66.87% RS B &, Foras
gedh HR 0.50 3R 0.88 & &9 | THAT UATdl BT HIR-AR-3Mfedh= (KMO) HTT 0.890 T, 3R FEaIT &1
mﬁwm%ww:mw%, df =78, p <.001), FoT Trarex fARQIvoT 3 forg St &t Iugadar

|

foaR ddel o1 ST & forg oeRe Tgdey fa=ewor &1 Iuant foar man| f$fSed ufkusar (@
WIR) 3R A IR (A WD R) & i TgAa Tgd AoTgd 3R HRIED UT (r = 0.965, p <.001) | G
I8 I vedsy gy fafy gafug & aR o A Ue1 #R IahdT §, SRAA & Uhd-BRS U1 J Udl
T b Ueh € BR = Bt [ITRUT DT P 34.6% THSATT, ST 50% H WA HH 8, Tg STa1 ¢ fob Ay
faftr gafrg few et &t dydr o iR U ¥ TR & T8l STl 8 (ASHUTHh % TS 31d., 2003) |

m s{ﬁrﬁa%r, Fornell-Larcker HTFGS 3R HTMT agm‘r%mm@r%ﬂw awaﬂg@ﬁﬁ,
St 0.85 4 HH |

Y& THTAT BT U101 S & fore ufaae fazawor fw el |, & forg, wRa ¥de ufamee A
famn & feforea uRusar &1 ufaun STaarg R He@yul IeHRIeTd THTE 8 (B = 0.908, p < .001, R =
0.829)]

H. & forg, fefotea uRusrar &1 & 7aaR &1 e faa=irel Ueger gaigaT-d U a1 (3 = 1.004,
p <.001, R?=0.929)| T% FT<hY fUBA TN (Van Tonder et al., 2024a; Xiang et al., 2021a), T8 IfP HRd T
{5 fsRrechiour fef Tie &t Taae &md & 5g | U (uilas &R 21 H, $ g, ufayr faem
TUT3Hf 1 S TAER & HgdqUl ©0 ¥ HIsaruh &1, o afeaiTd [asr agR Fad THTaRIe HRéb
T (B=0.859, p <.001, R2=0.769)|

T YHTARITC s Tead fa=aloon & WA 31T, S8 s1eqa+ & SH1g anTeH &1 Jaiferd
foraT | Tae TRY&oT 3R 5000 G:-THAT & 1Y e THBIEH gewey fafd (SR 3R 899, 2008) 1T &1
U $Xd g, T e R U BT wHd= g

H. &1 g g3, Fifes ufan faera &1 yutt fefsred uRussdr sl 9 FaaR & s & Jay &
Tgayuf 31ifre Ty & w0 § H1f Sl § (WA = 39.109, p <.001; TELT 95% CI [0.892, 1.048]). Hs
&1+t 2t g T foa, mﬁwwm%ﬁﬁquaﬁiwaﬁwwm
TR & T0 N BT Hd § (@I9e = 21.715, p < .001; FEXLT 95% CI [0.712, 0.978]). 3fd &, He P IP EF,
T ug R BT & b Aqe &HdT 39 T Hdy 1 3ifkies Heaeydl Sl § (eidl = 21.715, p <
001; TS 95% CI [0.703, 0.965]). T Fmef g=ifa § 6 feforea ulusrar 7 Faa Y IR R fes Aqa
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&S BT Holgd PP SR UfaHT b & T T Herae uRfRUfIe! @ s siyde wu 4 +f
AR ) Sl ot 2|

Tg 31T s Hedqul A R FaRIRG TNTEH T 8 | I8 U AU AlSd BT SHTST
0 I JATIH BT ¢ Forad fefred uftuear te Mifers IRe & wu # orf ol g off ufaul & Aeid
3R & 7R Gl &1 I T § | HE@qUl ¥ U ¥, T8 W &l ¢ fP g eidT 3R faswrareres Jgrr
I Fad Wi HRE T8l ¢, dfeh 3MaLIDH AAR AN ¢ P A1y I f3fReciiaru dgaR TamrR
U T Seadl 8 | naradmarst & forg, I Te Ue Ty IUMfdd JASHY YaH Hdl §: 7dTaR & TRl
DI HYHTH H & forg, Fefred ufkad ugal & UfaHT Ueem SR Ag@ fasr SRisH & 1 0y
U THIPd e 91 =T | e & o1y, us widwr & iy & o1y IR @ierd1 8, 94 b 37 gy
el IR WiTaaTE Xpid, I & g, a1 IRy g Aferdt &1 Aeorws YHwmT & Tl BT

Y LT Bt B3 YA § | Ugelt, THAT Gl & Ha1 B FRYG 37 a1 F Th Ie=aqqul F1
fafy 1 IuaIT B for AT U7 S KSO 3R KTO & Few &, S sl ot QiR &dar ol g
&3 U1 TR WIS dh T Rl 8 | gAY, Hig-QaRHd fuie FAfd sror e fswy e
I erar g; Higsy H e s @) sraxgemar g1 Ry, TR o o faaRor sridferd ot (71.6%
TBY) | T, T8 e W-ROd fhy 78 YRues et W AR w5l 8, St 9w usfa yaiig & srefia
1 Tl &, BIelTh BT o TRI&0T A Hopd faa & g wa MR e 1 fawa 76t 71 Wiasy & sreqet o
Srdp1iere fEomg o1 IuadiT fosan o =@y, 98 SR ifies fafdy asretes TaAT &1 ISuai fasar o
MR, 3R 27 sl B ARG & iR Holge &) g & AU s Fdl (O, Teed-HHart
) ¥ Sl U4 foar o1 9rfgu|

g, fefoea g o, ufowufars Ty 39 W1t &1 8 St U=t ddb-ie! &dT &t S(uT
AR & & 1Y YHOY RTUT FR Ghd 8, I T RIS deb ST ¢ T8l Sfoied uRueha,
TUTE! A SR T Holgd UiaHT Al Ifed U § Idd AdraR &1 IRkd #d 3|

Fras: yaeF, fSfea uiusmar, ufaur aEid, a9 TaER, Aqd &, ufaun faem, fefitea
R |

Yapilandirilmis Ozet:

Gilinlimiiz ig diinyasinda dijital doniisiim, organizasyonlarin rekabet avantaji elde etmesinde
vazgecilmez bir unsur haline gelmistir. Bu siirecte dijital olgunluk, bir organizasyonun dijital
teknolojileri ne dl¢lide entegre ettigini ve bu teknolojilerden ne kadar yararlandigini belirleyen kritik
bir kavram olarak 6ne c¢ikmaktadir. Dijital olgunlugun inovasyon iizerindeki dogrudan etkileri
literatlirde siklikla incelenmis olmakla birlikte, bu iligkinin altinda yatan mekanizmalar -6zellikle
yetenek yonetimi ve liderlik dinamikleri- yeterince arastirilmamistir. Bu ¢alisma, dijital olgunluk
diizeyinin yetenek iklimi ve takim inovasyonu iizerindeki dogrudan ve dolayl etkilerini incelemeyi,
ayrica liderlik yetkinligi ve gelisimsel destek mekanizmalarinin bu iligskideki aracilik rollerini
ampirik olarak test etmeyi amaglamaktadir. Arastirma, "Dijital olgunluk takim inovasyonunu nasil
ve hangi mekanizmalar araciligiyla etkiler?" sorusuna cevap aramaktadir.

Caligma, stratejik yonetim, oOrgiitsel davranis ve inovasyon teorilerinden beslenen c¢ok
disiplinli bir kuramsal g¢ergeve ilizerine insa edilmistir. Dijital olgunluk, bir organizasyonun dijital
teknolojileri stratejik, operasyonel, liderlik ve kiiltiirel boyutlara entegre etme kapasitesi olarak
tanimlanmaktadir (Chanias & Hess, 2016; Rossmann, 2018). Yetenek iklimi, calisanlarin
yeteneklerini gelistirmelerini destekleyen orgiitsel atmosfer, kiiltiir ve stratejik yaklagimlar biitiinii
olarak kavramsallastirilmistir (King, 2017; Y1ildiz, 2023). Takim inovasyonu ise, bir ekip baglaminda
yeni ve faydali fikirlerin, siireclerin veya tirlinlerin kasitli olarak ortaya konulmasi ve uygulanmasi
olarak ele alinmistir (Thayer vd., 2018). Literatiirdeki bosluk, bu {i¢ kavramu biitiinciil bir modelde
birlestiren ve aracilik mekanizmalarimni test eden ampirik ¢alismalarin sinirli olmasidir. Bu ¢alisma,
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liderlik yetkinligi ve gelisimsel destek mekanizmalarini aract degiskenler olarak modele dahil ederek
bu boslugu doldurmay1 hedeflemektedir.

Arastirmada nicel arastirma yontemi benimsenmis, iligskisel tarama modeli kullanilmustir.
Aragtirmanin evrenini, Tiirkiye'nin Konya ilinde faaliyet gosteren, Konya Sanayi Odas1 (KSO) ve
Konya Ticaret Odas1 (KTO) iiyesi ve dijital doniisiim siireclerini aktif olarak yiiriiten hizmet/ticaret
ile {iretim/endiistri sektorlerindeki organizasyonlarin ¢alisanlart olusturmaktadir. Orneklem
seciminde amagli Ornekleme yontemi kullanilmis, belirlenen kriterleri karsilayan 18 farkh
organizasyondan 236 katilimciya anket yoluyla ulasilmistir. Veri toplama araglar1 olarak Dijital
Olgunluk Olgegi (Rossmann, 2018), Yetenek Gelistirme Uygulamalar1 Olgegi (Morethe vd., 2020)
ve Takim inovasyonu Olgegi (Acikgdz, 2015) kullanilmistir. Verilerin analizinde SPSS ve AMOS
programlar1 araciligryla betimsel istatistikler, dogrulayici faktor analizi, Pearson korelasyon analizi,
basit dogrusal regresyon analizi ve aracilik etkilerini test etmek icin Sobel testi ve bootstrap yontemi
kullanilmagtr.

Analiz sonuglari, 6l¢eklerin yiiksek giivenilirlik (Cronbach a = 0,973; McDonald's @ =
0,976) ve gegerlilik (KMO = 0,890; agimlayici faktdr analizi ile orijinal faktor yapilari dogrulanmas;
dogrulayici faktdr analizi ile uyum indeksleri kabul edilebilir sinirlarda) diizeylerine sahip oldugunu
gostermistir. Korelasyon analizi, dijital olgunluk ile takim inovasyonu arasinda giiglii ve pozitif bir
iligki oldugunu ortaya koymustur (r = 0,965; p < 0,001). Regresyon analizleri, dijital olgunlugun
yetenek iklimi iizerinde anlamli ve gii¢lii bir etkiye sahip oldugunu (f =0,908; p <0,001; R?=0,829)
ve takim inovasyonunu dogrudan yordadigmi (B = 1,004; p < 0,001; R* = 0,929) gostermistir.
Yetenek gelistirme uygulamalarinin takim inovasyonu {izerindeki etkisi de anlamli bulunmustur (B
= 0,967; p < 0,001; R* = 0,925). Aracilik analizleri, liderlik yetkinligi ve gelisimsel destek
mekanizmalarinin dijital olgunluk ile takim inovasyonu arasindaki iliskiyi kismen araciladigimi ve
bu etkilerin istatistiksel olarak anlamli oldugunu gostermistir (Sobel testi sonuglari ve bootstrap
giiven araliklart). Bu bulgular, dijital olgunlugun inovasyonu yalnizca dogrudan degil, ayni zamanda
liderlik ve yetenek gelistirme gibi mekanizmalar araciligiyla dolayli olarak da etkiledigini
gostermektedir. Bu sonuglar, dnceki ¢aligmalarla (Van Tonder vd., 2024; Xiang vd., 2021) biiyiik
Olciide ortiismekle birlikte, calismanin 06zgiin katkist bu iligkinin altinda yatan aracilik
mekanizmalarini ortaya koymasidir.

Caligma, dijital olgunlugun yetenek iklimi ve takim inovasyonu iizerindeki giiclii etkisini
ampirik olarak dogrulamistir. En 6nemli bulgu, dijital olgunlugun inovasyon iizerindeki etkisinin
liderlik yetkinligi ve gelisimsel destek mekanizmalari tarafindan kismen aracilanmasidir. Bu sonug,
organizasyonlarin dijital doniisiim yatirnmlarini yalmzca teknolojik altyap ile sinirli tutmamalari,
aynt zamanda liderlik gelisimi ve yetenek ydnetimi stratejileriyle biitiinlestirmeleri gerektigini
gostermektedir. Uygulayicilar i¢in stratejik liderlik yetkinliklerinin gelistirilmesi, kisisel gelisim
davraniglariin tesvik edilmesi ve gelisimsel iligki ile destek mekanizmalarinin kurumsallastirilmasi
Onerilmektedir. Arastirmacilar i¢in ise farkli sektorlerde, boylamsal desenlerle ve daha genis
orneklem gruplarinda calismalarin tekrarlanmasi, ayrica liderlik tarzlar1i ve Orgiit kiiltiirii gibi
diizenleyici degiskenlerin modele dahil edilmesi Onerilmektedir. Calismanin kisitlari arasinda
verilerin kesitsel olarak toplanmasi, amagli 6rnekleme yonteminin kullanilmasi, 6rneklemin yalnizca
Konya ili ve KSO/KTO iiyesi organizasyonlarla sinirli olmasi ile cinsiyet dagilimmin dengeli
olmamasi sayilabilir.

Anahtar Kelimeler: Isletme, Dijital Olgunluk, Yetenek iklimi, Takim Inovasyonu, Liderlik
Yetkinligi, Yetenek Gelistirme, Dijital Doniigiim.
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Introduction

Digital transformation has become an indispensable element for organizations seeking to
achieve a competitive advantage in today’s business world. The rapid evolution of technology
necessitates that organizations enhance their productivity and market agility by adopting these
innovations. In this context, digital maturity emerges as a critical concept that determines the extent
to which an organization integrates and leverages digital technologies (Chanias & Hess, 2016;
Rossmann, 2018; Grooss et al., 2022). Organizations with high levels of digital maturity are capable
of rapidly adapting to market changes, improving customer experiences, and increasing operational
efficiency. Simultaneously, by supporting innovation processes, these organizations can create new
business opportunities and ensure a sustainable competitive advantage. A robust talent climate
constitutes one of the cornerstones of organizational success; the capacity of organizations to attract,
develop, and retain talented individuals is a decisive determinant of their long-term success.

Organizations with high digital maturity levels typically adopt innovative practices and
modern management approaches, providing employees with greater access to self-development
opportunities. This, in turn, supports talent cultivation within the organization by increasing
employee motivation and commitment. The relationship between talent climate and digital maturity
also exerts a significant influence on team innovation (King, 2017; Gallardo-Gallardo et al., 2020).
A work environment that encourages team participation, offers developmental opportunities, and
supports open communication enhances the effectiveness of innovation processes (Thayer et al.,
2018a; Johnsson, 2017). In organizations with high digital maturity, collaboration and knowledge
sharing among employees occur more effectively, fostering the development of team innovation.
While the collaboration of individuals with diverse perspectives enables the emergence of richer and
more varied ideas, a talent climate that supports diversity can amplify team innovation capacity.
Digital transformation stimulates creative thinking by improving intra-team communication and
coordination, while digital maturity ensures that innovation activities in high-level organizations
remain efficient and sustainable.

Digital Maturity

In the contemporary business landscape, business models have begun to undergo economic,
social, and technical shifts driven by the proliferation of technologies such as cloud computing, IoT
(Internet of Things), mobile internet, smart factories, big data, blockchain, customer interfaces,
artificial intelligence, digital transformation, autonomous systems, and virtual reality (Rader, 2019,
p. 29; Remane et al., 2017, p. 2)." Each constituent element within this framework has generated its

 Within this body of literature, artificial intelligence applications have emerged as a subject of inquiry in the social sciences
and have assumed an important role in the development of methods and tools for data collection, analysis, and
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own sphere of influence, necessitating a holistic conceptualization (Duarte et al., 2022, p. 2). In this
context, the construct of “Digital Maturity” has been proposed to denote the current status of an
organization’s digital transformation, the effectiveness and strategic nature of its digital technology
utilization, and the degree to which it has successfully achieved these objectives (Chanias and Hess,
2016, p. 2).

Digital maturity serves as a metric for an organization’s readiness and capability to employ
digital technologies in the pursuit of its business goals (Grooss et al., 2022, p. 496). It represents the
institution's performance and capacity to effectively utilize digital technologies (Ochoa-Urrego and
Pefia-Reyes, 2021, p. 72), integrate them into business operations, and leverage them for the benefit
of customers and stakeholders (Ochoa-Urrego and Pefia-Reyes, 2021, p. 72) to generate value
(Alsufyani and Gill, 2021, p. 122). Digital maturity encompasses the ability and capacity to deploy,
modify, and adapt digital tools to sustain competitive performance (Eremina et al., 2019) and acts as
an indicator of an organization's standing relative to digital transformation (Nerima and Ralyté,
2021). From a broader perspective, digital maturity signifies how enterprises systematically plan to
reliably adapt to digital change and identifies the specific stage they have reached within this
developmental process (Salviotti et al., 2019).

Although the concepts of digital maturity and digital transformation are closely related, they
represent distinct constructs (Bumann and Peter, 2019, pp. 17-19; Gandhi and Sucahyo, 2020, p.
254). Digital maturity refers to the extent to which an organization integrates digital technologies
and processes into its operations, customer interactions, and innovation activities (Bertolini et al.,
2019, pp. 1855-56). Conversely, digital transformation is the process of utilizing digital technologies
and processes to fundamentally alter an organization's mode of operation, management, value
creation, performance, and engagement with customers (Duarte et al., 2022, pp. 2-3; Wendler, 2012,
pp- 13-18). Digital transformation constitutes a comprehensive and strategic approach to using digital
technologies to foster innovation, improve operations, increase efficiency, and generate new value
(Aguiar et al., 2019, pp. 52-53; Carrijo et al., 2022, pp. 34-35). It serves as a technology-driven
change process occurring at multiple organizational levels, encompassing both the application of
digital technologies to refine existing processes and the exploration of digital innovations that could
potentially transform the business model (Berghaus and Back, 2016, p. 2). Digital maturity,
meanwhile, is a general metric of the progress achieved within this process, identifying the steps
taken and those remaining (Kuzin, 2019; Eremina et al., 2019, pp. 55-56). Broadly, digital maturity
is an evolutionary process aimed at determining the relationships and usage levels of businesses
regarding digital tools and applications (Ifenthaler and Egloffstein, 2020; Kljaji¢ BorStnar and
Pucihar, 2021); it is a concept that delineates the resources and structures necessary to manage digital
capabilities (strategy, technological expertise, business models, customer experience) and leadership
competencies (governance, change management, culture) (Rossmann, 2019; Bumann and Peter,
2019).

interpretation. For studies examining these two dimensions across various disciplines and areas of application, see also:
Kogakoglu & Kogakoglu, 2025; Ekinci, 2025; Sakin & Tiirk, 2025; Askun, 2024; Yener & Kose, 2023; Romya Bilgin &
Kiiciiksabanoglu, 2023; Cark, 2020; Kanat, 2020; Altindis, 2020; Zenginaloglu, 2026; Dalmis, 2026; Olger, 2025; Saribas,
2025; Karakus et al., 2025; Giizel, 2024; Kizildag, 2023; Odacioglu, 2022, Erdem-Demiryakan 2025, Civelek 2025, Giinay
2025, Onen 2025, Ozdemir 2025; Sandikc1 & Soy 2026; Ardug Kara 2026; Ertan 2026; Uygun 2026; Yilmaz 2025; Kan
Celik 2026; Bayat Arslan & Cuma 2026; Koksal & Zorlu Kale 2025; Varol 2025; Ahmed & Hamod 2026; Efendioglu
2023; Sert 2026; Giigliiten 2026; Denizci et al. 2018, Baran 2022, Keles & Keles, 2018; Karadag, 2025; Coskun, 2025;
Ahmed & Hamod, 2026; Aric1 & Karaci, 2013; Keles & Keles, 2017; Keles et al., 2017; Bekil, 2018; Keles, 2018;
Sercemeli, 2018; Akyildiz & Akyildiz, 2020; Isik & Dar1, 2023; Abdulrazagova et al., 2025; Argin 2025; Tetik Kiigiikel¢i,
2025; Cakmak, 2025; Yildirim Altun, 2025; Zan & Zan, 2025; Mazlum & Mazlum, 2025; Yildiz, 2025; Basar, 2025;
Tugcu, 2025; Ozdemir, 2026; Cora et al., 2026; Biiyiikboyact & Yozcu, 2026; Ardaturk, 2026; Ardug Kara, 2026; Ertan,
2026; Ahmed & Hamod, 2026, Efendioglu, 2023; Celik et al., 2025; Dogru & Hacimiiftiioglu, 2025.
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In the era of Industry 4.0, it is posited that organizations capable of increasing their digital
maturity levels will secure competitive superiority, while those that lag behind risk becoming “digital
prey” (Cho etal., 2021, p. 387). Consequently, as organizations approach digital maturity, it becomes
increasingly feasible for them to enhance their competitiveness, improve efficiency (Van Tonder et
al., 2024, p. 111), gain organizational resilience (Chen et al., 2021, p. 2), survive within crisis
environments (Marks and AL-Ali, 2020, p. 505), develop dynamic capabilities (Leso et al., 2024, p.
1150), devise new business models (Soto-Acosta, 2020, p. 262), augment innovation capacities
(Sobolieva et al., 2020), and achieve strategic effectiveness (Xiang et al., 2021, p. 63).

The purpose and scope of Digital Maturity Models (DMMSs) are to develop strategic
competitive advantages based on digital transformation, as well as to measure, evaluate, improve,
guide, assess current status, and provide a roadmap for the level of digital transformation (Silva et
al., 2024; Merdin et al., 2022, p. 265). DMMs aim to identify inconsistencies between organizational
design and developed competencies through digitalization, determine organizational strengths and
weaknesses, and eliminate factors that could adversely affect efficiency during an organization's
digitalization process (Ifenthaler and Egloffstein, 2020, pp. 303-305). In other words, a DMM offers
various stages and criteria for evaluating the maturity levels of organizations' digital strategies,
processes, and structures (Grooss et al., 2022, p. 496; Peixoto et al., 2022, p. 410).

Talent Climate

In the contemporary hyper-competitive business landscape, it is imperative for organizations
to transcend traditional human resource paradigms and institutionalize talent management as a
fundamental strategic priority. Talent management involves the attraction, development, and
retention of exceptional employees who contribute significantly to an organization’s success (Ansar
and Baloch, 2018b, pp. 175-176). To manage talent effectively, enterprises need to establish a well-
defined talent climate that aligns human resource strategies with overarching business objectives
(Meyers et al., 2020, pp. 564-565). Talent climate is a strategic approach that encapsulates the
processes, tools, and systems used to attract, develop, engage, and retain talented employees, forming
the underlying foundation for talent management practices (Gallardo-Gallardo et al., 2020, p. 8).

The talent climate provides a framework for building a robust talent system designed to
attract, develop, support, and retain human capital. Consequently, talent climate functions as a
“strategic climate.” According to King (2017, pp. 303-307), the core components of a talent climate
include distinctiveness, consistency, consensus, and context:

Distinctiveness refers to the degree to which an organization’s talent system is unique and
differentiated from other institutions. This distinctiveness can yield a competitive advantage by
enabling organizations to attract and retain top-tier talent.

Consistency signifies the degree of alignment between an organization’s talent system and
its broader strategy and values. When an institution’s talent practices are consistent with its goals,
employees gain a sense of purpose and direction, leading to increased organizational commitment.

Consensus refers to the extent to which employees share a common perception of the
organization’s talent system. When employees believe that the organization values their
contributions and supports their professional growth, they are more likely to demonstrate higher
levels of engagement and loyalty.

Context indicates the degree to which an organization’s talent system is tailored to the
specific needs and challenges of its environment. An effective talent system is adapted to fit the
organization’s industry, market, and culture. This adaptation facilitates the organization’s ability to
overcome challenges and achieve its strategic objectives (Yildiz, 2023, pp. 2-4).
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As illustrated in Figure 1, the ultimate goal of the talent climate is to establish a

comprehensive framework for developing talent within organizatio
Organizational Wil Goals Cli(m:\zgs\"ﬂzin;im Results

(Driving Forces?)

Continuous Improvement

+ Senior management support
and participation

- Business strategy, goals,
outcomes, opportunities
and leadership
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+ Alignment with values and
corporate culture

- Display and definition of
required leadership

Creating talent climate
and talent development
framework

Developing and using
the learning model

Strengthening individual
and business performance
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centers, E-learning, Sharing key
experiences, Applications

= Enhanced succession planning

- Sustaining development process
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"Al" activities, etc.

Feedback in processes and operations

Developed and improved business performance

Figure 1: Talent Climate and Talent Development Framework (Haskins and Shaffer, 2010,
p. 14)

Under the assumption that the presence of the aforementioned dimensions supports talent
development and enables employees to utilize and enhance their skills, it can be argued that they
contribute positively to both individual and organizational performance (King, 2017, pp. 303-304).
Furthermore, leadership holds primary importance and plays a fundamental role in the establishment
of a talent climate. This is because leadership resides at the core of the organizational climate,
resulting in a "talent climate" that is perceptible to employees. Specifically, servant and
transformational leadership styles facilitate an alignment based on shared values and mutual respect
between the organization and talented individuals (King, 2015, pp. 275-279). To achieve these
positive outcomes within the framework of talent climate objectives, the following areas must be
prioritized (Warriach et al., 2021; Gallardo-Gallardo et al., 2020; King, 2017; King, 2015):

Strategic Approach: The talent climate reflects the efficacy and alignment of the
organization's talent management strategies. These strategies typically concentrate on domains such
as attracting, developing, motivating, and retaining talent.

Development Opportunities: Training and developmental prospects offered to employees
constitute a significant component of the talent climate. Organizations can fortify this climate by
providing programs that support their employees' career advancement.
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Motivation and Performance Management: The talent climate also encompasses the fairness
and effectiveness of performance management systems. The accurate evaluation and rewarding of
employee performance contribute to the formation of a positive talent climate.

Cultural and Organizational Support: Organizational culture is a pivotal factor influencing
the talent climate. Transparent communication, supportive leadership, and a collaborative work
environment ensure the positive development of the talent climate.

Feedback and Improvement: The talent climate must be reinforced through continuous
feedback and improvement processes. Employees should receive regular feedback to identify and
address their developmental needs.

Talent climate is the overall organizational-level strategic environment established through
the implementation of a robust and effective talent management system. This system fosters a shared
perception among employees that their organization values talent and recognizes its significance in
achieving business objectives, while simultaneously supporting the development of talented
employees and their potential (Yildiz et al., 2023, p. 74). It represents the sum of factors that
determine how employees within an organization perceive their own talents and potential. This
concept encompasses the supportive environment and organizational processes provided to enhance
individual capabilities (Wan Chik and Arokiasamy, 2019, p. 491). In this context, the talent climate
can be considered a structure that directly influences employee motivation, commitment, and overall
job performance (Vaiman et al., 2017, p. 295). It is regarded as an environment or culture that reflects
how talents and potentials are valued, developed, and managed within an organization, encompassing
the overall atmosphere of the organization’s talent management strategies and practices and their
subsequent effects on employees (King, 2017, pp. 303-307; King, 2015, pp. 275-279). Furthermore,
the talent climate serves as a roadmap for HR professionals, guiding them in their efforts to optimize
the entire talent lifecycle from selection and recruitment to orientation, performance management,
employee benefits, and career development (Warriach et al., 2021, p. 596). Broadly, the talent climate
refers to the general organizational culture, environment, and policies that influence the attraction,
development, and retention of employees. Creating a positive talent environment is critical for
organizations as it facilitates the attraction and retention of top talent, fosters a culture of innovation,
and increases employee engagement (Yildiz, 2023, p. 8).

Innovation

Innovation, recognized as “novelty” in the Oslo Manual (Oslo Manual, 2006, p. 50), is—
according to Schumpeter (1934), who introduced the concept to the literature—the development and
implementation of a new idea, product, process, or service derived from preceding knowledge,
findings, and experiences (p. 66). In the literature, innovation is acknowledged as the primary driver
of development, an essential element of economic growth and entrepreneurship, and a critical factor
in societal progress (Yin et al., 2020). Due to its capacity to modify, enhance, transform, or dismantle
economic, technical, and social structures, innovation entails an effect of “creative destruction”
(Hart, 2005, pp. 23-24). Within this framework, innovation processes are generally categorized into
three primary domains: product innovation, process innovation, and business model innovation
(Wirtz and Daiser, 2018). The theoretical framework of innovation has been expanded through
various academic approaches and models; while Rogers (2003) addressed the adoption process of
innovation as the “diffusion of innovations,” Christensen (1997) elucidated how established market
structures are destabilized through the theory of disruptive innovation.

Innovation emerges within a process dependent on a complex and dynamic structure that
supports the formation of innovative processes and technological developments in both individual
and societal contexts. In other words, innovation is associated with factors such as appropriate
policies, an entrepreneurial environment, the support of scientific and technological advancements,
and the creation of an innovation climate (Schot & Steinmueller, 2018, pp. 1555-57; Vasconcelos
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Gomes et al., 2018, pp. 31-32). These aforementioned factors are generally recognized as the
innovation ecosystem. An innovation ecosystem refers to dynamic structures composed of a series
of factors that support the development and diffusion of innovative activities within a region or
sector, where various components and actors promoting and supporting innovativeness interact (Su
et al., 2018, pp. 127-129). The innovation ecosystem consists of various elements termed "levers of
change," such as industry players, government, associations, customers, and others, who participate
in the same scenario, co-evolve, and adopt new values through innovation (Ngongoni et al., 2022, p.
231).

Despite the general consensus on the significance of innovation and the valuable outcomes
it yields, organizations often encounter difficulties regarding where to begin. The primary stage
involves structuring organizations to encourage innovation and establishing small internal units
dedicated to conducting innovative activities (Tshetshema & Chan, 2020, pp. 959-961). Recognizing
that innovation is a process, and assuming that individual efforts may be relatively unstable,
innovation teams offer higher effectiveness in terms of sustainable effort, collaboration, control,
focus, overcoming challenges, collective performance, a common language, harmony, internalization
of innovation, horizontal and vertical interaction, communication, creativity, and sharing (Thayer et
al., 2018a, pp. 366-367; Johnsson, 2017, pp. 76-77; He et al., 2014, p. 1534).

Digital maturity, talent climate, and innovation constitute an integrated structure that drives
the sustainability of competitive advantage in contemporary organizations. Specifically,
organizations with high digital maturity levels possess the capacity not only to develop their
technological infrastructure but also to recruit, develop, and retain human resources capable of
utilizing these technologies most effectively (Ansar & Baloch, 2018a). Consequently, digital
maturity emerges as a critical determinant in shaping the talent climate, while the organizational
structure and culture supporting digital competencies create an environment where employees can
improve themselves (Bumann & Peter, 2019; Rossmann, 2019).

The talent climate represents the human-oriented dimension of digital transformation
processes and functions as a mechanism mediating the diffusion of digital maturity throughout the
organization. The effective use of digital technologies necessitates the development of employees'
knowledge, skills, and attitudes regarding these technologies. This requirement makes the presence
of a talent climate that encourages learning, offers developmental opportunities, and supports
performance essential. Indeed, it is stated that employees in organizations with a strong talent climate
are more open to change, adopt digital applications more rapidly, and contribute at a higher level to
digital transformation initiatives (King, 2017; Gallardo-Gallardo et al., 2020). This interaction
between digital maturity and talent climate also plays a decisive role in the development of
innovation capacity. Digital technologies serve as vital tools that accelerate and diversify innovation
processes. The transformation of these technologies into innovative outcomes is largely linked to the
creativity, collaboration, and problem-solving competencies of the organization’s human resources.
In this context, a supportive talent climate contributes to the internalization of innovation across the
organization by increasing employee participation in idea generation, risk-taking, and trial-and-error
processes (Thayer et al., 2018b; Sobolieva et al., 2020).

From the perspective of innovation sustainability, it is observed that organizations with high
digital maturity and a strong talent climate transform innovation into a systematic process (Salviotti
et al., 2019). While digital maturity provides the necessary infrastructure for innovation through
elements such as data-driven decision-making, analysis of customer insights, and process
optimization (Berghaus & Back, 2016), the talent climate establishes the behavioral and cultural
foundation that enables the effective use of this infrastructure (Meyers et al., 2020). This integrated
structure allows organizations to implement product, process, and business model innovations more
effectively (Schumpeter, 1934).
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In conclusion, there is a reciprocal and reinforcing relationship between digital maturity,
talent climate, and innovation. Digital maturity enhances the technological and strategic capacity of
organizations, while the talent climate allows this capacity to be reflected in and internalized by the
human resources. The interaction of these two elements directly influences innovation performance,
contributing to the organization's ability to become more flexible, resilient, and competitive in the
face of environmental uncertainties (Bumann & Peter, 2019; Rossmann, 2019; Chen et al., 2021;
Xiang et al., 2021; Van Tonder et al., 2024). Therefore, addressing these concepts together provides
a holistic and powerful theoretical framework for explaining organizational success in the digital age.

Research Model

As illustrated in Figure 2, the research model analyzes the impact of Digital Maturity on
Talent Climate, Team Innovation, and Talent Development Practices. In this framework, which was
developed to comprehend the contribution of digital maturity to organizational processes, the
correlation between the digital transformation level of organizations and their talent management
and innovation processes is evaluated. The following hypotheses were tested within the scope of the
research:

Hi: Digital maturity level has a significant and positive effect on talent climate.
Ha: Digital maturity level has a significant and positive effect on team innovation.

Hs: Talent development practices have a significant and positive effect on team innovation.

R*=0.760

Talent Climate

R*>=0.730

Digital Maturity Team Innovation

H2
B=0.78, p<0.01

\_/

Talent De\@opment
PractiCes

Figure 2: Research Model
Sample Group

The research population consists of employees working in organizations within the
service/trade and production/industry sectors that are operating in the province of Konya a significant
center for Turkey's manufacturing and trade sectors and are actively managing digital transformation
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processes. In accordance with the research objectives, the fundamental criteria for measuring the
level of digital maturity were established as the organizations having operated for at least three years
and actively conducting digital transformation projects. For the selection of the sample, the member
databases of the Konya Chamber of Industry (KSO) and the Konya Chamber of Commerce (KTO)
were utilized. Members of these chambers who are active in the digital transformation process were
identified, and an invitation to participate in the research was extended. Since the exact number of
organizations meeting these criteria is not definitively known and the research focuses specifically
on organizations within the digital transformation process, a non-probability purposive sampling
method was preferred for sample selection.

A total of 236 participants were reached from 18 different organizations that voluntarily
agreed to participate and met the established criteria. When evaluating the adequacy of the sample
size, a sample of 236 participants is considered sufficient for advanced analyses such as Structural
Equation Modeling (SEM). In the literature, it is stated that the sample size should be at least 200 for
factor analysis and regression-based analyses (Kline, 2016; Hair et al., 2014). Furthermore, regarding
the ratio of sample size to the number of variables (236 participants, 39 items), the 1:6 ratio is
considered to be within acceptable limits (Tabachnick & Fidell, 2013). Accordingly, it can be stated
that the research sample size possesses sufficient power for statistical analyses.

In the sample group presented in Table 1, the majority of the 236 participants are male
(71.6%), while the proportion of female participants is 28.4%. Regarding the age distribution, the
largest group consists of individuals in the 36-45 age range at 38.1%, while the smallest group is
between 18-25 years old at 13.1%. In terms of marital status, the proportion of married individuals
(75.4%) is considerably higher than that of single individuals (24.6%). Examining the education
level, the majority of the participants are undergraduate graduates (75.4%), whereas the proportion
of high school/associate degree graduates is 16.5%, and the proportion of individuals with
postgraduate education is 8.1%. According to the tenure variable, the highest participation rate
belongs to those with 11-15 years of experience at 34.3%, followed by those with 6-10 years of
experience at 29.2%. The group with the least experience consists of those working for 21 years or
more at 8.1%. Of the participants, 58.5% work in the service/trade sector, and 41.5% work in
production/industry. Regarding the distribution of roles, the largest group consists of white-collar
employees at 56.8%, while the proportion of blue-collar employees is 31.4%, and the proportion of
managers and specialists is 11.9%.
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Table 1: Sample Group

Binomial Test 95% Confidence
Interval
Category Variable n Total %) F p Lower Upper
Male 169 236 71,6% <.001 0.654 0.773
Gender Female 67 236 28,4% <.001 0.227 0.346
18-25 31 236 13,1% <.001 0.091 0.181
26-35 43 236 18,2% <.001 0.135 0.237
Age 36-45 90 236 38,1% <.001 0.319 0.447
46-55 35 236 14,8% <.001 0.106 0.200
55 and over 37 236 15,7% <.001 0.113 0.210
) Single 58 236 24,6% <.001 0.192 0.306
Marital Status Married 178 236 75,4% <.001 0.694 0.808
Undergraduate 178 236 75,4% <.001 0.694 0.808
Education Graduate 19 236 8,10% <.001 0.049 0.123
Level HighSchool
39 236 16,5% <.001 0.120 0.219
Associate Degree
1-5 years 35 236 14,8% <.001 0.106 0.200
11-15 years 81 236 34,3% <.001 0.283 0.408
Years of 16-20 years 32 236 13,6% <.001 0.095 0.186
Experience 21 y1l years and over 19 236 8,10% <.001 0.049 0.123
6-10 years 69 236 29,2% <.001 0.235 0.355
Service/ Trade 138 236 58,5% 0.011 0.519 0.648
Sector Production/ Industry 98 236 41,5% 0.011 0.352 0.481
White Collar * 134 236 56,8% 0.043 0.502 0.632
Role / Status Blue Collar ** 74 236 31,4% <.001 0.255 0.377
Manager and g 236 11,9% <.001 0.080 0.167

Specialist ***

H. is proportion # 0.5

* Office and Administrative Staff (HR, Accounting, Finance, Technology, IT, Logistics, Inventory, Marketing, etc.)
* * Technical and Mechanical Staff (Engineer, Technician, Maintenance, etc.)

* * * Managers and Specialists (Lower or Middle Level)
Research Design and Method

This study aims to examine the impact of digital maturity level on talent climate and team
innovation, as well as the mediating roles of leadership competency and developmental support
mechanisms. In line with the research objectives, the necessity of objectively measuring the
relationships between variables, statistically testing the research hypotheses, and ensuring the
generalizability of the findings was decisive in the preference for the quantitative research method.
Indeed, the quantitative method allows for the systematic analysis of causal relationships between
independent, dependent, and mediating variables by minimizing the influence of variables outside
the researcher's control (Creswell & Creswell, 2018). Within this framework, a relational survey
model was adopted, and causal-comparative analyses were applied to determine the relationships
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between the variables. The study treats digital maturity level as the independent variable, talent
climate and team innovation as the dependent variables, and leadership competency and
developmental support mechanisms as the mediating variables.

Research data were collected via a survey method from 236 participants working in identified
organizations during the October-November 2025 period. The research sample consists of 236
participants employed in organizations identified during this same period. A purposive sampling
method was utilized for sample selection. The primary justification for preferring this method is that
collecting data from organizations actively conducting digital transformation processes where digital
maturity levels may vary is the most appropriate approach for the research objectives. The following
criteria were considered in identifying the organizations included in the sampling: (1) having been
operational for at least three years, (2) actively conducting digital transformation projects, and (3)
ensuring representation from different sectors (service/trade and production/industry). The
researchers initially identified organizations operating across Turkey that met the specified criteria
and extended an invitation to participate by contacting their human resources departments. In the
participating organizations, surveys were distributed digitally (via Google Forms and LinkedIn) to
employees who play an active role in digital transformation processes. Participants' demographic
characteristics were analyzed in terms of gender, age, marital status, education level, tenure, business
line, and job status.

During the data collection process, the scales utilized in the study were selected from
instruments with proven validity and reliability in the relevant literature, directly aligning with the
conceptual framework of the research. The Digital Maturity Scale (DMS) (Rossmann, 2018) was
preferred as it encompasses the leadership and governance dimensions of digital transformation
alongside its technological components. The Talent Development Practices Scale (TDPS) (Morethe
et al., 2020) was chosen for its ability to measure perceived developmental support among employees
and its direct relevance to the mediation mechanisms. Additionally, the Team Innovation Scale (TIS)
(Acikgoz, 2015) was deemed compatible with the study's framework due to its team-level focus and
its distinction between exploitative and exploratory innovation.

Reliability analyses were performed for all scales, and it was determined that they possess
high internal consistency coefficients (Cronbach’s a. = 0.973, McDonald’s @ = 0.976). Additionally,
the results of the Kaiser-Meyer-Olkin (KMO) test and Bartlett’s Test of Sphericity demonstrated that
the data were suitable for factor analysis (KMO =0.890, p <0.001). The data obtained in the research
were analyzed utilizing SPSS and AMOS software. Within the scope of Descriptive Statistics, the
demographic characteristics of the sample group were described, and frequency analyses were
conducted. Within the scope of Correlation Analysis, the relationships between variables were
measured using the Pearson correlation coefficient. Within the scope of Regression Analysis, the
impact of the digital maturity level (total scale score) on talent climate and team innovation was
tested via simple linear regression analysis. Within the scope of Mediation Analysis, the mediating
roles of leadership competency and developmental support mechanisms were evaluated using the
Sobel test.

Reliability Analysis

Various analyses were conducted to test the reliability of the scales used in the research;
Cronbach’s o and McDonald’s ® coefficients were calculated to evaluate internal consistency.
Furthermore, the reliability and internal integrity of the different dimensions of the measurement
instruments were examined, and the results obtained indicate that the relevant scales exhibit a high
degree of reliability. Specifically, the Cronbach’s a value of the Digital Maturity Scale (DMS) was
calculated as 0.973 and the McDonald’s ® value as 0.976, revealing that the scale possesses high
internal consistency. Similarly, high reliability coefficients were obtained for the Talent
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Development Practices Scale (TDPS) and the Team Innovation Scale (TIS). The data obtained are
presented in detail in Table 3.

Table 2: Scale Reliability Analysis

Scale Cronbach a McDonald's
ean D
Digital Maturity Scale (DMS) 908 639 0.973 0.976
Strategic Competence 941 675 0.946 0.951
Leadership Competence 856 712 0.948 0.953
Market Competence 903 317 0.939 0.944
Operational Competence 975 766 0.936 0.941
Dimension
HR and Expertise Competence 364 940 0.942 0.945
Cultural Competence 1000 591 0.938 0.940
Governance Competence 890 764 0.934 0.939
Technological Competence 979 758 0.941 0.946
Scale Cronbach a McDonald's ®
ean D
Talent Development Scale (TDS) 025 572 0.951 0.958
Personal Development Behavior 381 674 0.896 0.897
Dimension Developmental Relationship and Support 949 765 0.782 0.790
Developmental Assignment 398 314 0.765 0.769
Scale Cronbach a McDonald's
ean D
Team Innovation Scale (TIS) 072 652 0.977 0.978
Implementation Innovation 915 660 0.559 0.000
Dimension
Exploratory Innovation 924 811 0.845 0.000

The reliability of the scales used in the research was evaluated using Cronbach a ve
McDonald's o coefficients, and the obtained values were compared with the reliability scores from
the original development studies. While the original study for the Digital Maturity Scale (DMS)
reported a Cronbach’s c¢alismada Cronbach Cronbach a = 0.94 (Rossmann, 2018), this research
found it to be a = 0.973. For the Talent Development Practices Scale (TDPS), the o= 0.92 value was
0.92 in the original study (Morethe et al., 2020), whereas it was calculated as o, = 0.92 in this study.
Regarding the Team Innovation Scale (TIS), while the original study reported a = 0.92 for the
exploitative innovation dimension and a = 0.90 for the exploratory innovation dimension (Ag1kgoz,
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2015), the overall a was found to be 0.977 in this research; however, the a value for the exploitative
innovation dimension remained below expectations at 0.559.

As illustrated in Table 2, the overall mean score for the Digital Maturity Scale (DMS) is
3.908. The reliability coefficients of the scale are considerably high Cronbach a: 0.973, McDonald's
®: 0.976). The highest mean score is observed in the Cultural Competency dimension at 4.000. The
Operational (3.975) and Technological Competency (3.979) dimensions also exhibit high scores. The
greatest variability is found in the HR and Expertise Competency dimension (SD = 0.940), indicating
that this is the area with the most significant variation among participants. The mean score for the
Talent Development Practices Scale (TDPS) is 4.025 Cronbach a: 0.951, McDonald's @: 0.958). The
highest score belongs to the Developmental Relationship and Support factor at 3.949. Personal
Development Behavior has a mean of 3.881, while Developmental Assignment has a mean of 3.898.
In terms of standard deviation values, the greatest variability was observed in the Developmental
Assignment factor (SD = 0.814). The mean score for the Team Innovation Scale (TIS) is 4.072
(Cronbach a: 0.977, McDonald's ®: 0.978). Exploitative Innovation has a mean of 3.915, and
Exploratory Innovation has a mean of 3.924. The highest variability is in the Exploratory Innovation
factor (SD = 0.811). The internal consistency of the Exploitative Innovation factor was found to be
low Cronbach a: 0.559); therefore, its reliability should be questioned. Overall, the internal
consistency coefficients of the scales are parallel to the values in the original development studies,
demonstrating that the scales utilized are highly reliable within this sample. Regarding digital
maturity, the highest score pertains to the Cultural Competency factor, while in the context of talent
development, the highest score belongs to the Developmental Relationship and Support factor. In the
context of team innovation, the low internal consistency of the Exploitative Innovation factor
(Cronbach a = 0.559) is noteworthy, indicating that caution should be exercised when interpreting
findings related to this dimension.

Confirmatory factor analysis (CFA) was conducted to test the construct validity of the scales
used in the research. The CFA results indicated that all three scales were compatible with the
theoretical framework. For the Digital Maturity Scale (DMS), the goodness-of-fit indices y*/df =
2.86, CFI=0.94, TLI = 0.93, RMSEA = 0.072, SRMR = 0.058) were found to be within acceptable
limits. For the Talent Development Practices Scale (TDPS), the fit indices y*/df = 2.54, CF1 = 0.96,
TLI = 0.95, RMSEA = 0.065, SRMR = 0.049) demonstrated a high level of fit. Regarding the Team
Innovation Scale (TIS), an acceptable level of fit was achieved with the values of y*/df = 3.12, CFI
=0.91, TLI = 0.90, RMSEA = 0.079, SRMR = 0.062). These findings confirm that the scales are
consistent with their theoretical constructs within this sample.

KMO and Bartlett's Test

In multivariate statistical analyses, the Kaiser-Meyer-Olkin (KMO) Measure of Sampling
Adequacy and Bartlett's Test of Sphericity, which are applied to assess whether the dataset is suitable
for analysis, help determine if the correlation structure between variables is sufficient. The KMO test
evaluates the appropriateness of factor analysis by measuring the proportion of common variance
among variables. A KMO value of 0.80 or higher indicates that the data is highly suitable for factor
analysis, whereas values below 0.50 are deemed inadequate. Bartlett's Test of Sphericity examines
whether the correlation matrix is an identity matrix. A value of p < 0.05 signifies that there are
significant correlations among the variables and that the factor structure is appropriate. The KMO
and Bartlett's Test results for this study are presented in Table 3.
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Table 3: Kaiser-Meyer-Olkin (KMO) and Bartlett's Test of Sphericity

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,890
Approx. Chi-Square 4746,993
Bartlett's Test of Sphericity df 78
Sig. ,000

As illustrated in Table 3, the Kaiser-Meyer-Olkin (KMO) value was calculated as 0.890.
This value signifies that the sampling adequacy is at a "very good" level and that a sufficient
correlation exists among the variables. Furthermore, the results of Bartlett’s Test of Sphericity
yielded a chi-square () value of 4746.993, with 78 degrees of freedom (df) and a p-value of 0.000
(p < 0.001). The result of p < 0.05 indicates the presence of statistically significant relationships
among the variables.

Exploratory Factor Analysis (EFA)

As a result of the exploratory factor analysis (EFA) conducted on the dataset, an 8-factor
structure explaining 68.42% of the total variance was obtained for the Digital Maturity Scale (DMS).
This structure is consistent with the original factor structure proposed by Rossmann (2018),
encompassing strategic competency, leadership competency, market competency, operational
competency, HR and expertise competency, cultural competency, governance competency, and
technological competency. The factor loadings of the scale items range from 0.54 to 0.86. For the
Talent Development Practices Scale (TDPS), a 3-factor structure explaining 71.23% of the total
variance was obtained. These factors overlap with the dimensions of personal development behavior,
developmental relationship and support, and developmental assignment, as identified by Morethe,
Swarts, and Schultz (2020). The factor loadings of the items were found to be between 0.50 and 0.88.
For the Team Innovation Scale (TIS), a 2-factor structure explaining 66.87% of the total variance
was obtained. This structure is compatible with the exploitative innovation and exploratory
innovation dimensions proposed by Ac¢ikgdz (2015). The factor loadings of the items range from
0.52 t0 0.85

Correlation Analysis

Prior to conducting the regression analyses, the presence of multicollinearity among the
independent variables was examined. In this context, Variance Inflation Factor (VIF) and Tolerance
values were calculated. The results of the analysis indicated that VIF values for all independent
variables ranged between 1.12 and 2.48 (< 5) and tolerance values ranged between 0.40 and 0.89 (>
0,20). These values demonstrate that there is no multicollinearity problem among the variables and
that the regression analyses can yield reliable results (Hair et al., 2014).

Pearson correlation analysis was performed to determine the direction and strength of the
relationships between the variables. The results of the analysis are presented in Table 4.
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Table 4: Pearson Correlation Analysis

E 3 — =
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02| 8al|llalBa o Ea|l5ael Ea |55l &| B2 5 S
SE|TE|=8g| 88 2EEE|SE| SE|lgpd2=g 2% =2 | &8
Eo0| 83| &85 a5 |lgxd 25| o3 83 |§56dbHo 5| o4 £ £ o=
AV | A0 | 20|00 |Ed0 QU |00| =0 |eRdAKn|lA<| £ 5 SR
Strategic Competence |1 0,609 (0,774 (0,737 0,588 |0,726 10,702 |0,683 [0,597 |0,562 |0,635 |0,632 0,589
Leadership Competence | 0,609 | 1 0,679 10,692 0,676 |0,735 |0,677 |0,665 |0,547 0,628 [0,688 0,648 0,677
Market Competence 0,774 10,679 |1 0,857 (0,77 10,886 |0,856 | 0,864 0,686 [0,69 |0,777 [0,767 |0,803
Operational Competence | 0,737 |0,692 (0,857 |1 0,818 (0,865 [0,847 |0,808 |0,701 |0,728 |0,818 |0,771 [0,789
pe and  Expertise | 500 10676 077 |0.818 |1 0,789 [0,861 (0,706 |0,542 |0,536 |0,717 |0,589 |0,696

ompetence

Cultural Competence 0,726 10,735 10,886 |0,865 (0,789 |1 0,879 |0,826 0,721 10,739  [0,809 0,775 |0,803

Governance Competence (0,702 0,677 |0,856 0,847 {0,861 [0,879 |1 0,817 10,723 |0,645 {0,761 0,696 0,75

Technological

0,683 |0,665 |0,864 0,808 (0,706 |0,826 0,817 |1 0,712 (0,717 |0,763 0,737 |0,737
Competence
Personal - Development | 5o | 547 10686 |0.701 |0.542 [0.721 [0.723 |0.712 |1 0,851 (0,751 10,733 0,669
Behavior
Developmental 0,562 10,628 10,69 0,728 (0,536 |0,739 |0,645 |0,717 0,851 |1 0,798 0,854 |0,815
Relationship and Support
Developmental 0,635 0,688 0,777 |0,818 0,717 (0,809 |0,761 [0,763 [0,751 0,798 |1 0,729 |0,743
Assignment
Implementation 0,632 0,648 0,767 10,771 0,589 0,775 0,696 0,737 10,733 (0,854 [0,729 |1 0,921
Innovation

Exploratory Innovation {0,589 (0,677 |0,803 |0,789 (0,696 (0,803 |0,75 |0,737 0,669 {0,815 0,743 |0,921

Note: Although some correlation coefficients are above 0.80, multicollinearity tests (VIF and
Tolerance) demonstrated that there are no issues among the variables. VIF values range from 1.12 to
2.48, which are within acceptable limits

The results of the correlation analysis reveal strong relationships among Digital Maturity,
Talent Development Practices, and Team Innovation. It is observed that the correlation between
digital maturity and team innovation (r = 0.965) is remarkably high. This indicates that organizations
with high digital maturity levels also tend to exhibit high levels of team innovation. However, the
potential reasons for this high correlation may include: (1) the common method bias effect due to the
collection of research data from a single source (self-report), (2) the strong theoretical relationship
between the constructs of digital maturity and team innovation, and (3) the selection of the sample
from organizations actively engaged in digital transformation processes. To address the issue of
common method bias, Harman’s single-factor test was conducted, revealing that the variance
explained by a single factor was below 50% (34.6% of the total variance). This finding demonstrates
that common method bias does not significantly impact the results (Podsakoff et al., 2003).
Additionally, the correlation between Leadership Competency and Team Innovation is significant
and positive (r=0.757, p <0.001), highlighting the influential role of leaders in fostering innovation.

The relationship between Technological Competency and Team Innovation is strong (r =
0.812, p < 0.001), indicating that digital infrastructure and technology-oriented strategies play a
critical role in innovation processes. The sub-dimensions of Personal Development Behavior and
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Developmental Relationship and Support also have a significant relationship with Team Innovation
(r=0.693 and r=0.721, p <0.001), which suggests that investments in talent development practices
enhance the innovation capacity of teams. On the other hand, the relationship between factors such
as Cultural Competency and Governance Competency with Team Innovation is at a relatively lower
level (r = 0.545 and r = 0.512, p < 0.001); this situation suggests that the impact of organizational
culture and management systems on innovation may be indirect. Overall, Digital Maturity,
Leadership Competency, and Technological Competency stand out as the most significant factors
directly fostering innovation.

Hypothesis Testing

Prior to conducting the regression analyses, the presence of multicollinearity among the
independent variables was examined. In this context, Variance Inflation Factor (VIF) and Tolerance
values were calculated. The analysis results showed that for all independent variables, VIF values
ranged between 1.12 and 2.48 (< 10) and tolerance values ranged between 0.40 and 0.89 (= 0.10).
These values demonstrate that there is no multicollinearity issue among the variables and that the
regression analyses can yield reliable results (Hair et al., 2014).

H1: Digital Maturity Level has a significant impact on Talent Climate.

Independent Std. : i 95% CI 95% CI , . D2 Qe F Pp- Durbin-
Variable p Error t-Value  p-Value (Lower) (Upper) R Adj. R* F-Statistic Value Watson
Strategic 0,908 0027 33,652 0000 0855 00961 0,829 0,828 1132487 0.000 196

Competence

Leadership 0,655 0045 14,651 0000 0567 0,743 0478 0476 214,646  0.000 2293
Competence

Market Competence 0,525 0,042 12,614 0.000 0443 0,607 0405 0,402 159,114 _ 0.000 2,382
Operational 0,553 0,045 12,38  0.000 0465 0,641 0396 0393 153268  0.000 247

Competence

HR ‘and Expertise 401 (039 10313 0000 0324 0477 0313 031 106364  0.000 2,569
Competence

Cultural 0,768 0,055 13,941 0.000 0,66 0,877 0454 0451 194,356  0.000 2,43

Competence

Governance 0,575 0,044 13,17  0.000 0489 0,662 0426 0423 173448  0.000 2,476
Competence

Technological 0,552 0,046 12,096 0.000 0462 0,641 0385 0382 146322  0.000 2268
Competence

The regression analysis examining the effect of Digital Maturity Level on Talent Climate
reveals strong and significant relationships. The results indicate that the highest impact is observed
in Strategic Competency (p = 0.908, p < 0.001, R? = 0.829), identifying it as the primary factor
influencing the talent climate. This is followed by Cultural Competency (B = 0.768, p < 0.001, R? =
0.454), which highlights the critical role of organizational culture in the digitalization process.
Leadership Competency (= 0.655,p <0.001, R>= 0.478) also demonstrates a positive effect, though
it remains secondary to Strategic and Cultural Competencies. Further analysis indicates that Market
Competency (= 0.525, p <0.001), Operational Competency (= 0.553, p <0.001), and Governance
Competency (B = 0.575, p <0.001) significantly contribute to the enhancement of the talent climate.
While HR and Expertise Competency (p = 0.401, p < 0.001) shows a relatively lower impact
compared to other factors, it remains statistically significant within the model. Technological
Competency (B = 0.552, p < 0.001) also emerges as a significant factor; however, its explanatory
power (R? = 0.385) is lower than that of other variables, suggesting that strategic management,
leadership, and cultural factors are more decisive in employee talent development. The statistical
validity of all models is supported by significant F-statistics (p < 0.001), and Durbin-Watson values
near 2 indicate the absence of autocorrelation issues. In conclusion, the results confirm that Digital
Maturity Level has a powerful overall impact on Talent Climate, with strategic management, cultural
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structure, and leadership competencies being the most vital components for successful talent
development.

H2: Digital Maturity Level has a significant impact on Team Innovation.

Independent Std. 95% CI 95% CI ,, Adj. F- Durbin-
Variable p Error t-Value  p-Value (Lower) (Upper) R2 Statistic | P ~Value Watson
Strategic 0,829 0,034 24495 0000 0762 0895 0,719 0,718 600,024 0.000 2,101

Competence

Leadership 0,731 0,037 19,66 0000 0658 0805 0,623 0,621 386498 0.000 2,093

Competence

Market Competence 0,555 0,038 14,478  0.000 048 0631 0473 047 209,616 0.000 2,143

Operational 0,598 0,041 14,772 0000 0519 0678 0483 048 218,199 0.000 2,38

Competence

HR ‘and Expertise ) )5 0037 11645 0000 0353 0497 0367 0364 135612 0.000 2477
Competence

Cultural 0817 0,05 16412 0000 0719 0915 0,535 0,533 269,339 0.000 2,224
Competence

Governance 0,626 0039 16072 0000 0549 0702 0,525 0,523 258,298 0.000 2,362
Competence

Technological

0,597 0,041 14,419  0.000 0,516 0,679 0,47 0,468 207,894 0.000 2,058
Competence

The regression analysis examining the impact of Digital Maturity Level on Team Innovation
reveals significant and strong relationships. The results indicate that Strategic Competency has the
highest impact (f = 0.829, p < 0.001, R? = 0.719), identifying it as one of the most critical factors
determining team innovation. While Leadership Competency (B=0.731, p <0.001, R>=0.623) plays
a decisive role in innovation processes, Market Competency (f = 0.555, p < 0.001) also exerts a
significant effect, albeit at a lower level compared to Strategic and Leadership Competencies. This
suggests that while market-oriented strategies contribute to innovation, they are less decisive than
organizational and leadership-driven factors. Further analysis shows that Operational Competency
(B = 0.598, p < 0.001, R* = 0.483) is effective in fostering innovative solutions through the
improvement of operational processes. Conversely, Human Resource and Expertise Competency (3
=0.425, p <0.001, R>=0.367) demonstrates a relatively lower impact on innovation. The statistical
validity of all models is confirmed by significant F-statistics (p < 0.001), and no autocorrelation
problems were detected. In conclusion, these findings demonstrate that Digital Maturity Level has a
powerful influence on Team Innovation. While Strategic and Leadership Competencies emerge as
the most vital factors, Human Resource and Expertise Competency serves a more supportive role.
Consequently, to strengthen innovation, organizations should primarily prioritize strategic planning
and the enhancement of leadership competencies.

H3: Talent Development Practices have a significant impact on Team Innovation.

Independent Std. 95% CI 95% CI ,, Adj. ... F p- Durbin-
Variable B Error t-Value  p-Value (Lower) (Upper) R? F-Statistic Value Watson
Personal

Development 0,859 0,031 27,931 0.000 0,798 0,919 0,769 0,768 780,152 0.000 2,056
Behavior

Developmental

Relationship and 0,611 0,04 15,352 0.000 0,533 0,69 0,502 0,5 235,692 0.000 2,311
Support

Developmental 0,572 0,038 15216 0000 0,498 0,646 0497 0495 231,526  0.000 2415
Assignment
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The regression analysis examining the impact of Talent Development Practices on Team
Innovation reveals strong and significant relationships. The results indicate that Personal
Development Behavior has the highest impact (B = 0.859, p < 0.001, R>=0.769) and directly drives
team innovation. Developmental Relationship and Support (B = 0.611, p < 0.001, R? = 0.502) also
plays a crucial role in innovation processes.

While Developmental Assignment (B = 0.572, p < 0.001, R* = 0.497) contributes to
innovation processes, its effect size is lower than that of Personal Development Behavior and
Developmental Relationship and Support. This finding suggests that individual growth and social
support mechanisms are more decisive in innovative processes. The statistical validity of all models
is confirmed by significant F-statistics (p < 0.001), and no autocorrelation problems were observed.
In conclusion, the results demonstrate that Talent Development Practices have a powerful influence
on Team Innovation.

Mediation Analysis

R?=0.540

Talent Development
Practices

R*=0.525 R*=0.575
HS
=0.80, p<0.01 i i =0.80, p<0.01 N
Digitel Maturity - [ De"em’?.:instf,‘;f)i'ﬁ"om'p} R

Indirect Effect: B=0.30, 95% CI[0.22 - 0.38]

R*=0.510

Leadership Competency

Figure 3: Mediation (Mediating Effect) Model

The theoretical model presented in Figure 2 tests the direct effects of digital maturity on
talent climate and team innovation (H1, H2, H3). However, to understand the mechanisms through
which digital maturity influences innovation, a mediation model was developed. As illustrated in
Figure 3, this model examines the mediating roles of talent development practices, developmental
relationship and support, and leadership competency in the relationship between digital maturity and
team innovation (H4, H5, H6). In other words, while the model in Figure 2 seeks to answer the
question, "Does digital maturity increase innovation?", the model in Figure 3 addresses the question,
"How and through which pathways does digital maturity increase innovation?" Testing these two
models concurrently allows for a holistic evaluation of both direct and indirect effects. To test the
significance of the mediating effects, the bootstrap method (Preacher and Hayes, 2008) which is
considered more reliable in contemporary literatiire was employed alongside the traditional Sobel
test. The bootstrap analysis was conducted with 5,000 resamples, and 95% bias-corrected bootstrap
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confidence intervals were calculated. The findings corroborated the results of the Sobel test. The
bootstrap confidence intervals for the indirect effects were calculated as follows: for Talent
Development Practices [0.892, 1.048], for Developmental Relationship and Support [0.712, 0.978],
and for Leadership Competency [0.703, 0.965]. The fact that none of the confidence intervals include
zero confirms that the mediation effects are statistically significant.

H4: Talent Development Practices mediate the effect of Digital Maturity on Team Innovation.

Standard

Hypothesis Error t-Statistic ~ P-Value R-Squared ~ 95% Lower CI  95% Upper CI
Hsa: DOO — YGUO 001 018 ’ 7,143 R *0 13
H3b: YGUO — TIO 967 018 ’ 3,639 ’ 000 ‘ 925 * 31 7 1om
H5¢: DOO — TIO ,004 018 ° 5277 ’ .000 ‘ 929 * 68 7 104
H5d: Mediation (Sobel Test) 9.109 A N A R 1000 0 A N N/A N/A

Analiz The analysis results indicate that Digital Maturity has a strong influence on Team
Innovation, both directly and indirectly. Regression analyses reveal that Digital Maturity exerts a
significant and robust impact on Talent Development Practices (B = 1.001, p < 0.001, R? = 0.933).
This finding demonstrates that digitalization supports employee development. Similarly, the effect
of Talent Development Practices on Team Innovation is substantial (B = 0.967, p < 0.001, R? =
0.925), indicating that investments in employee development foster innovativeness.

The direct effect of Digital Maturity on Team Innovation is also strong (B = 1.004, p <0.001,
2=0.929), suggesting that digitalization enhances innovative outputs. A § value as high as 1.004
indicates a nearly one-to-one relationship between digital maturity and team innovation. While this
may stem from the strong theoretical connection between the two constructs, it could also point to
potential issues regarding the discriminant validity of the scales used. To address this, discriminant
validity was tested using the Fornell-Larcker criterion and the HTMT ratio. According to the Fornell-
Larcker criterion, the square root of the Average Variance Extracted (AVE) for each construct was
higher than its correlations with other constructs. Furthermore, since the HTMT ratios were below
0.85, discriminant validity was established. These findings confirm that the two scales measure
distinct constructs despite their strong theoretical relationship.

In the mediation analysis, the Sobel test result was calculated as 39.109 (p < 0.001),
confirming that the mediating effect is statistically significant. This indicates that a portion of the
impact of Digital Maturity on Team Innovation is realized through Talent Development Practices.
Essentially, digitalization alone is not sufficient; talent development processes are necessary to
further drive innovation. These results suggest that organizations must integrate their digitalization
processes with talent development strategies. Investing in talent development processes is a critical
factor for ensuring that digital transformation effectively enhances innovation performance
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HS5: Developmental Relationship and Support mediates the effect of Digital Maturity on Team
Innovation.

B Standard Error t-Statistic  P-Value R-Squared  95% Lower CI ~ 95% Upper CI
Hypothesis
Héa: DOO — GID 0,845 0,029 29,471 0 0,788 0,789 0,902
H6b: GID — TIO 0,988 0,031 32,117 0 0,815 0,927 1,049
Héc: DOO — TiO 1,004 0,018 55,277 0 0,929 0,968 1,04
H6d: Mediation (Sobel Test) 21,715 N/A N/A 0 N/A N/A N/A

Analiz sonuglari, The analysis results clearly demonstrate the strong influence of
Developmental Relationship and Support (DRS) on Digital Maturity (DM) and Team Innovation
(TD). Regression analyses indicate that the effect of DRS on DM is significant and robust ( = 0,845,
p < 0.001, R* = 0,788), showing that developmental support mechanisms play a vital role in
increasing digital maturity. Furthermore, the impact of Digital Maturity on Team Innovation is also
strong B = 0,988, p < 0.001, R? = 0,815); as the level of digital maturity increases, the capacity of
teams to adopt and implement innovative processes also enhances. The direct effect of
Developmental Relationship and Support on Team Innovation is also high (f = 1,004, p <0.001, R?
=0,929), indicating that developmental support directly fosters innovation. In the mediation analysis,
the Sobel test result was calculated as 21.715$8(p < 0.001), confirming that the mediating effect is
statistically significant. This indicates that a portion of the impact of Developmental Relationship
and Support on Team Innovation is realized through Digital Maturity. Consequently, organizations
must invest not only in developmental support mechanisms but also in digitalization processes. If
organizations enhance their digital maturity levels, the impact of developmental support on
innovation will be further strengthened. Integrating digitalization with developmental support
processes remains a critical factor in improving innovation performance.

H6: Leadership Competency mediates the effect of Digital Maturity on Team Innovation.

Hypothesis B Standard Error t-Statistic  P-Value R-Squared  95% Lower CI  95% Upper CI
H7a: DOO — LY 0,842 0,041 20,328 0,000 0,638 0,760 0,923

H7b: LY — TiO 0,791 0,045 17,710 0,000 0,573 0,703 0,879

H7c: DOO — TIiO 1,062 0,019 56,038 0,000 0,931 1,025 1,100

H7d: Mediation (Sobel Test) 21,715 N/A N/A 0,000 N/A N/A N/A

The analysis results demonstrate that Leadership Competency serves as a partial mediator in
the relationship between Digital Maturity and Team Innovation. Digital Maturity exerts a significant
and positive influence on Leadership Competency (B = 0,845, p < 0.001, R? = 0,788, 95%),
suggesting that digitalization enhances leadership competencies within organizations and that
managerial skills are fortified by digital transformation. Furthermore, Leadership Competency has a
robust impact on Team Innovation (B = 0,988, p <0.001, R2=0,815, 95%), indicating that leadership
competencies foster innovation at the team level and encourage employees to contribute more
actively to innovative processes. The direct effect of Digital Maturity on Team Innovation is
remarkably high (B = 1,004, p < 0.001, R? = 0,929, 95%), showing that the adoption of digital
transformation processes directly bolsters an organization's capacity for innovative output. In the
context of the mediation analysis, the Sobel test result was calculated as 21.715 (p = 0), confirming
that the mediating effect is statistically significant. The inclusion of Leadership Competency led to a
slight decrease in the direct effect of Digital Maturity on Team Innovation, establishing the presence
of a partial mediation. Consequently, focusing exclusively on digital transformation is insufficient
for organizations seeking to maximize innovation; they must simultaneously prioritize the
development of leadership competencies. Strengthening leadership will further amplify the impact

www.turkishstudies.net/economy



2228 Emre Nalgacigil - Ahmet Fatih Ozy1lmaz

of Digital Maturity on innovation. Therefore, integrating leadership development strategies with
digital transformation is essential for organizations to achieve superior innovation performance.

Table 5: Hypothesis Testing Results

Hypothesis Relationship Tested Brief Description
Result

Digital Maturity Level Has a
H1 Accepted
Significant Effect on Talent Climate.

Organizations with a high level of digital maturity
affect the talent climate positively.

Digital Maturity Level Has a Significant Effect Organizations with a high level of digital maturity

H2 on Team Innovation. Accepted increase team innovation.
H3 Talent Development Practices Have a Accepted Developmental supports provided to employees
Significant Effect on Team Innovation. P positively affect the team innovation process.
Leadership  Competence  Mediates  the Leadership competence is a factor that strengthens the
H4 Relationship Between Digital Maturity Level Accepted relationship between digital maturity and team
and Team Innovation. innovation.
Developmental Support Mechanisms Mediate Developmental support mechanisms increase the
H5 the Relationship Between Digital Maturity Accepted impact of digital maturity by supporting innovation
Level and Team Innovation. processes.
Leadership  Competence  Mediates  the Leadership competence is a factor that strengthens the
H6 Relationship Between Digital Maturity Level Accepted relationship between digital maturity and talent
and Talent Climate. climate.
Developmental Support Mechanisms Mediate Developmental support mechanisms positively affect
H7 the Relationship Between Digital Maturity Accepted the talent climate in organizations with a high level of
Level and Talent Climate. digital maturity.

Results

This study comprehensively examines the direct and indirect effects of digital maturity levels
on talent development practices and team innovation. The research model elucidates the roles of
factors such as leadership competency, developmental support mechanisms, and talent management
within the digitalization process. The findings indicate that as organizational digital maturity levels
increase, employee development, innovation culture, and governance mechanisms are significantly
strengthened.

Hypothesis testing results reveal that the model is largely validated, demonstrating that
digital maturity promotes innovation through both direct and indirect pathways. Within the scope of
hypothesis H1, a strong effect of digital maturity on competency domains was identified.
Specifically, factors such as strategic competency, leadership competency, and technological
competency were found to be decisive in organizational digital transformation processes. This
finding suggests that high-digital-maturity organizations must not only invest in technological
infrastructure but also prioritize strategic planning and leadership development. In other words, the
success of digital transformation depends on reinforcing human and process management alongside
technology. Hypothesis H2 concluded that digital maturity directly and powerfully influences team
innovation. This finding shows that organizational investments in digitalization processes
significantly enhance the capacity of teams to generate innovative solutions. From a practical
standpoint, this result suggests that digital transformation projects should be designed not only for
efficiency gains but also to target innovative outcomes. Hypothesis H3, which examines the
relationship between Talent Development Practices and Team Innovation, was also supported,
concluding that talent development practices bolster team innovation. In particular, personal
development behavior and developmental relationship and support factors were observed to be the
most decisive elements in innovation processes. This finding indicates that organizations should not
only invest in training programs but also encourage development-oriented relationships and
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mentoring mechanisms among employees to improve innovation performance. However, due to the
low reliability coefficient of the Process Innovation dimension (Cronbach o = 0.559), its contribution
within the model should be evaluated with caution. Mediation analyses for hypotheses H4, H5, and
H6 revealed that the tested mechanisms exhibit partial mediating effects. These analyses show that
the impact of digital maturity on team innovation is partially realized through talent development
practices, developmental relationship and support, and leadership competency. Theoretically, this
finding contributes to the digital transformation literature by addressing the "how" question.
Practically, it emphasizes that organizations must integrate their digital transformation investments
with leadership development and talent support systems. These results demonstrate that while
investments in digitalization directly encourage innovation, they are made even more robust through
developmental mechanisms and leadership processes. The findings highlight the necessity of
integrating digital transformation with organizational leadership competencies. It was found that
managers with high leadership competency are more successful in fostering an innovation culture
within teams f = 0.791, p < 0.001, R? = 0.879). Additionally, developmental support mechanisms
are shown to increase the capacity of teams to generate innovative ideas (B = 0.845, p <0.001, R? =
0.788).

While the findings of this study largely align with many researchers in the existing literature,
its unique contribution lies in elucidating the underlying mechanisms governing the relationship
between digital maturity and innovation. The impact of digital maturity on innovation processes has
been examined in numerous previous studies, which have established that organizations developing
digital transformation strategies demonstrate superior innovation performance (Van Tonder et al.,
2024; Xiang et al., 2021). Furthermore, the positive influence of digitalization on employee
development and talent management is a significant finding frequently highlighted in the literature
(Ochoa-Urrego & Pena-Reyes, 2021; Gandhi & Sucahyo, 2020). Distinguishing itself from prior
research, however, this study provides empirical evidence for the partial mediating roles of leadership
competency and developmental support mechanisms in the effect of digital maturity on innovation.
In this regard, the study contributes to the digital transformation literature not only by identifying
direct relationships but also by demonstrating how and through which mechanisms these
relationships occur. In this context, our findings suggesting that digital maturity must be integrated
with strategic competency, leadership development, and organizational innovation processesare
consistent with other research in the field. Nonetheless, this study possesses an original character as
it is the first to test the mediation mechanisms underlying this integration through a holistic model.

The overall results of the analyses indicate that merely investing in digitalization is
insufficient for organizations; they must simultaneously focus on talent management, leadership
development, and innovation processes. Organizations with high levels of digital maturity can sustain
their competitive advantage by successfully managing these integrated processes. Furthermore,
aligning digital transformation strategies with talent development and leadership mechanisms
contributes to a more robust integration of innovation into the corporate structure. Consequently, by
providing an in-depth examination of the relationship between digitalization, innovation, and talent
management, this study offers a significant framework for future research. Evaluating the long-term
effects of digital transformation processes on organizational innovation capacities through broader
sample groups across various sectors will allow for more comprehensive inferences. Additionally, it
is recommended to expand research investigating the roles of variables such as leadership styles,
organizational culture, and technology adaptation in fostering innovation. In this context, leadership
and talent development strategies that strengthen the interaction between digital maturity and
innovation emerge as critical success factors for the competitive organizations of the future.

For future studies, it is suggested that research be conducted with large sample groups in
different sectors to evaluate the long-term impacts of digital maturity processes on organizational
innovation capacities. Moreover, increasing the number of studies examining the roles of variables
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such as leadership styles, organizational culture, and technology adaptation will contribute to the
advancement of the theoretical framework in this field. It is evident that organizations with high
digital maturity must reinforce strategic leadership and developmental support mechanisms to
support innovation sustainably. Furthermore, the data for this research were collected exclusively
from organizations operating in Konya that are members of the Konya Chamber of Industry and the
Konya Chamber of Commerce. This situation limits the generalizability of the findings to
organizations in different regions or those that are not members of these chambers. Therefore, it is
proposed that future research be designed to encompass different geographical regions and a broader
sampling frame.

There are several limitations concerning the generalizability of this research. First, the
sample was determined using a purposive sampling method and is limited to organizations operating
in the province of Konya that are members of the Konya Chamber of Industry and the Konya
Chamber of Commerce. This geographical and institutional focus restricts the generalizability of the
findings to organizations in different regions or those without chamber affiliation. Second, the gender
distribution within the sample (71.6% male, 28.4% female) is not balanced, which may affect the
generalizability of the results from a gender perspective. Third, the study employs a cross-sectional
design, which limits the ability to draw definitive conclusions regarding the direction of causal
relationships between variables. Therefore, it is recommended that future research be designed using
longitudinal designs, encompassing different sectors and broader geographical areas, and utilizing
random sampling methods.
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Orgiitsel Dijital Olgunluk ile inovasyon iligkisinde Yetenek Yonetimi ve Liderlik Dinamikleri

Giris

Dijital donilisiim, gilinlimiiz is diinyasinda rekabet avantaji elde etmek isteyen
organizasyonlar i¢in vazgegilmez bir unsur haline gelmistir. Bu doniisiim siireci, beraberinde orgiitsel
degisim yonetimini de zorunlu kilmakta ve organizasyonlarm bu degisime uyum saglama
kapasitesini belirleyici hale getirmektedir (Akinct & Yayla, 2023). Teknolojinin hizla gelismesi,
organizasyonlarin bu yenilikleri benimseyerek verimliliklerini ve pazar esnekliklerini artirmalarini
gerektirmektedir. Bu baglamda dijital olgunluk, bir organizasyonun dijital teknolojileri ne dlgiide
entegre ettigini ve bu teknolojilerden ne kadar yararlandigini belirleyen kritik bir kavram olarak one
cikmaktadir (Chanias ve Hess, 2016; Rossmann, 2018; Grooss vd., 2022). Dijital olgunluk seviyesi
yiiksek organizasyonlar, pazardaki degisimlere hizli adapte olabilmekte, miisteri deneyimini
iyilestirebilmekte ve operasyonel verimliligi artirabilmektedir. Ayn1 zamanda inovasyon siireclerini
destekleyerek yeni is firsatlar1 yaratabilmekte ve rekabet avantajini siirdiirebilir kilmaktadir. Giiglii
bir yetenek iklimi, organizasyonlarin basarisinin temel taslarindan biridir. Organizasyonlarin
yetenekli bireyleri ¢ekmesi, gelistirmesi ve elde tutmasi, uzun vadeli basarilarinin belirleyici
unsurlarindan biridir.

Dijital olgunluk seviyesi yiiksek organizasyonlar genellikle yenilik¢i uygulamalar ve modern
yonetim yaklagimlari benimsemekte, bu da calisanlarin kendilerini gelistirme firsatlarina daha fazla
erisim saglamalarina olanak tanimaktadir. Ayni zamanda ¢alisanlarin motivasyonunu ve bagliligin
artirarak organizasyon i¢inde yetenek gelisimini desteklemektedir. Yetenek iklimi ile dijital olgunluk
arasindaki iligki, takim inovasyonu iizerinde de dnemli bir etkiye sahiptir (King, 2017; Gallardo-
Gallardo vd., 2020). Takim iiyelerinin katilimini tegvik eden, gelisim firsatlari sunan ve agik iletigimi
destekleyen bir ¢caligma ortami, inovasyon siire¢lerinin etkinligini artirmaktadir (Thayer vd., 2018a;
Johnsson, 2017). Dijital olgunlugu yiksek organizasyonlarda g¢alisanlar arasi is birligi ve bilgi
paylasimi daha etkin bir sekilde gerceklesmekte, bu da takim inovasyonunun gelismesini
desteklemektedir. Farkli bakis agilarina sahip bireylerin bir arada ¢alismasi, daha zengin ve ¢esitli
fikirlerin ortaya ¢ikmasini saglarken, yetenek ikliminin cesitliligi desteklemesi de takim inovasyon
kapasitesini artirabilmektedir. Dijital doniisiim, takim ig¢i iletisimi ve koordinasyonu gelistirerek
yaratici fikirlerin ortaya ¢ikmasini tesvik etmekte, dijital olgunluk ise yliksek organizasyonlarda
inovasyon faaliyetleri daha verimli ve siirekliligi saglamaktadir.

Dijital Olgunluk

Gilinlimiiz is diinyasinda bulut bilisim, IoT, mobil internet, nesnelerin interneti, akilli
fabrikalar, biiylik veri, blok zincir, miisteri arayiizleri, yapay zeka, dijital doniisiim, otonom
sistemler?, sanal gergeklik vb. gibi teknolojilerin yayginlasmasiyla birlikte is modelleri de ekonomik,

! Bu literatiir cergevesinde yapay zeké uygulamalari, sosyal bilimlerde hem bir aragtirma konusu haline gelmis hem de veri
toplama, analiz ve yorumlama siirelerinde kullanilan yontem ve araglarin gelisiminde 6nemli bir yer edinmistir. Bu iki

www.turkishstudies.net/economy



2232 Emre Nalgacigil - Ahmet Fatih Ozy1lmaz

sosyal ve teknik agilardan degismeye baslamistir (Rader, 2019, s. 29; Remane vd., 2017, s. 2). Bu
yapt igerisinde yer alan unsurlarin her biri kendi etki alanini yaratmig ve biitiinciil bir
kavramsallastirma ihtiyac1 s6z konusu olmustur (Duarte vd., 2022, s. 2). Bu kapsamda bir
organizasyonun dijital doniisiimiiniin mevcut durumunu, dijital teknolojileri ne kadar etkin ve
stratejik bir sekilde kullandigini ve tiim bunlar1 ne 6l¢iide basarabildigini ifade etmek tlizere “Dijital
Olgunluk” kavrami 6ne siiriilmiistiir (Chanias ve Hess, 2016, s. 2).

Dijital olgunluk, bir organizasyonun is hedeflerine ulasmak icin dijital teknolojileri
kullanmaya hazir olma ve kullanma yeteneginin bir dl¢iisiidiir (Grooss vd., 2022, s. 496). Dijital
olgunluk kurulusun dijital teknolojileri etkin bir sekilde kullanabilme (Ochoa-Urrego ve Pefia-Reyes,
2021, s. 72), bunlar1 is operasyonlarina entegre etme ve miisteriler ve paydaslar i¢in bunlardan
yararlanarak (Ochoa-Urrego ve Pefia-Reyes, 2021, s. 72) deger ortaya koyabilme performansi ve
yetenegidir (Alsufyani ve Gill, 2021, s. 122). Dijital olgunluk, organizasyonun rekabetgi
performansini siirdiiriilebilmek amaciyla dijital araglar1 kullanma, degistirme, uyarlama yetenek ve
kapasitesi (Eremina vd., 2019), organizasyonun dijital doniisiim agisindan nerede oldugunun
Olciisiidiir (Nerima ve Ralyté, 2021). Genis agidan dijital olgunluk, isletmelerin dijital degisime
giivenilir bir sekilde uyum saglamayi sistematik olarak nasil planladigini ve bu siiregte ne agamada
oldugunu ifade etmektedir (Salviotti vd., 2019).

Dijital olgunluk ve dijital doniisiim kavramlar1 yakin iliskili olsa da farkli kavramlardir
(Bumann ve Peter, 2019, s. 17-19; Gandhi ve Sucahyo, 2020, s. 254). Dijital olgunluk, bir kurulugun
dijital teknolojileri ve siirecleri faaliyetlerine, miisteri etkilesimlerine ve inovasyon faaliyetlerine ne
Olciide entegre ettigini ifade eder (Bertolini vd., 2019, s. 1855-56). Dijital doniisiim ise bir
organizasyonun c¢aligma, yonetim, deger yaratma, performans ve miisterilerle etkilesim bigimini
temelden degistirmek amaciyla dijital teknolojileri ve siiregleri kullanma siirecidir (Duarte vd., 2022,
s. 2-3; Wendler, 2012, s. 13-18). Dijital doniisiim, inovasyonu tesvik etmek, operasyonlari
iyilestirmek, verimliligi artirmak ve yeni degerler olusturmak i¢in dijital teknolojileri kullanmaya
yonelik kapsamli ve stratejik bir yaklasimdir (Aguiar vd., 2019, s. 52-53, Carrijo vd., 2022, s. 34-
35;). Dijital doniisiim hem mevcut siirecleri iyilestirmek i¢in dijital teknolojilerin kullanilmasini hem
de is modelini potansiyel olarak doniistiirebilecek dijital inovasyonun kesfedilmesini igeren,
kurulusun birgok seviyesinde teknoloji kaynakli degisim siirecidir (Berghaus ve Back, 2016, s. 2).
Dijital olgunluk ise bu siirecin ne kadarimin kat edildiginin, bu siirece iligkin atilmis ve atilmasi
gereken adimlarin genel dl¢tistidiir (Kuzin, 2019; Eremina vd., 2019: s. 55-56). Genel olarak dijital
olgunluk, isletmelerin dijital ara¢ ve uygulamalarla olan iligkilerini ve kullanim diizeylerini tespit
etmeye yonelik evrimsel bir siire¢ (Ifenthaler ve Egloffstein 2020; Kljaji¢ BorStnar ve Pucihar, 2021),
dijital yetenekleri (strateji, teknoloji uzmanligi, is modelleri, miisteri deneyimi) ve liderlik
yeteneklerini (yOnetisim, degisim yonetimi, kiiltiir) yonetmek icin gerekli olan kaynak ve yapiy1
ortaya koyan bir kavramdir (Rossmann, 2019; Bumann ve Peter, 2019).

Endiistri 4.0 caginda, dijital olgunluk seviyesini artirmayi bagaran organizasyonlarin
rekabette iistlinliik saglayacagi, geride kalanlarin ise “dijital av” olacagi (Cho vd., 2021, s. 387) ifade

boyutu farkl disiplinler ve uygulama alanlar {izerinden ele alan galigmalar igin ayrica bk. Kogakoglu & Kogakoglu, 2025;
Ekinci, 2025; Sakin & Tiirk, 2025; Askun, 2024; Yener & Kose, 2023; Romya Bilgin & Kiigiiksabanoglu, 2023; Cark,
2020; Kanat, 2020; Altindis, 2020; Zenginaloglu, 2026; Dalmis, 2026; Olger, 2025; Saribas, 2025; Karakus et al., 2025;
Giizel, 2024; Kizildag, 2023; Odacioglu, 2022, Erdem-Demiryakan 2025, Civelek 2025, Giinay 2025, Onen 2025, Ozdemir
2025; Sandikc1 & Soy 2026; Ardug Kara 2026; Ertan 2026; Uygun 2026; Yilmaz 2025; Kan Celik 2026; Bayat Arslan &
Cuma 2026; Koksal & Zorlu Kale 2025; Varol 2025; Ahmed & Hamod 2026; Efendioglu 2023; Sert 2026; Giigliiten 2026;
Denizci et al. 2018, Baran 2022, Keles & Keles, 2018; Karadag, 2025; Coskun, 2025; Ahmed & Hamod, 2026; Aric1 &
Karaci, 2013; Keles & Keles, 2017; Keles et al., 2017; Bekil, 2018; Keles, 2018; Ser¢emeli, 2018; Akyildiz & Akyildiz,
2020; Isik & Dari, 2023; Abdulrazagova et al., 2025; Argin 2025; Tetik Kiigiikel¢i, 2025; Cakmak, 2025; Yildirim Altun,
2025; Zan & Zan, 2025; Mazlum & Mazlum, 2025; Yildiz, 2025; Basar, 2025; Tugcu, 2025; Ozdemir, 2026; Cora et al.,
2026; Biiyiikboyact & Yozcu, 2026; Ardaturk, 2026; Ardug Kara, 2026; Ertan, 2026; Ahmed & Hamod, 2026; Efendioglu,
2023; Celik et al., 2025; Dogru & Hacimiiftiioglu, 2025.

Turkish Studies — Economics, Finance, Politics 21(O1)



Talent Management and Leadership Dynamics in The Relationship Between... 2233

edilmektedir. Ozellikle kaynaklar1 sinirl olan KOBI'ler icin dijital olgunluga ulasmak, hayatta kalma
ve rekabet avantaji elde etme acisindan stratejik bir dncelik haline gelmistir (Demir & Ozkan, 2023).
Bu nedenle organizasyonlarin dijital olgunluga yaklastikca rekabet giiclerinin artmasi,
verimliliklerinin iyilesmesi (Van Tonder vd., 2024, s. 111), orgiitsel dayaniklilik kazanmalar1 (Chen
vd., 2021, s. 2), kriz ortaminda ayakta kalabilmelerini (Marks ve AL-Ali, 2020, s. 505), dinamik
yeteneklerini gelistirmeleri (Leso vd., 2024, s. 1150), yeni is modelleri gelistirebilmeleri (Soto-
Acosta, 2020, s. 262), inovasyon kapasitelerini artirmalar1 (Sobolieva vd., 2020), stratejik etkinlik
saglamalar1 (Xiang vd., 2021, s. 63) daha kolay hale gelebilecektir.

DOM’lerin (Dijital Olgunluk Modelleri) amacit ve kapsami, organizasyonlarin dijital
doniisiim temelli stratejik rekabet avantajlarini gelistirmek, dijital doniisiim seviyesini 6lgmek,
degerlendirmek, iyilestirme yapmak, rehberlik etmek, durum tespit etmek ve bir yol haritasi
sunmaktir (Silva vd., 2024; Merdin, vd., 2022, s. 265). DOM’lerin amaci, dijitallesme aracilifiyla
kurumsal tasarim ve gelistirilen yetkinlikler arasinda var olan tutarsizliklarin belirlenmesi,
kuruluslarin giiclii ve zayif yonlerinin tespit edilebilmesi, bir kurulusun dijitallesme siirecinde
etkinligini olumsuz etkileyebilecek faktorlerin ortadan kaldirilmasidir (Ifenthaler ve Egloffstein,
2020, s. 303-305). Baska bir deyisle DOM, organizasyonlarin dijital stratejilerinin, siirelerinin ve
yapilarinin olgunluk seviyelerini degerlendirmek i¢in ¢esitli agamalar ve kriterler sunar (Grooss vd.,
2022: 496; Peixoto vd., 2022: 410).

Yetenek iklimi

Glinlimiiziin rekabet¢i i3 ortaminda, organizasyonlar geleneksel insan kaynaklari
uygulamalarinin 6tesine gecerek yetenek yonetimini stratejik bir oncelik olarak benimsemelidir.
Yetenek yonetimi, bir kurulusun basarisina katkida bulunan istisnai ¢alisanlar1 ¢ekmeyi, gelistirmeyi
ve elde tutmayi icerir (Ansar ve Baloch, 2018b, s. 175-176). Literatiirde, yetenek yonetimi
uygulamalarinin ¢alisan performansi iizerindeki olumlu etkileri siklikla vurgulanmakta ve bu
uygulamalarin stratejik bir perspektifle ele alinmasi gerektigi ifade edilmektedir (Yildiz & Esmer,
2023). Yetenekleri etkin bir sekilde ydnetmek igin ise isletmelerin IK stratejilerini is hedefleriyle
uyumlu hale getiren iyi tanimlanmis bir yetenek iklimi olusturmalar1 gerekmektedir (Meyers vd.,
2020, s. 564-565). Yetenek iklimi, yetenek yoOnetimi uygulamalarmma zemin olusturan ve arka
planinda yer alan yetenekli ¢alisanlari ¢ekmek, gelistirmek, katilimlarini saglamak ve elde tutmak
icin kullanilan siirecleri, araglar1 ve sistemleri 6zetleyen stratejik bir yaklasimdir (Gallardo-Gallardo
vd., 2020, s. 8).

Yetenek iklimi, yetenekleri cekmek, gelistirmek, desteklemek ve elde tutmak tlizere giiglii bir
yetenek sisteminin insa edilebilmesi ig¢in bir g¢er¢eve olusturulmasini saglamaktir. Dolayisiyla
yetenek iklimi bir anlamda “stratejik iklim” niteligi de tasimaktadir. Yetenek ikliminin temel
bilesenleri; ayirt edicilik, tutarlilik, fikir birligi ve baglamdir (King, 2017, s. 303-307);

e Ayirt edicilik, bir kurumun yetenek sisteminin ne derece benzersiz ve diger kurumlardan
farkli oldugunu ifade eder. Bu ayirt edicilik, kuruluslarin en iyi yetenekleri ¢cekmesine ve elinde
tutmasina yardimci olarak rekabet avantaji saglayabilir.

e Tutarlilik bir kurumun yetenek sisteminin genel stratejisi ve degerleri ile ne derece uyumlu
oldugunu ifade eder. Bir kurumun yetenek uygulamalari amag¢ ve hedefleri ile tutarli oldugunda,
calisanlar bir amag ve yon duygusuna sahip olur ve iglerine daha fazla baglanirlar.

e Fikir birligi, ¢calisanlarin kurumun yetenek sistemine iligkin ortak bir algiy1r paylasma
derecesini ifade eder. Calisanlar, kurumlarmin katkilarina deger verdigine ve gelisimlerini
destekledigine inandiklarinda, islerine daha bagl ve bagli olma olasiliklar ytiksektir.

e Baglam, bir kurumun yetenek sisteminin i¢inde bulundugu ortamin 6zel ihtiyaglarina ve
zorluklarina ne 6l¢iide uyarlandigim ifade eder. Etkili bir yetenek sistemi, kurulusun sektdriine,
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pazarina ve kiiltiiriine uyacak sekilde uyarlanir. Bu adaptasyon, kuruluslarin zorluklarin {istesinden
gelmesine ve hedeflerine ulagmasina yardimci olabilir (Y1ildiz, 2023, s. 2-4).

Yetenek ikliminin nihai amaci Sekil 1’de goriilecegi lizere organizasyonlarda yetenekleri
gelistirebilmek {izere bir ¢erceve olusturmaktir.

7 : B P TP s R
Orgiitsel Irade Iklim Gelistirme
(Ttici gugler Hedefler (“Ne”; “Nasil”) Sonuglar
nelerdir?) Strekli Gelistirme
AL Y, N )
Geligtirilecek yetenekler ve nitelikler |- A
o Ust véhetimin Degerler Normlar, Yonetici Gelistirilmis
. iklimi etkinlikleri, Beceriler ve Bil
destegi ve Yetenek iklimi Y > S planlamast,
katilimi ve yetenek
o {5 stratejisi, gelistirme Gelisim
hedefler, sonuclar, gereevesimn l stirecinin
firsatlar ve liderlik olugturulmasi, eI . N stirdiirilmesi
¢ Zodklarve \:'etenek Geligimi i¢in stratejll.er ‘Nasil
Siniilatnalas Ogrenme Ogretimsel temelli liderlik, Islevsel Gelistirilmis
e Detarloriroliive modelinin egitim, Degerlendirme ve gelistirme M yoksek
isleu;e olusturulmasi, merkezleri, E-6grenme, Onemli potansiyel
léulturi'lyle uyumu kullanimas deneyimlerin paylagimi, Uygulamalar belirleme
¢ Gereken A foiia o
liderligi R b v Gelistirme
o i performansmin e 9 siireci 6lgme ve
sergilenmesi ve guglendirilmesi Kidemli liderlerin seminerleri “Uygu- des i
tanimlanmasi » 4 ; i E 2 egerlendirme
. lama” Onemli deneyimlerin paylasil-
* Olcutler ve & mast, Ig/dis yonetici egitimi, Guncel Gelistirilmis
odillerle uyum P . . . 8
web seminerleri, Kogluk/mentorlik, yuksek potansiyel
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Sekil 1: Yetenek iklimi Yetenek Gelistirme Cercevesi (Haskins ve Shaffer, 2010, s. 14)

Yukarida siralanan boyutlarin varligi durumunda organizasyonun, c¢aliganlarin yetenek
gelisimini  destekledigi, onlarin yeteneklerini kullanma ve gelistirmelerine olanak sagladigt
varsayimi altinda bireysel ve organizasyonel performansa olumlu katkida bulunacaklar1 séylenebilir
(King, 2017, s. 303-304). Diger yandan yetenek ikliminin olusturulabilmesinde liderlik asli bir 6nem
ve roldedir. Zira liderlik, orgiit ikliminin merkezinde yer alir ve galisanlar tarafindan algilanabilen
bir 'yetenek iklimi' ile sonuglanir. Ozellikle hizmetkar ve déniisiimcii liderlik tarzi, organizasyon ile
yetenekli ¢alisan arasinda paylasilan degerlere ve saygiya dayali bir eslesmeyi destekler (King, 2015,
s. 275-279). Yetenek ikliminin amaglar1 kapsaminda s6z konusu olumlu ¢iktilarin alinabilmesi i¢in
sunlara 6nem verilmesi gerekmektedir (Warriach vd., s. 2021; Gallardo-Gallardo vd., 2020; King,
2017; King, 2015);

e Stratejik Yaklagim: Yetenek iklimi, organizasyonun yetenek yonetimi stratejilerinin ne
kadar etkin ve uyumlu oldugunu yansitir. Bu stratejiler genellikle yeteneklerin ¢ekilmesi,
gelistirilmesi, motive edilmesi ve tutulmasi gibi alanlarda yogunlasir.
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e Gelisim Firsatlari: Calisanlara sunulan egitim ve gelisim firsatlari, yetenek ikliminin
onemli bir pargasidir. Organizasyonlar, ¢alisanlarinin kariyer gelisimlerini destekleyecek programlar
sunarak yetenek iklimini gii¢lendirebilir.

e Motivasyon ve Performans Yonetimi: Yetenek iklimi, performans yonetim sistemlerinin
ne kadar adil ve etkili oldugunu da igerir. Calisanlarin performanslarinin dogru bir sekilde
degerlendirilmesi ve odiillendirilmesi, olumlu bir yetenek ikliminin olugsmasina katkida bulunur.

e Kiiltiirel ve Organizasyonel Destek: Organizasyon kiiltiirii, yetenek iklimini etkileyen
onemli bir faktordiir. Acik iletisim, destekleyici liderlik ve isbirlik¢i bir ¢alisma ortami, yetenek
ikliminin olumlu yoénde gelismesini saglar.

e Geri Bildirim ve lyilestirme: Yetenek iklimi, siirekli geri bildirim ve iyilestirme
stirecleriyle desteklenmelidir. Calisanlar, gelisim ihtiyaclarini belirlemek ve bu ihtiyaglar
karsilamak i¢in diizenli olarak geri bildirim almalidir.

Yetenek iklimi, giiclii ve etkili bir yetenek yonetimi sisteminin uygulanmasi yoluyla
olusturulan kurumsal diizeydeki genel stratejik ortamdir. Bu sistem, ¢alisanlar arasinda igletmelerinin
yeteneklere deger verdigi ve is hedeflerine ulagsmadaki 6nemini kabul ettigi yoniinde ortak bir algiy1
tesvik eder ve yetenekli ¢alisanlarin ve potansiyellerinin gelisimini destekler (Yildiz vd., 2023, s.
74). Yetenek iklimi, bir organizasyonda calisanlarin yeteneklerini ve potansiyellerini nasil
algiladiklarini belirleyen faktorlerin biitiiniidiir. Bu kavram, bireylerin yeteneklerini gelistirmek icin
saglanan destekleyici ortami ve organizasyonel siirecleri igermektedir (Wan Chik ve Arokiasamy,
2019, s. 491). Bu kapsamda yetenek iklimi, calisanlarin motivasyonu, bagliligi ve genel is
performanst lizerinde dogrudan etkili olan bir yap1 olarak kabul edilebilir (Vaiman vd., 2017, s. 295).
Yetenek iklimi, bir organizasyon i¢indeki yeteneklerin ve potansiyellerin nasil degerlendirildigini,
gelistirildigini ve yonetildigini yansitan bir ortam veya kiiltiir olarak kabul edilebilir. Yetenek iklimi,
organizasyonun yetenek yonetimi stratejilerinin ve uygulamalarinin genel atmosferini ve bu
stratejilerin ¢aliganlar iizerindeki etkilerini kapsamaktadir (King, 2017, s. 303-307; King, 2015, s.
275-279). Yetenek iklimi, IK profesyonelleri icin bir yol haritas1 gérevi goriir, segmeden ise alima,
oryantasyonda performans yonetimine, 6zliik haklarindan kariyer gelisimine kadar tiim yetenek
yasam dongiisiinii optimize etme ¢abalarina onlara rehberlik eder (Warriach vd., 2021, s. 596). Genel
olarak yetenek iklimi, bir organizasyon icinde calisanlarin cezbedilmesi, gelistirilmesi ve elde
tutulmasini etkileyen genel orgiit kiiltiirli, ortam1 ve politikalarini ifade eder. Olumlu bir yetenek
ortam1 yaratmak kuruluslar i¢in énemlidir ¢iinkii bu ortam en iyi yetenekleri ¢ekip elde tutabilir,
inovasyon kiiltiiriinii tesvik edebilir ve ¢aligan bagliligini artirabilir (Y1ldiz, 2023, s. 8).

Inovasyon

Oslo Kilavuzunda “yenilik” olarak kabul edilen inovasyon (Oslo Kilavuzu, 2006, s. 50),
kavram literatiire kazandiran Schumpeter’a (1934) gore dnceki bilgi, bulgu ve deneyimlerden yola
cikilarak ortaya konulan, yeni bir fikir, yeni bir {iriin, siire¢ veya yeni bir hizmetin gelistirilmesi ve
uygulanmasidir (s. 66). Literatlirde inovasyon, kalkinmanin temel itici giicii, ekonomik biiyiime ve
girisimciligin asli unsuru ve toplumsal ilerlemenin kritik bir faktorii olarak kabul edilmektedir (Yin
vd., 2020). inovasyonun, ekonomik, teknik ve sosyal yapilar1 degistirme, gelistirme, doniistiirme ya
da ortadan kaldirma kapasitesi oldugundan “yaratici yikim” etkisi séz konusudur (Hart, 2005, s. 23-
24). Bu kapsamda, inovasyon siire¢leri; iirlin inovasyonu, siire¢ inovasyonu ve is modeli inovasyonu
olmak iizere genellikle ii¢ ana kategoriye ayrilmaktadir (Wirtz ve Daiser, 2018). inovasyonun teorik
cergevesi, farkli akademik yaklagimlar ve modellerle genigletilmistir. Rogers (2003), inovasyonun
benimsenme siirecini "yeniliklerin yayilmasi" olarak ele alirken, Christensen (1997) yikic1 inovasyon
teorisi ile mevcut pazar yapilarimin nasil bozuldugunu agiklamistir.

Inovasyon hem bireysel hem de toplumsal anlamda yenilik¢i siireclerin ve teknolojik
gelismelerin olusumunu destekleyen, karmasik ve dinamik yapiya bagli bir siirecte ortaya
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cikmaktadir. Baska bir ifadeyle inovasyon uygun politikalar, girisimcilik ortami, bilimsel ve
teknolojik gelismelerin desteklenmesi ve yenilik iklimi yaratilmas1 gibi faktorle iligkilidir (Schot ve
Steinmueller, 2018, s. 1555-57; Vasconcelos Gomes vd., 2018, s. 31-32). S6z konusu faktorler ise
genel olarak inovasyon ekosistemi olarak kabul edilmektedir. Inovasyon ekosistem, yenilikgiligi
tesvik eden ve destekleyen gesitli bilesenlerin ve aktorlerin etkilesim iginde oldugu, bir bolge veya
sektordeki yenilik¢i faaliyetlerin gelismesini ve yayillmasini destekleyen bir dizi faktdrden meydana
gelen dinamik yapilardir (Su vd., 2018, s. 127-129). inovasyon ekosistemi, ayn1 senaryoda yer alan
ve birbirleriyle birlikte gelisen, inovasyon yoluyla yeni degerler benimseyen endiistri oyunculari,
hiikiimet, dernekler, miisteriler ve digerleri gibi “degisim ¢ekileri” ad1 verilen gesitli unsurlardan
meydana gelmektedir (Ngongoni vd., 2022, s. 231).

Inovasyonun tasidig1 dnemin ve elde edilecek degerli ¢iktilarin genel olarak kabul edilmesine
ragmen bu konuda organizasyonlarin nereden baslayacagi konusunda bazi sorunlar vardir.
Organizasyonlarin inovasyonu tesvik edecek sekilde yapilanmasi, inovasyon ¢aligmalarini yiirlitmek
icin isletme veya organizasyon i¢inde kii¢lik birimlerin olusturulmasi ilk agsamadir (Tshetshema ve
Chan, 2020, s. 959-961). inovasyonu bir siire¢ oldugu hatirlandiginda, bireysel cabalarin gérece
istikrarsiz olabilecegi varsayimi altinda siirdiiriilebilir ¢aba, is birligi, kontrol, odaklanma, zorluklarin
iistesinden gelme, ortak performans, ortak dil, uyum, yeniligi i¢sellestirme, yatay ve dikey etkilesim,
iletisim, yaraticilik ve paylasim gibi avantajlar acisindan inovasyon ekiplerinin etkinligi daha
yiiksektir (Thayer vd., 2018a, s. 366-367; Johnsson, 2017, s. 76-77; He vd., 2014, s. 1534).

Dijital olgunluk, yetenek iklimi ve inovasyon, gilinlimiiz organizasyonlarinda rekabet
avantajinin siirdiiriilebilirligine yon veren biitiinciil bir yap1 igerisindedir. Ozellikle dijital olgunluk
seviyesi yliksek olan organizasyonlar, teknolojik altyapilarini gelistirmenin yani sira, bu teknolojileri
en etkin sekilde kullanabilecek insan kaynagini istihdam etme, gelistirme ve elde tutma kapasitesine
de sahiptir (Ansar ve Baloch, 2018a). Buna bagl olarak dijital olgunluk, yetenek ikliminin
sekillenmesinde kritik bir belirleyici olarak ortaya ¢ikmakta ve dijital yetkinlikleri destekleyen
orgiitsel yap1 ve kiiltiir, calisanlarin kendilerini gelistirebilecekleri bir ortam yaratmaktadir (Bumann
ve Peter, 2019; Rossmann, 2019).

Yetenek iklimi, dijital doniisiim siireclerinin insan odakli boyutunu temsil etmekte ve dijital
olgunlugun organizasyon geneline yayilmasinda aracilik eden bir mekanizma islevi gérmektedir.
Dijital teknolojilerin etkin kullanimi, ¢alisanlarin bu teknolojilere iliskin bilgi, beceri ve tutumlarinin
gelistirilmesini zorunlu kilmaktadir. Bu durum, 6grenmeyi tesvik eden, gelisim firsatlar1 sunan ve
performansi destekleyen bir yetenek ikliminin varligini gerekli hale getirmektedir. Nitekim giiglii bir
yetenek iklimine sahip organizasyondaki ¢alisanlarin degisime daha agik oldugu, dijital uygulamalari
daha hizli benimsedigi ve dijital doniisiim girisimlerine daha yiiksek diizeyde katki sundugu ifade
edilmektedir (King, 2017; Gallardo-Gallardo vd., 2020). Dijital olgunluk ve yetenek iklimi
arasindaki bu etkilesim, inovasyon kapasitesinin gelisiminde de belirleyici bir rol oynamaktadir.
Dijital teknolojiler, inovasyon siireclerini hizlandiran ve c¢esitlendiren 6nemli bir ara¢ niteligi
tagimaktadir. Bu teknolojilerin yenilik¢i ¢iktilara doniigebilmesi, biiyiik 6l¢iide organizasyonun insan
kaynaginin yaraticiligina, is birligine ve problem ¢6zme yetkinlikleriyle baglantilidir. Bu kapsamda
yetenek ikliminin destekleyici olmasi, ¢alisanlarin fikir iiretme, risk alma ve deneme-yanilma
stireclerine katilimimi artirarak inovasyonun oranizasyon genelinde igsellestirilmesine katk
saglamaktadir (Thayer vd., 2018b; Sobolieva vd., 2020).

Inovasyonun siirdiiriilebilirligi agisindan degerlendirildiginde, dijital olgunluk seviyesi
yiiksek ve yetenek iklimi giiclii olan oranizasyonlarin inovasyonunun sistematik bir siirece
doniistlirdiigii gortiilmektedir (Salviotti vd., 2019). Dijital olgunluk, veri temelli karar alma, miisteri
i¢cgoriilerinin analiz edilmesi ve siire¢ optimizasyonu gibi unsurlar araciligiyla inovasyon i¢in gerekli
altyapiy1 saglarken (Berghaus ve Back, 2016), yetenek iklimi bu altyapimn etkin kullanilmasini
miimkiin kilan davranigsal ve kiiltiirel zemini olusturmaktadir (Meyers vd., 2020). Bu biitiinlesik
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yap1, organizasyonun iiriin, siire¢ ve is modeli inovasyonlarii daha etkin bir sekilde hayata
gecirmelerine olanak tamimaktadir (Schumpeter, 1934).

Sonug olarak dijital olgunluk, yetenek iklimi ve inovasyon arasinda karsilikli ve giiclendirici
bir iliski bulunmaktadir. Bu iliskide liderlik tarzlarmmin rolii kritiktir; o6zellikle dijital cagin
gerektirdigi donilisimcii ve vizyoner liderlik anlayiginin, organizasyonlarin dijital olgunluk
seviyesini ve dolayistyla inovasyon kapasitesini dogrudan etkiledigi goriilmektedir (Aydin &
Durutiirk, 2024). Dijital olgunluk, organizasyonlarin teknolojik ve stratejik kapasitesini artirmakta,
yetenek iklimi ise bu kapasitenin insan kaynagina yansitilmasina ve igsellestirilmesine olanak
saglamaktadir. Bu iki unsurun etkilesimi ise inovasyon performansimi dogrudan etkileyerek
organizasyonun cevresel belirsizlikler karsisinda daha esnek, dayanikli ve rekabetci hale gelmesine
katkida bulunmaktadir (Bumann ve Peter, 2019; Rossmann, 2019; Chen vd., 2021; Xiang vd., 2021;
Van Tonder vd., 2024). Bu nedenle s6z konusu kavramlarin birlikte ele alinmasi, dijital cagda
orgiitsel basariy1 agiklama noktasinda biitiinciil ve gii¢lii bir kuramsal ger¢eve sunmaktadir.

Arastirmanin Modeli

Sekil 2°de goriildiigii iizere arastirmanin modeli, Dijital Olgunluk’un Yetenek Iklimi, Takim
Inovasyonu ve Yetenek Gelistirme Uygulamalari {izerindeki etkisini analiz etmektedir. Dijital
olgunlugun organizasyonel siireclere katkisini anlamak amaciyla olusturulan bu yapida,
organizasyonlarin dijital donilisiim seviyesinin yetenek yonetimi ve inovasyon siirecleriyle nasil
iligkilendigi degerlendirilmektedir. Arastirma kapsaminda asagidaki hipotezler test edilmistir:

Hi: Dijital olgunluk diizeyinin yetenek iklimi {izerinde anlamli ve pozitif bir etkisi vardir.
Ha: Dijital olgunluk diizeyinin takim inovasyonu iizerinde anlaml ve pozitif bir etkisi vardir.

Hs: Yetenek gelistirme uygulamalarinin takim inovasyonu iizerinde anlamli ve pozitif bir etkisi
vardir.

R*=0.760

Yetenek iklimi

H2 R?*=0.730

inovasyon

Yetenek Gelistirme Uygulamalan

Sekil 2: Aragtirmanin Modeli
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Orneklem Grubu

Arastirmanin ana kiitlesini (evrenini), Tiirkiye'nin imalat ve ticaret sektorlerinde 6nemli bir
merkezi olan Konya ilinde faaliyet gosteren ve dijital doniisiim siireglerini aktif olarak yiirliten
hizmet/ticaret ile iiretim/endiistri sektorlerindeki organizasyonlarin c¢alisanlart olusturmaktadir.
Arastirmanin amaci dogrultusunda, dijital olgunluk diizeyinin 6lgiilebilmesi i¢in organizasyonlarin
en az {i¢ yildir faaliyet gosteriyor olmasi ve dijital doniisiim projeleri yliriitiyor olmasi temel olgiit
olarak belirlenmistir. Orneklem segiminde, Konya Sanayi Odas1 (KSO) ve Konya Ticaret Odas1
(KTO) iiye veri tabanlarindan yararlanilmistir. S6z konusu odalarin dijital doniisiim siirecinde aktif
olan tyeleri belirlenerek, arastirmaya katilm daveti yapilmistir. Bu kriterleri karsilayan
organizasyon sayisinin kesin olarak bilinmemesi ve arastirmanin dijital doniisiim siirecindeki
organizasyonlara odaklanmasi nedeniyle, 6rneklem seciminde olasiliga dayali olmayan amach
ornekleme (purposive sampling) yontemi tercih edilmistir. Arastirmaya goniillii olarak katilmay1
kabul eden ve belirlenen kriterleri karsilayan 18 farkli organizasyondan 236 katilimciya ulasilmistir.
Orneklem biiyiikliigiiniin yeterliligi degerlendirildiginde, 236 kisilik 6rneklemin yapisal esitlik
modellemesi (SEM) gibi ileri diizey analizler i¢in yeterli oldugu goriilmektedir. Literatiirde, faktor
analizi ve regresyon temelli analizler i¢in 6rneklem biylikliigiiniin en az 200 olmasi gerektigi ifade
edilmektedir (Kline, 2016; Hair vd., 2014). Ayrica, 6rneklem biiyiikliigiiniin degisken sayisina orani
acisindan da (236 katilimci, 39 madde) 1:6 orani ile kabul edilebilir sinirlar i¢inde oldugu
degerlendirilmektedir (Tabachnick & Fidell, 2013). Bu dogrultuda, aragtirmanin &rneklem
biiyiikliigliniin istatistiksel analizler i¢in yeterli giice sahip oldugu sOylenebilir. Tablo 1°de yer verilen
orneklem grubunda 236 katilimcinin ¢ogunlugunu erkekler olusturmakta olup (%71,6), kadin
katilimcilarin orami %28,4°tlir. Yas dagilimina bakildiginda, en biiyiik grup %38,1 ile 36-45 yas
araligindaki bireylerden olusurken, en kiigiik grup %13,1 ile 18-25 yas arasindadir. Medeni durum
acisindan evli bireylerin orami1 (%75,4), bekarlardan (%24,6) oldukca fazladir. Egitim diizeyi
incelendiginde, katilimcilarin ¢ogunlugu lisans mezunu olup (%75,4), lise/6nlisans mezunlarinin
orani %16,5, lisansiistii egitime sahip bireylerin orani ise %8,1’°dir. Caligma siiresi degiskenine gore,
en fazla katilimer %34,3 ile 11-15 yil deneyime sahipken, bunu %29,2 ile 6-10 y1l ¢alisanlar takip
etmektedir. En az deneyime sahip grup ise %S8,1 ile 21 yil ve iizeri ¢alisanlardir. Katilimeilarin
%58,5’1 hizmet/ticaret, %41,5’1 lretim/endiistri alaninda c¢alismaktadir. Gorev dagilimina
bakildiginda, en biiyiik grup %56,8 ile beyaz yaka calisanlardan olusurken, mavi yaka calisanlarin
orani %31,4, yonetici ve uzmanlarin orani ise %11,9’dur.

Tablo 1: Orneklem Grubu

0,
Binomial Test 95% Confidence

Interval
Kategori Degisken n Total F (%) p Lower Upper
Cinsiyet Erkek 169 236 71,6% <.001 0.654 0.773
Kadin 67 236 28,4% <.001 0.227 0.346
18-25 31 236 13,1% <.001 0.091 0.181
26-35 43 236 18,2% <.001 0.135 0.237
Yas 36-45 90 236 38,1% <.001 0.319 0.447
46-55 35 236 14,8% <.001 0.106 0.200
55 ve lizeri 37 236 15,7% <.001 0.113 0.210
Madeni Bekar 58 236 24,6% <.001 0.192 0.306
Durum Evli 178 236 75,4% <.001 0.694 0.808
Egitim .Lisarjs _ 178 236 75,4% <.001 0.694 0.808
Diizeyi Llsgpsqsm 19 236 8,10% <.001 0.049 0.123
Lise/Onlisans 39 236 16,5% <.001 0.120 0.219
Cahsma 1-5 yil 35 236 14,8% <.001 0.106 0.200
Siiresi 11-15 y1l 81 236 34,3% <.001 0.283 0.408
16-20 y1l 32 236 13,6% <.001 0.095 0.186
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dlyilveizeri 19 236 8.10% _ <001 ___ 0.049 0.123

6-10 yil 69 236 292% <001 ___ 0235 0.355

is Kolu HizmetTicaret 138 236 58.5% _ 0.011____0.519 0.648
Uretim/Endistri____ 98 236 41.5% 0011 __ 0352 0.481

Beyaz Yaka* 134 236 56.8% 0043 0.502 0.632

Gérev / Mavi Yaka ** 74 236 314% <00l ___ 0255 0377
Stath - YoneticiveUzman  »e 236 11905 <001 0.080 0.167

H, is proportion # 0.5
* Ofis ve Idari Calisan (1K, Muhasebe, Finans, Teknoloji, Bilisim, Lojistik, Envanter, Pazarlama vb.)
** Teknik ve Mekanik (Miithendis, Tekniker, Bakim vb.)
***Yonetici ve Uzman (Alt veya Orta Diizey)

Arastirmanin Tiirii ve Yontemi

Bu arastirma, dijital olgunluk diizeyinin yetenek iklimi ve takim inovasyonu iizerindeki
etkisini ve liderlik yetkinligi ile gelisimsel destek mekanizmalarinin aracilik rollerini incelemeyi
amagclamaktadir. Arastirmanin amact dogrultusunda, degiskenler arasindaki iligkilerin nesnel olarak
Olciilmesi, aragtirma hipotezlerinin istatistiksel olarak test edilmesi ve elde edilen bulgularin
genellenebilirliginin saglanmasi gerekliligi, nicel aragtirma yonteminin tercih edilmesinde belirleyici
olmustur. Nitekim nicel yontem, aragtirmacinin kontrolii digindaki degiskenlerin etkisini minimize
ederek, bagimsiz, bagimli ve araci degiskenler arasindaki nedensel iligkilerin sistematik bir sekilde
analiz edilmesine olanak tanimaktadir (Creswell ve Creswell, 2018). Bu kapsamda arastirmada
iligkisel tarama modeli benimsenmis olup, degiskenler arasindaki iligkileri belirlemek amaciyla
nedensel karsilastirmali analizler uygulanmistir. Calisma, bagimsiz degisken olarak dijital olgunluk
diizeyini, bagiml degiskenler olarak yetenek iklimi ve takim inovasyonunu, araci degiskenler olarak
ise liderlik yetkinligi ve gelisimsel destek mekanizmalarin ele almaktadir.

Arastirmanin verileri, Ekim-Kasim 2025 doneminde belirlenen isletmelerde ¢alisan 236
katilimcidan anket yontemiyle toplanmigtir. Arastirmanin 6rneklemi, Ekim-Kasim 2025 déneminde
belirlenen isletmelerde calisan 236 katilimcidan olusmaktadir. Orneklem segiminde amagh
ornekleme (purposive sampling) yontemi tercih edilmistir. Bu yontemin tercih edilmesinin temel
nedeni, dijital doniisiim siireclerini aktif olarak yiiriiten ve dijital olgunluk diizeyi farklilasabilecek
organizasyonlardan veri toplanmasinin arastirmanin amacma en uygun yaklasim olmasidir.
Ornekleme dahil edilen organizasyonlarin belirlenmesinde su kriterler dikkate alinmistir: (1) en az
iic yildir faaliyet gosteriyor olmasi, (2) dijital doniisiim projeleri yiiriitiiyor olmasi, (3) farkh
sektorlerden (hizmet/ticaret ve iiretim/endistri) temsil saglanmasi. Arastirmacilar tarafindan
oncelikle Tirkiye genelinde faaliyet gdsteren ve belirtilen kriterleri karsilayan organizasyonlar
belirlenmis, bu organizasyonlarin insan kaynaklari birimleri ile iletisime gecilerek calismaya katilim
daveti yapilmistir. Katilim1 kabul eden organizasyonlarda, dijital doniisiim siire¢lerinde aktif rol alan
calisanlara anketler dijital ortamda (Google Forms ve Linkedin) iletilmistir. Katilimcilarin
demografik 6zellikleri cinsiyet, yas, medeni durum, egitim seviyesi, ¢alisma siiresi, is kolu ve gorev
statiisli agisindan analiz edilmistir.

Veri toplama siirecinde, Arastirmada kullanilan 6lgekler, ilgili literatiirde gegerliligi ve
giivenilirligi kanitlanmis, aragtirmanin kavramsal gergevesiyle dogrudan uyumlu olan araglar
arasindan secilmistir. Dijital Olgunluk Olcegi (DOO) (Rossmann, 2018), dijital déniisiimiin
teknolojik boyutunun yani sira liderlik ve yonetisim boyutlarii da kapsamasi nedeniyle tercih
edilmistir. Yetenek Gelistirme Uygulamalar1 Olgegi (YGUO) (Morethe vd., 2020), ¢alisanlarin
algiladig1 gelisimsel destegi olgmesi ve aracilik mekanizmalarini dogrudan karsilamasi nedeniyle
secilmistir. Takim Inovasyonu Olgegi (TIO) (A¢ikgdz, 2015), takim diizeyinde odaklanmasi ve
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isleyici-kesifsel inovasyon ayrimini yapmasi nedeniyle aragtirmanin kavramsal ¢ergevesiyle uyumlu
bulunmustur.

Tim o6lgeklerin giivenirlik analizleri yapilmis ve yiiksek i¢ tutarlilik katsayilarina sahip
olduklar1 belirlenmistir (Cronbach a = 0.973, McDonald's ® = 0.976). Ayrica, Kaiser-Meyer-Olkin
(KMO) testi ve Bartlett’s Kiiresellik Testi sonuglari, verilerin faktor analizine uygun oldugunu ortaya
koymustur (KMO = 0.890, p < 0.001). Aragtirmada elde edilen veriler, SPSS ve AMOS programlari
kullanilarak analiz edilmistir. Tanimlayici Istatistikler kapsaminda, 6rneklem grubunun demografik
ozellikleri betimlenmis ve frekans analizleri gerceklestirilmistir. Korelasyon Analizi kapsaminda,
degiskenler arasindaki iligkiler Pearson korelasyon katsayisi ile dl¢iilmiistiir. Regresyon Analizi
kapsaminda, dijital olgunluk diizeyinin (6l¢ek toplam puani) yetenek iklimi ve takim inovasyonu
iizerindeki etkisi basit dogrusal regresyon analizi ile test edilmistir. Mediasyon (Aracilik) Analizleri
kapsaminda, liderlik yetkinligi ve gelisimsel destek mekanizmalarinin aracilik rolleri Sobel testi ile
degerlendirilmistir.

Olcek Giivenirlik Analizi

Arastirmada kullanilan Olceklerin gilivenirligini test etmek amaciyla cesitli analizler
gergeklestirilmis; i¢ tutarliligt degerlendirmek i¢in Cronbach a ve McDonald's @ katsayilar
hesaplanmistir. Ayrica, 6lgme araclarinin farkli boyutlarinin giivenilirligi ve igsel biitiinliigii
incelenmis ve elde edilen sonuglar, ilgili 6lceklerin yiiksek derecede giivenilir oldugunu
gostermektedir. Ozellikle Dijital Olgunluk Olgegi’nin (DOO) Cronbach o degeri 0.973 ve
McDonald's @ degeri 0.976 olarak hesaplanmis, bu da 6lgegin yiiksek i¢ tutarliliga sahip oldugunu
ortaya koymustur. Benzer sekilde, Yetenek Gelistirme Uygulamalar1 Olgegi (YGUO) ve Takim
Inovasyonu Olgegi (TiO) igin de yiiksek giivenirlik katsayilari elde edilmistir. Elde edilen veriler
Tablo 3’te detayli bir sekilde sunulmustur.

Tablo 2: Olgek Giivenirlik Analizi

Cronbach McDonald's

Olcek Mean  SD " o
Dijital Olgunluk Ol¢egi (DOO) 3.908 0.639 0.973 0.976
Stratejik Yetkinlik 3.941 0.675 0.946 0.951
Liderlik Yetkinligi 3.856  0.712 0.948 0.953
Pazar Yetkinligi 3.903 0.817 0.939 0.944
Bovutlar Operasyonel Yetkinlik 3.975 0.766 0.936 0.941
y IK ve Uzmanlik Yetkinligi 3.864 0.940 0.942 0.945
Kiiltiirel Yetkinlik 4.000 0.591 0.938 0.940
Yonetisim Yetkinligi 3.890 0.764 0.934 0.939
Teknolojik Yetkinlik 3.979 0.758 0.941 0.946
Olgek Mean  SD Cror(llbach Mthglald s
Yetenek Gelistirme Olcegi (YGUO) 4.025 0.572 0.951 0.958
Kisisel Gelisim Davranisi 3.881 0.674 0.896 0.897
Boyutlar Gelisimsel liski ve Destek 3.949 0.765 0.782 0.790
Gelisimsel Gorevlendirme 3.898 0.814 0.765 0.769
Olgek Mean  SD Cror(llbach McD(z:ald s
Takim inovasyonu Olcegi (Ti0) 4.072  0.652 0.977 0.978
Bovutlar Isleyici inovasyon 3915 0.660 0.559 0.000
yu Kesifsel inovasyon 3.924 0811 0.845 0.000

Arastirmada kullanilan 6l¢eklerin giivenilirligi, Cronbach a ve McDonald's ® katsayilari ile
degerlendirilmis ve elde edilen degerler, 6lgeklerin orijinal gelistirme ¢alismalarindaki giivenilirlik
degerleri ile karsilastirilmistir. Dijital Olgunluk Olgegi (DOO) icin orijinal ¢alismada Cronbach o =
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0.94 (Rossmann, 2018) iken, bu arastirmada a = 0.973 olarak bulunmustur. Yetenek Gelistirme
Uygulamalar1 Olgegi (YGUO) igin orijinal ¢alismada o = 0.92 (Morethe vd., 2020) iken, bu
arastirmada a = 0.951 olarak hesaplanmustir. Takim inovasyonu Olgegi (TiO) igin orijinal ¢alismada
isleyici inovasyon boyutu a = 0.85, kesifsel inovasyon boyutu a = 0.90 (Acikgdz, 2015) iken, bu
arastirmada genel o = 0.977 olarak bulunmus, ancak isleyici inovasyon boyutunun o degeri 0.559 ile
beklenenin altinda kalmistir.

Tablo 2’de gériildiigii iizere Dijital Olgunluk Olgegi (DOO) genel ortalama puani 3.908’dir.
Olgegin giivenilirlik katsayilar1 oldukea yiiksektir (Cronbach a: 0.973, McDonald's w: 0.976). En
yiiksek ortalama puan 4.000 ile Kiiltiirel Yetkinlik boyutunda goriilmektedir. Operasyonel (3.975)
ve Teknolojik Yetkinlik (3.979) boyutlar: da yiiksek puanlara sahiptir. En biiyiik degiskenlik, IK ve
Uzmanlik Yetkinligi boyutundadir (SD: 0.940), bu da katilimcilar arasinda en fazla farklilik gosteren
alan oldugunu gostermektedir. Yetenek Gelistirme Uygulamalar1 Olgegi (YGUO) ortalama puani
4.025’tir (Cronbach a: 0.951, McDonald's w: 0.958). En yiiksek puan, 3.949 ile Gelisimsel iliski ve
Destek faktoriine aittir. Kisisel Gelisim Davranisi 3.881, Gelisimsel Gorevlendirme 3.898
ortalamaya sahiptir. Standart sapma degerleri acisindan en fazla degiskenlik Gelisimsel
Gorevlendirme faktoriinde gézlemlenmistir (SD: 0.814). Takim Inovasyonu Olgegi (TIO) ortalama
puam 4.072’dir (Cronbach a: 0.977, McDonald's ®: 0.978). Isleyici Inovasyon 3.915, Kesifsel
Inovasyon 3.924 ortalamaya sahiptir. En fazla degiskenlik Kesifsel Inovasyon faktériindedir (SD:
0.811). Isleyici Inovasyon faktoriiniin i¢ tutarliligi diisiik bulunmustur (Cronbach a: 0.559), bu
nedenle giivenilirligi sorgulanmalidir. Genel olarak, 6lgeklerin i¢ tutarlilik katsayilari, orijinal
gelistirme calismalarindaki degerlerle paralellik gostermekte olup, kullanilan o6lgeklerin bu
orneklemde de yiiksek diizeyde giivenilir oldugunu ortaya koymaktadir. Dijital olgunluk agisindan
en yliksek puan Kiiltiirel Yetkinlik faktoriine, yetenek gelistirme kapsaminda en yiiksek puan
Gelisimsel Iliski ve Destek faktoriine aittir. Takim inovasyonu baglaminda ise Isleyici inovasyon
faktoriiniin diistik i¢ tutarliligi (Cronbach a = 0.559) dikkat ¢ekmekte olup, bu durum ilgili boyuta
iligkin bulgularin yorumlanmasinda dikkatli olunmasi gerektigini gostermektedir.

Arastirmada kullanilan 6lgeklerin yap1 gecerliligini test etmek amaciyla dogrulayici faktor
analizi (DFA) yapilmistir. DFA sonuglari, ii¢ 6lgegin de teorik yapiyla uyumlu oldugunu
gdstermistir. Dijital Olgunluk Olgegi (DOO) igin uyum iyiligi indeksleri (y2/df = 2.86, CFI = 0.94,
TLI=0.93, RMSEA = 0.072, SRMR = 0.058) kabul edilebilir sinirlar icinde bulunmustur. Yetenek
Gelistirme Uygulamalar1 Olgegi (YGUO) igin uyum indeksleri (y*/df = 2.54, CF1=0.96, TLI = 0.95,
RMSEA = 0.065, SRMR = 0.049) yiiksek uyum gostermistir. Takim inovasyonu Olgegi (TIO) icin
ise (y*¥/df = 3.12, CFI = 0.91, TLI = 0.90, RMSEA = 0.079, SRMR = 0.062) degerleri ile kabul
edilebilir diizeyde uyum saglanmistir. Bu bulgular, 61¢eklerin bu 6rneklemde teorik yapilariyla tutarl
oldugunu dogrulamaktadir.

KMO ve Bartlett's Testi

Cok degiskenli istatistiksel analizlerde, veri setinin analize uygun olup olmadiginin
degerlendirilmesinde uygulanan Kaiser-Meyer-Olkin (KMO) Orneklem Yeterlilik Testi ve Bartlett's
Kiiresellik Testi, degiskenler arasindaki korelasyon yapisinin analiz igin yeterli olup olmadigim
belirlemeye yardimci olur. KMO testi, degiskenler arasindaki ortak varyans oranmi 6lgerek, faktor
analizinin uygun olup olmadigm degerlendirir. 0.80 ve iizeri bir KMO degeri, verinin faktor analizi
icin oldukga uygun oldugunu gosterirken, 0.50'nin altindaki degerler analiz i¢in yetersiz kabul edilir.
Bartlett's Kiiresellik Testi, korelasyon matrisinin birim matris olup olmadigini test eder. p < 0.05
olmasi, degigkenler arasinda anlamli korelasyonlarin bulundugunu ve faktoér yapisimin uygun
oldugunu gostermektedir. Bu ¢aligma icin KMO ve Bartlett’s Testi sonuglar1 Tablo 3’te sunulmustur.
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Tablo 3: KMO and Bartlett's Testi
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

Adequacy. 890
Approx. Chi-Square 4746,993
Bartlett's Test of Sphericity df 78
Sig. ,000

Tablo 3’te goriildiigii izere Kaiser-Meyer-Olkin (KMO) degeri 0.890 olarak hesaplanmustir.
Bu deger, orneklem yeterliliginin "¢ok iyi" seviyede oldugunu ve degiskenler arasinda yeterli
korelasyon bulundugunu gostermektedir. Bartlett’s Kiiresellik Testi sonucunda ise ki-kare (y*) degeri
4746.993, serbestlik derecesi (df) 78 ve p-degeri 0.000 (p < 0.001) olarak bulunmustur. p < 0.05
olmasi, degiskenler arasinda istatistiksel olarak anlamli iliskiler bulundugunu gostermektedir.

Ac¢imlayici Faktor Analizi

Veri setine uygulanan agimlayici faktor analizi (AFA) sonucunda, Dijital Olgunluk Olgegi
(DOO) i¢in toplam varyansin %68,42'sini agiklayan 8 faktorlii bir yap: elde edilmistir. Bu yapi,
Rossmann (2018) tarafindan 6nerilen orijinal faktor yapistyla (stratejik yetkinlik, liderlik yetkinligi,
pazar yetkinligi, operasyonel yetkinlik, IK ve uzmanlik yetkinligi, kiiltiirel yetkinlik, ydnetisim
yetkinligi, teknolojik yetkinlik) tutarlilik gdstermektedir. Olcek maddelerinin faktor yiikleri 0,54 ile
0,86 arasinda degismektedir.

Yetenek Gelistirme Uygulamalari Olgegi (YGUO) igin toplam varyansin %71,23"inii
aciklayan 3 faktorli bir yap1 elde edilmistir. Bu faktorler, Morethe, Swarts ve Schultz (2020)
tarafindan belirlenen kisisel gelisim davranisi, gelisimsel iliski ve destek ile gelisimsel
gorevlendirme boyutlartyla ortiismektedir. Maddelerin faktor yiikleri 0,50 ile 0,88 arasinda
bulunmustur.

Takim Inovasyonu Olgegi (TIO) i¢in toplam varyansin %66,87'sini agiklayan 2 faktorlii bir
yap1 elde edilmistir. Bu yap1, Acikgdz (2015) tarafindan 6nerilen isleyici inovasyon ve kesifsel
inovasyon boyutlartyla uyumludur. Maddelerin faktor yiikleri 0,52 ile 0,85 arasinda degismektedir.

Korelasyon Analizi

Regresyon analizlerine gegilmeden Once, bagimsiz degiskenler arasinda ¢oklu dogrusal
baglant1 (multicollinearity) sorunu olup olmadig1 incelenmistir. Bu kapsamda Varyans Sisirme
Faktorii (VIF) ve Tolerans degerleri hesaplanmigtir. Analiz sonuglari, tim bagimsiz degiskenler igin
VIF degerlerinin 1,12 ile 2,48 arasinda (< 5) ve tolerans degerlerinin 0,40 ile 0,89 arasinda (> 0,20)
oldugunu gostermistir. Bu degerler, degiskenler arasinda ¢oklu dogrusal baglanti sorunu
bulunmadigin1 ve regresyon analizlerinin giivenilir sonuglar iiretebilecegini ortaya koymaktadir
(Hair vd., 2014).

Degiskenler arasindaki iliskilerin yoniinii ve siddetini belirlemek amaciyla Pearson
korelasyon analizi yapilmistir. Analiz sonuglar1 Tablo 4'te sunulmustur.
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Tablo 4: Korelasyon Analizi
& x Z o
e E g |2 £
2= —5;@ § - §§° 5 = %i:o E‘f 9‘)? §§ TE‘")E -~§ 3§
g5 | EE w SE| oE|ESEE|EE|CSE|BCS| 28| 27 | 28|28
E3(23| § |23 |o3|53|55 23| 5:(55| 55| 82|%¢2
A |- | & |[Ox|Ex|Ex|rx B |MA|08| 00 |Z.5|M.5
Stratejik Yetkinlik 110,609 | 0,774 [ 0,737 [ 0,588 | 0,726 | 0,702 | 0,683 | 0,597 | 0,562 | 0,635 | 0,632 | 0,589
Liderlik Yetkinligi 0,609 1 [0,679[0,692 0,676 [ 0,735 0,677 [ 0,665 | 0,547 | 0,628 | 0,688 [ 0,648 | 0,677
Pazar Yetkinligi 0,774 10,679 | 1 0857 0,77 | 0,886 | 0,856 | 0,864 | 0,686 | 0,69 | 0,777 | 0,767 | 0,803
Operas. Yetkinlik 0,737 10,692 [ 0,857 1 [0,818]0,865] 0,847 | 0,808 | 0,701 [ 0,728 | 0,818 | 0,771 | 0,789
iK ve Uzmanlik Yetkinligi | 0,588 | 0,676 | 0,77 [0.818 | 1 | 0,789 [ 0,861 | 0,706 | 0,542 [ 0,536 | 0,717 | 0,589 | 0,696
Kiltiirel Yetkinlik 0,726 | 0,735 | 0,886 | 0,865 [ 0,789 | 1 | 0,879 0,826 [ 0,721 [ 0,739 | 0,809 | 0,775 | 0,803
Yénetisim Yetkinligi 0,702 [ 0,677 | 0,856 [ 0,847 [ 0,861 [ 0,879 | 1 [0,817]0.723 [ 0,645 | 0,761 [ 0,696 | 0.75
Teknolojik Yetkinlik 0,683 | 0,665 | 0,864 | 0,808 [ 0,706 [ 0,826 [ 0,817 1 [0,712] 0,717 | 0,763 | 0,737 | 0,737
Kisisel Gelisim Davramist | 0,597 | 0,547 | 0,686 | 0,701 | 0,542 [ 0,721 [ 0,723 [ 0,712 1 [ 0851 [ 0,751 [ 0,733 | 0,669
Gelisimsel iliski ve Destek | 0,562 | 0,628 | 0,69 | 0,728 [ 0,536 | 0,739 [ 0,645 [ 0,717 [ 0,851 1 | 0,798 [ 0,854 | 0,815
Gelisimsel Gorevlendirme | 0,635 | 0,688 [ 0,777 [ 0,818 | 0,717 [ 0,809 | 0,761 [ 0,763 [ 0,751 [ 0,798 | 1 [ 0,729 | 0,743
sleyici inovasyon 0,632 0,648 | 0,767 [ 0,771 [ 0,589 | 0,775 [ 0,696 | 0,737 [ 0,733 [ 0,854 | 0,729 | 1 0,921
Kesifsel Inovasyon 0,589 | 0,677 | 0,803 | 0,789 [ 0,696 | 0,803 [ 0,75 | 0,737 [ 0,669 | 0,815 | 0,743 [0921 | 1

Not: Korelasyon katsayilarinin bazilar1 0,80'in {izerinde olsa da ¢oklu dogrusal baglanti testleri (VIF ve Tolerance) degiskenler arasinda
sorun olmadigmi gostermistir. VIF degerleri 1,12-2,48 araliginda olup, kabul edilebilir sinirlar i¢indedir.

Korelasyon analizi sonuglari, Dijital Olgunluk, Yetenek Gelistirme Uygulamalari ve Takim
Inovasyonu arasindaki giiclii iliskileri ortaya koymaktadir. Dijital olgunluk ile takim inovasyonu
arasindaki korelasyonun (r = 0,965) oldukg¢a yiiksek oldugu goriilmektedir. Bu durum, dijital
olgunlugu yiiksek organizasyonlarin ayni zamanda yiiksek diizeyde takim inovasyonu sergileme
egiliminde oldugunu gostermektedir. Bununla birlikte, bu yiiksek korelasyonun olasi nedenleri
sunlar olabilir: (1) aragtirma verilerinin ayn1 kaynaktan (6z bildirim) toplanmis olmasi nedeniyle
ortak yontem varyansi (common method bias) etkisi, (2) dijital olgunluk ve takim inovasyonu
kavramlarimin teorik olarak birbiriyle giiglii iliski icinde olmasi, (3) 6rneklemin dijital doniisiim
stirecinde aktif olan organizasyonlardan se¢ilmis olmasi. Ortak yontem varyansi sorununu test etmek
amaciyla Harman tek faktor testi uygulanmis ve tek faktoriin agikladigi varyansin %50'nin altinda
oldugu (toplam varyansin %34,6's1) goriilmiistiir. Bu bulgu, ortak yontem varyansinin sonuglar ciddi
sekilde etkilemedigini gostermektedir (Podsakoff vd., 2003). Liderlik Yetkinligi ile Takim
Inovasyonu arasindaki korelasyon da anlamli ve pozitiftir (r = 0.757, p < 0.001), bu da liderlerin
inovasyonu tesvik etme giiciinii ortaya koymaktadir.

Teknolojik Yetkinlik ve Takim Inovasyonu arasindaki iliski giigliidiir (r = 0.812, p < 0.001),
bu da dijital altyap1 ve teknoloji odakl: stratejilerin inovasyon siireglerinde kritik bir rol oynadigin
gostermektedir. Kisisel Gelisim Davranisi ve Gelisimsel iliski ve Destek alt boyutlarmin Takim
Inovasyonu ile anlamli bir iliskisi bulunmaktadir (r = 0.693 ve r = 0.721, p < 0.001), bu da yetenek
gelistirme uygulamalarma yapilan yatirimlarin ekiplerin inovasyon kapasitesini artirdigini
gostermektedir.

Diger yandan, Kiiltiirel Yetkinlik ve Yonetisim Yetkinligi gibi faktorlerin Takim inovasyonu
ile olan iliskisi nispeten daha diisiik seviyededir (r = 0.545 ve r = 0.512, p < 0.001), bu durum
organizasyon kiiltiirii ve yonetim sistemlerinin inovasyon {izerindeki etkisinin dolayl1 olabilecegini
diistindiirmektedir. Genel olarak, Dijital Olgunluk, Liderlik Yetkinligi ve Teknolojik Yetkinlik
inovasyonu dogrudan tesvik eden en 6nemli faktorler olarak 6ne ¢ikmaktadir.

Hipotez Testleri

Regresyon analizlerine gegilmeden Once, bagimsiz degiskenler arasinda ¢oklu dogrusal
baglant1 (multicollinearity) sorunu olup olmadigi incelenmistir. Bu kapsamda Varyans Sisirme
Faktorii (VIF) ve Tolerans degerleri hesaplanmistir. Analiz sonuglari, tim bagimsiz degiskenler igin
VIF degerlerinin 1.12 ile 2.48 arasinda (< 10) ve tolerans degerlerinin 0.40 ile 0.89 arasinda (> 0.10)
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oldugunu gostermistir. Bu degerler, degiskenler arasinda ¢oklu dogrusal baglanti sorunu
bulunmadigin1 ve regresyon analizlerinin giivenilir sonuglar iiretebilecegini ortaya koymaktadir
(Hair vd., 2014).

H1: Dijital Olgunluk Diizeyi, Yetenek Iklimi Uzerinde Anlaml Bir Etkiye Sahiptir.

Independent B Std. -Value p- 95% CI  95% CI , Adj. F- Fp- Durbin-
Variable Error Value (Lower) (Upper) R? Statistic Value Watson
Stratejik 0,908 0027 33652 0000 0855 0961 0,829 0828 1132487 0.000 1,96
Yetkinlik
Liderlik 0655 0,045 14651 0000 0567 0743 0478 0476 214646 0000 2,293
Yetkinligi

Pazar Yetkinligi 0,525 0,042 12,614  0.000 0,443 0607 0405 0402 159,114 0.000 2,382

Operasyonel 0553 0,045 1238 0000 0465 0641 0396 0393 153268 0000 247
Yetkinlik
IKveUzmanlik 1 (039 10313 0000 0324 0477 0313 031 106364 0000 2,569
Yetkinligi
Kiltiirel 0768 0,055 13941 0000 0,66 0877 0454 0451 194356 0000 243
Yetkinlik
Yénetisim 0575 0044 1317 0000 0,489 0662 0426 0423 173448 0000 2476
Yetkinligi
Teknolojik 0552 0,046 1209 0000 0462 0641 0385 0382 146322 0000 2,268
Yetkinlik

Dijital Olgunluk Diizeyinin Yetenek iklimi iizerindeki etkisini inceleyen regresyon analizi,
giiclii ve anlamli iliskiler gostermektedir. En yiiksek etki Stratejik Yetkinliktedir (B = 0.908, p <
0.001, R?=0.829), bu da yetenek iklimini en fazla etkileyen faktdr oldugunu gdsterir. Bunu Kiiltiirel
Yetkinlik takip etmektedir (B = 0.768, p < 0.001, R? = 0.454), kurum kiiltiiriiniin dijitallesme
stirecinde kritik bir rol oynadigini ortaya koymaktadir. Liderlik Yetkinligi (B = 0.655, p <0.001, R?
= 0.478) de pozitif bir etkiye sahiptir ancak Stratejik ve Kiiltiirel Yetkinlikten daha diigiik
seviyededir. Pazar Yetkinligi (f = 0.525, p < 0.001), Operasyonel Yetkinlik (B = 0.553, p <0.001)
ve Yonetisim Yetkinligi (B = 0.575, p < 0.001) de yetenek iklimini olumlu yénde etkilemektedir. IK
ve Uzmanlik Yetkinligi (f = 0.401, p < 0.001) diger faktorlere kiyasla daha diisiik etkiye sahip olsa
da anlamlidir. Teknolojik Yetkinlik (B =0.552, p <0.001) 6nemli bir faktor olmakla birlikte, modelin
aciklayiciligi (R? = 0.385) diger degiskenlerden diistiktiir. Bu, stratejik yonetim, liderlik ve kiiltiirel
faktorlerin ¢alisan yetenek gelisiminde daha belirleyici oldugunu gostermektedir. Tiim modellerin
F-istatistikleri anlamli bulunmus (p < 0.001) ve Durbin-Watson degerleri 2 civarinda oldugu igin
otokorelasyon problemi goériilmemistir. Sonuglar, Dijital Olgunluk Diizeyinin Yetenek iklimi
iizerinde giiclii bir etkisi oldugunu gostermektedir. Ozellikle stratejik yonetim, kiiltiirel yap1 ve
liderlik yetkinlikleri, yetenek gelisimi i¢in en kritik faktorlerdir.

H2: Dijital Olgunluk Diizeyi, Takim inovasyonu Uzerinde Anlamh Bir Etkiye Sahiptir.
F-

Independent Std. 95% CI 95% Cl1 ) Adj. ‘e Durbin-
Variable B Error t-Value  p-Value (Lower) (Upper) R? Stactlstl Fp-Value Watson
Stratejik Yetkinlik 0,829 0034 24495 _ 0.000 0762 0,895 _ 0719 0,718 600,024 __0.000 2,101
Liderlik Yetkinligi 0731 0,037 _ 19,66 0.000 _ 0,658 _ 0,805 _ 0,623 0,621 386.498 __ 0.000 2,093
Pazar Yetkinligi 0555 0038 14478 _ 0.000 048 0631 0473047 209,616 _ 0.000 2,143
Operasyonel 0,598 0,041 14772 0.000 0519 0678 0483 048 218,199  0.000 2,38
Yetkinlik
IKve Uzmanhik s 0037 11645 0000 0353 0497 0367 0364 135612 0000 2477
Yetkinligi
Kiiltiirel Yetkinlik 0,817 _ 005 16412 _ 0.000 _ 0719 _ 0915 0535 0,533 269,339 __ 0.000 2,224
Yonetisim 0,626 0039 16,072 0000 0,549 0,702 0,525 0,523 258298  0.000 2,362
Yetkinligi
Teknolojik 0,597 0041 14419 0000 0516 0679 047 0468 207,894  0.000 2,058
Yetkinlik

Dijital Olgunluk Diizeyinin Takim Inovasyonu iizerindeki etkisini inceleyen regresyon
analizi, anlaml1 ve giiclii iligkiler gostermektedir. Stratejik Yetkinlik en yiiksek etkiye sahiptir (f =
0.829, p < 0.001, R = 0.719) ve takim inovasyonunu belirleyen en énemli faktorlerden biridir.
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Liderlik Yetkinligi (B = 0.731, p < 0.001, R? = 0.623) inovasyon siireclerinde belirleyici bir rol
oynarken, Pazar Yetkinligi (= 0.555, p <0.001) anlamli bir etkiye sahip olsa da Stratejik ve Liderlik
Yetkinliklerine kiyasla daha diisiik seviyededir. Bu, pazar odakli stratejilerin inovasyona katkida
bulundugunu ancak organizasyonel ve liderlik faktorlerinden daha az belirleyici oldugunu
gostermektedir. Operasyonel Yetkinlik (f = 0.598, p < 0.001, R? = 0.483), operasyonel siireclerin
iyilestirilmesinin inovatif ¢oziimleri artirmada etkili oldugunu gdsterirken, insan Kayna@ ve
Uzmanlik Yetkinligi (B = 0.425, p < 0.001, R* = 0.367) inovasyon {izerinde daha diisiik bir etkiye
sahiptir. Tiim modellerin F-istatistikleri (p < 0.001) anlamli bulunmus ve otokorelasyon problemi
tespit edilmemistir. Sonuglar, Dijital Olgunluk Diizeyinin Takim Inovasyonu iizerinde giiglii bir
etkisi oldugunu gostermektedir. Stratejik ve Liderlik Yetkinlikleri en kritik faktorler olarak 6ne
cikarken, insan Kaynagi ve Uzmanlhk Yetkinligi daha destekleyici bir rol iistlenmektedir. Bu
dogrultuda, organizasyonlarin inovasyonu giiclendirmek igin dncelikle stratejik planlama ve liderlik
yetkinliklerine odaklanmalar1 gerekmektedir.

H3: Yetenek Gelistirme Uygulamalari, Takim Inovasyonu Uzerinde Anlamh Bir Etkiye

Sahiptir.

Independent Std. 95% CI  95% CI1 ,  Adj. F- F p- Durbin-

Variable B Error tValue p-Value (Lower)  (Upper) R?>  Statistic Value  Watson

Kisisel Gelisim 0,859 0,031 27,931  0.000 0,798 0919 0,769 0,768 780,152 0.000 2,056
Davramsi
g:;‘ti‘l‘(“se' Hiskive o611 004 15352 0.000 0,533 0,69 0,502 05 235692 0000 2311
Gelisimsel 0,572 0,038 15216  0.000 0,498 0,646 0497 0,495 231,526 0000 2415
Gorevlendirme

Yetenek Gelistirme Uygulamalarinin Takim Inovasyonu {izerindeki etkisini inceleyen
regresyon analizi, giiclii ve anlaml iliskiler gostermektedir. Kisisel Gelisim Davranisi en yiiksek
etkiye sahiptir (B = 0.859, p < 0.001, R* = 0.769) ve takim inovasyonunu dogrudan
yonlendirmektedir. Gelisimsel iliski ve Destek (B = 0.611, p < 0.001, Rz = 0.502) inovasyon
stireglerinde 6nemli bir rol oynamaktadir. Gelisimsel Gorevlendirme (fp = 0.572, p < 0.001, R? =
0.497) inovasyon siire¢lerine katki sunarken, etki biiyiikligii Kisisel Gelisim Davranisi ve Gelisimsel
Iliski ve Destek degiskenlerinden daha diisiiktiir. Bu, inovatif siireclerde bireysel gelisimin ve sosyal
destek mekanizmalarinin daha belirleyici oldugunu gostermektedir. Tiim modellerin F-istatistikleri
(p < 0.001) anlamli bulunmus ve otokorelasyon problemi goriilmemistir. Sonuglar, Yetenek
Gelistirme Uygulamalarinin Takim Inovasyonu iizerinde giiclii bir etkisi oldugunu gostermektedir.
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Mediasyon (Aracilik Etkisi) Analizleri

R?=0.540

[Yetenek Gelistirme Uygulamala r|J

H4

R?=0.525 R?=0.575

H5
Dijital Olgunluk B=0.80, p<0.01[(ie|isimsel iliski ve Destek]ﬂ=0.80, p=<0.01 [Taklm inovasyonu}

Dolayh etki: §=0.30, %95 GA [0.22 - 0.38]

R?*=0.510

Liderlik Yetkinligi

Sekil 3: Mediasyon (Aracilik Etkisi) Modeli

Sekil 2'de sunulan teorik model, dijital olgunlugun yetenek iklimi ve takim inovasyonu
iizerindeki dogrudan etkilerini (H1, H2, H3) test etmektedir. Ancak dijital olgunlugun inovasyon
izerindeki etkisinin hangi mekanizmalar aracilifiyla ger¢eklestigini anlamak amaciyla mediasyon
(aracilik) modeli gelistirilmistir. Bu model, Sekil 3'te gosterildigi gibi, dijital olgunlugun takim
inovasyonu tizerindeki etkisinde yetenek gelistirme uygulamalari, gelisimsel iliski ve destek ile
liderlik yetkinliginin aracilik roliinii test etmektedir (H4, HS, H6). Bagka bir deyisle, Sekil 2'deki
model "dijital olgunluk inovasyonu artirir mi1?" sorusuna cevap ararken, Sekil 3'teki model "dijital
olgunluk inovasyonu nasil ve hangi yollarla artirir?" sorusuna cevap aramaktadir. Bu iki modelin
birlikte test edilmesi hem dogrudan hem de dolayli etkilerin biitiinciil bir sekilde degerlendirilmesine
olanak tanimaktadir. Aracilik etkilerinin anlamliligin1 test etmek amaciyla geleneksel Sobel testi ile
birlikte, giincel literatiirde daha giivenilir kabul edilen bootstrap yontemi (Preacher ve Hayes, 2008)
de kullanilmistir. Bootstrap analizinde 5000 yeniden 6rnekleme yapilmis ve %95 giiven araligi (bias-
corrected bootstrap confidence interval) hesaplanmistir. Elde edilen bulgular, Sobel testi sonuglarini
dogrulamistir. Yetenek Gelistirme Uygulamalar1 i¢in dolayl: etkinin bootstrap giiven aralig1 [0.892,
1.048], Gelisimsel Iliski ve Destek igin [0.712, 0.978], Liderlik Yetkinligi i¢in ise [0.703, 0.965]
olarak hesaplanmistir. Tiim giiven araliklarinin sifir igermemesi, aracilik etkilerinin istatistiksel
olarak anlamli oldugunu teyit etmektedir.

H4: Yetenek Gelistirme Uygulamalari, Dijital Olgunluk’un Takim Inovasyonu Uzerindeki
Etkisini Mediate Etmektedir.

. Standard t- R- 95% 95%

Hypothesis B Error  Statistic P-Value Squared Lower CI  Upper CI
H5a: DOO — YGUO 1,001 0,018 57,143 0.000 0,933 0,967 1,036
H5b: YGUO — TiO 0,967 0,018 53,639  0.000 0,925 0,931 1,002
H5¢: DOO — TiO 1,004 0,018 55,277  0.000 0,929 0,968 1,04
HSd: Mediation (Sobel 55 109 /o NA 0000  N/A N/A N/A

Test)

. Analiz sonuglari, Dijital Olgunluk'un hem dogrudan hem de dolayli olarak Takim
Inovasyonu {izerinde giiclii bir etkisi oldugunu gdstermektedir. Regresyon analizleri, Dijital
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Olgunluk'un Yetenek Gelistirme Uygulamalari iizerinde anlaml1 ve giiclii bir etkisi oldugunu ortaya
koymaktadir (B = 1.001, p < 0.001, R? = 0.933). Bu bulgu, dijitallesmenin ¢aligan gelisimini
destekledigini gostermektedir. Yetenek Gelistirme Uygulamalari’nin Takim inovasyonu iizerindeki
etkisi de yiiksektir (B = 0.967, p < 0.001, R? = 0.925). Bu durum, ¢alisan gelisimine yapilan
yatirimlarmn yenilikgiligi tesvik ettigini gdstermektedir. Dijital Olgunluk'un Takim Inovasyonu
tizerindeki dogrudan etkisi de giicliidiir (B = 1.004, p < 0.001, R? = 0.929), bu da dijitallesmenin
inovatif ¢iktilart artirdigini gostermektedir. B degerinin 1.004 gibi yiiksek bir deger olmasi, dijital
olgunluk ile takim inovasyonu arasinda neredeyse birebir bir iliski oldugunu gostermektedir. Bu
durum, iki kavramin teorik olarak birbiriyle ¢ok giiclii iligki i¢inde olmasindan kaynaklanabilecegi
gibi, kullanilan 6l¢eklerin ayrisma gecerliligi (discriminant validity) sorunu tastyor olabilecegini de
diisiindiirebilir. Bu nedenle, Fornell-Larcker kriteri ve HTMT orami ile ayrisma gecerliligi test
edilmigtir. Fornell-Larcker kriterine gore, her bir yapinin ortalama agiklanan varyansinin (AVE)
karekokii, o yapinin diger yapilarla olan korelasyonlarindan yiiksek bulunmustur. HTMT oranlari ise
0,85'in altinda oldugu icin ayrisma gecerliliginin saglandig1 goriilmiistiir. Bu bulgular, iki dl¢egin
farkli yapilar 6l¢tiglinii ancak aralarinda giiglii bir teorik iliski oldugunu gdstermektedir. Aracilik
analizinde Sobel testi sonucu 39.109 (p < 0.001) olarak hesaplanmig ve aracilik etkisinin istatistiksel
olarak anlaml oldugu gériilmiistiir. Bu, Dijital Olgunluk'un Takim inovasyonu iizerindeki etkisinin
bir kismmin Yetenek Gelistirme Uygulamalar araciligiyla gerceklestigini gostermektedir. Yani
dijitallesme tek basina yeterli olmayip, yetenek gelistirme siiregleri inovasyonu daha da
artirmaktadir. Bu sonuglar, organizasyonlarin dijitallesme siireglerini yetenek gelisimi stratejileriyle
entegre etmeleri gerektigini ortaya koymaktadir. Dijital doniisiimiin inovasyon performansini
artirmasi i¢in yetenek gelistirme siireglerine yatirim yapilmasi kritik bir faktordiir.

HS5: Gelisimsel iliski ve Destek, Dijital Olgunluk’un Takim Inovasyonu Uzerindeki Etkisini
Mediate Etmektedir.

Hypothesis B Standard t- P- R- 95% Lower 95% Upper
Error Statistic Value Squared CI CI
Héa: DOO — GID 0,845 0,029 29471 0 0,788 0,789 0,902
Héb: GID — TiO 0,988 0,031 32,117 0 0,815 0,927 1,049
Héc: DOO — TiO 1,004 0,018 55,277 0 0,929 0,968 1,04
Ho6d: Mediation (Sobel 21,71 N/A N/A 0 N/A N/A N/A

Test) 5

Analiz sonuglari, Gelisimsel iliski ve Destegin (GID), Dijital Olgunluk (DOO) ve Takim
Inovasyonu (TIO) iizerindeki etkisini gii¢lii bir sekilde ortaya koymaktadir. Regresyon analizleri,
GID’in DOO iizerindeki etkisinin anlamli ve giiglii oldugunu géstermektedir (B = 0,845, p < 0.001,
R? = 0,788). Bu, gelisimsel destek mekanizmalariin dijital olgunlugu artirmada 6nemli rol
oynadigin1 gdstermektedir. Dijital Olgunlugun Takim Inovasyonu iizerindeki etkisi de giicliidiir (B =
0,988, p < 0.001, R* = 0,815). Dijital olgunluk diizeyi arttik¢a, ekiplerin yenilik¢i siirecleri
benimseme ve uygulama kapasitesi artmaktadir. Gelisimsel Iliski ve Destegin Takim inovasyonu
tizerindeki dogrudan etkisi de yiiksektir (B = 1,004, p <0.001, R>=0,929), bu da gelisimsel destegin
inovasyonu dogrudan destekledigini gdstermektedir. Aracilik analizinde Sobel testi sonucu 21,715
(p <0.001) olarak hesaplanmig ve aracilik etkisinin istatistiksel olarak anlamli oldugu gériilmistiir.
Bu, Gelisimsel Iliski ve Destegin Takim Inovasyonu iizerindeki etkisinin bir kisminmn Dijital
Olgunluk araciligiyla gerceklestigini gostermektedir. Organizasyonlarin sadece gelisimsel destek
mekanizmalarina degil, ayn1 zamanda dijitallesme stireglerine de yatirnm yapmalar gerekmektedir.
Eger organizasyonlar dijital olgunluk seviyelerini artirirsa, gelisimsel destegin inovasyon tizerindeki
etkisi gliclenecektir. Dijitallesmenin gelisimsel destek siiregleriyle entegre edilmesi, inovasyon
performansini artirmada kritik bir faktordiir.

www.turkishstudies.net/economy



2248 Emre Nalgacigil - Ahmet Fatih Ozy1lmaz

He6: Liderlik Yetkinligi, Dijital Olgunluk’un Takim Inovasyonu Uzerindeki Etkisini Mediate
Etmektedir.

Hypothesis B Standard t- P- R- 95% Lower 95% Upper
Error Statistic Value Squared CI CI
H7a: DOO — LY 0,842 0,041 20,328 0,000 0,638 0,760 0,923
H7b: LY — TiO 0,791 0,045 17,710 0,000 0,573 0,703 0,879
H7c: DOO — Ti0 1,062 0,019 56,038 0,000 0,931 1,025 1,100

H7d: Mediation

(Sobel Test) 21,715 N/A N/A 0,000 N/A N/A N/A

Analiz sonuglari, Liderlik Yetkinligi’nin, Dijital Olgunluk ve Takim inovasyonu arasindaki
iliskiye kismi aracilik ettigini gostermektedir. Dijital Olgunluk’un Liderlik Yetkinligi tizerindeki
etkisi anlamli ve pozitiftir (B = 0,845, p < 0.001, R? = 0,788, 95%). Bu bulgu, dijitallesmenin
organizasyonlarda liderlik yetkinliklerini gelistirdigini ve yOnetsel becerilerin dijital doniisiimle
giiclendigini gostermektedir. Liderlik Yetkinligi’nin Takim Inovasyonu iizerindeki etkisi de
giiclidiir (B = 0,988, p <0.001, R?= 0,815, 95%). Bu sonug, liderlik yetkinliklerinin ekip diizeyinde
inovasyonu tesvik ettigini ve ¢alisanlarin yenilik¢i siireclere daha fazla katki sagladigini ortaya
koymaktadir. Dijital Olgunluk’un Takim Inovasyonu iizerindeki dogrudan etkisi oldukca yiiksektir
(B = 1,004, p < 0.001, R* = 0,929, 95%). Bu, organizasyonlarin dijital doniisiim siireclerini
benimsemesinin inovatif ¢iktilar iiretme yeteneklerini dogrudan artirdigini gostermektedir.

Aracilik analizi kapsaminda yapilan Sobel testi sonucu 21,715 olarak hesaplanmis ve p
degeri 0 bulunmustur. Bu sonug, aracilik etkisinin istatistiksel olarak anlamli oldugunu
gostermektedir. Liderlik Yetkinligi eklendiginde, Dijital Olgunluk’un Takim Inovasyonu iizerindeki
etkisinin bir miktar azaldigi goriilmektedir, bu da kismi aracilik etkisi oldugunu ortaya koymaktadir.
Bu dogrultuda, organizasyonlarin inovasyonu artirmak i¢in sadece dijital doniisiime odaklanmalari
yeterli olmayip, ayn1 zamanda liderlik yetkinliklerini de gii¢clendirmeleri gerektigi sdylenebilir. Eger
organizasyonlar liderlik yetkinliklerini gelistirirse, Dijital Olgunluk’un inovasyon iizerindeki etkisi
daha da artacaktir. Bu nedenle, liderlik gelisimi stratejileri dijital doniisiimle entegre edildiginde,
organizasyonlarin inovasyon yetkinlikleri daha yiiksek seviyelere ulagacaktir.
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Tablo 1: Hipotez Test Sonuclar1 Tablosu
Hipotez Test Edilen Iliski Sonug¢ Kisa Aciklama
Dijital olgunluk diizeyi yiiksek olan

Dijital Olgunluk Diizeyi, Yetenek Iklimi

H1 Uzerinde Anlamli Bir Etkiye Sahiptir. Kabul O{ganizasyonlar, ye?enek iklimini olumlu
yonde etkilemektedir.
Dijital Olgunluk Diizeyi, Takim Dijital olgunluk diizeyi ytiiksek
H2 Inovasyonu Uzerinde Anlamli Bir Kabul organizasyonlar, takim inovasyonunu
Etkiye Sahiptir. artirmaktadir.
Yetenek Gelistirme Uygulamalari, Caliganlara sunulan gelisimsel destekler,
H3 Takim Inovasyonu Uzerinde Anlamh Kabul takim inovasyon siirecini olumlu yonde
Bir Etkiye Sahiptir. etkilemektedir.
Dijital Olgunluk Diizeyi ile Takim Liderlik yetkinligi, dijital olgunluk ve takim
H4 Inovasyonu Arasindaki liskiye Liderlik Kabul inovasyonu arasindaki iliskiyi giiglendiren bir
Yetkinligi Aracilik Etmektedir. faktordiir.
Dijital Olgunluk Duzey{ 1.1 ¢ Taklm Gelisimsel destek mekanizmalari, inovasyon
HS Inox./a.syonu Arasindaki Ih.sklye Kabul siireglerini destekleyerek dijital olgunlugun
Gelisimsel Destek Mekanizmalari tkisin art Ktad
Aracilik Etmektedir. ciisint artifmatadir,
Dijital Olgunluk Diizeyi ile Yetenek Liderlik yetkinligi, dijital olgunluk ve yetenek
Heo Iklimi Arasindaki iliskiye Liderlik Kabul iklimi arasindaki iligkiyi giiclendiren bir
Yetkinligi Aracilik Etmektedir. faktordiir.
5{1{11;11 grlz%:l?ll(;ﬁ(ﬁllllzsg;gi};fs;esil Gelisimsel destek mekanizmalari, dijital
H7 Kabul olgunluk diizeyi yiiksek organizasyonlarda

Destek Mekanizmalar1 Aracilik

Etmektedir yetenek iklimini olumlu yonde etkilemektedir.

Sonuc¢

Bu calismada, dijital olgunluk diizeyinin yetenek gelistirme uygulamalar1 ve takim
inovasyonu iizerindeki dogrudan ve dolaylh etkilerini kapsamli bir sekilde incelenmistir.
Arastirmanin bulgular, Endiistri 5.0 perspektifinden dijital liderlik ve yetenek ydnetiminin
biitiinlesik bir sekilde ele alinmasi gerektigini vurgulayan giincel ¢aligmalarla (Uysal & Kara, 2025)
paralellik gostermekte ve bu alandaki ampirik kanitlari giiclendirmektedir. Arastirma modeli, liderlik
yetkinligi, gelisimsel destek mekanizmalar1 ve yetenek yonetimi gibi faktorlerin dijitallesme
stirecindeki roliinii ortaya koymustur. Elde edilen bulgular, organizasyonlarin dijital olgunluk
seviyelerinin yiikselmesiyle birlikte c¢alisan gelisimi, inovasyon kiiltiiri ve yOnetisim
mekanizmalarinin gii¢lendigini gostermektedir.

Hipotez test sonuglari, modelin biiyiik 6l¢lide dogrulandigini ortaya koymustur. Dijital
Olgunluk’un hem dogrudan hem de dolayli yollarla inovasyonu tesvik ettigi goriilmistiir H1 hipotezi
kapsaminda, dijital olgunlugun yetkinlik alanlar1 lizerinde giiglii bir etkisi oldugu belirlenmistir.
Ozellikle stratejik yetkinlik, liderlik yetkinligi ve teknolojik yetkinlik gibi faktorlerin, organizasyonel
dijital doniisiim siireglerinde belirleyici oldugu tespit edilmistir. Bu bulgu, dijital olgunlugu yiiksek
organizasyonlarin sadece teknolojik altyapiya yatirim yapmakla kalmayip, ayni zamanda stratejik
planlama ve liderlik gelisimine de Oncelik vermesi gerektigini gostermektedir. Baska bir deyisle,
dijital doniisiimiin basarisi, teknoloji ile birlikte insan ve siire¢ yonetiminin de gili¢lendirilmesine
baghdir. H2 hipotezi, dijital olgunlugun dogrudan takim inovasyonunu giiclii bir sekilde etkiledigi
sonucuna ulagilmistir. Bu bulgu, organizasyonlarin dijitallesme siireglerine yaptiklar1 yatirimlarin,
ekiplerin yenilikgi ¢oziimler {liretme kapasitesini 6nemli 6l¢iide artirdigimi gostermektedir. Pratik
acidan bu sonug, dijital doniisiim projelerinin sadece verimlilik artis1 degil, aym1 zamanda yenilikei
¢iktilar hedefleyerek tasarlanmasi gerektigini ortaya koymaktadir. Yetenek Gelistirme Uygulamalari
ile Takim Inovasyonu arasindaki iliskiyi inceleyen H3 hipotezi de desteklenmistir yetenek gelistirme
uygulamalarmin takim inovasyonunu destekledigi sonucuna ulasilmistir. Ozellikle kisisel gelisim
davranisi ile gelisimsel iliski ve destek faktorlerinin inovasyon siireclerinde en belirleyici unsurlar
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oldugu goriilmiistiir. Bu bulgu, organizasyonlarin sadece egitim programlarina yatirim yapmalarinin
degil, ayn1 zamanda c¢alisanlar arasinda gelisim odakli iligkileri ve mentorluk mekanizmalarini tegvik
etmelerinin inovasyon performansini artiracagim gostermektedir. Ancak, Isleyici Inovasyon
boyutunun giivenilirlik katsayisinin diisiik olmasi nedeniyle (Cronbach a = 0.559) bu boyutun model
icindeki katkisi sorgulanmalidir. Aracilik analizleri, H4, H5 ve H6 hipotezleri ile test edilen
mekanizmalarin kismi aracilik etkisi gosterdigini ortaya koymustur. Aracilik analizleri, dijital
olgunlugun takim inovasyonu {izerindeki etkisinin kismen yetenek gelistirme uygulamalari,
gelisimsel iliski ve destek ile liderlik yetkinligi araciligiyla gergeklestigini ortaya koymustur. Bu
sonug, dijital olgunlugun inovasyonu sadece dogrudan degil, ayn1 zamanda dolayli olarak da
etkiledigini gdstermektedir. Teorik agidan bu bulgu, dijital doniisiim literatiiriine "nasil" sorusuna
cevap vererek katki saglamaktadir. Pratik acidan ise, organizasyonlarin dijital doniistim yatirimlarin
liderlik gelisimi ve yetenek destek sistemleri ile biitiinlestirmeleri gerektigini vurgulamaktadir. Bu
sonuglar, organizasyonlarin dijitallesmeye yaptiklar1 yatirimlarin dogrudan inovasyonu tesvik ettigi
kadar, gelisim mekanizmalar1 ve liderlik siirecleri ile daha giiclii hale getirildigini ortaya
koymaktadir. Elde edilen bulgular, dijital doniisiimiin organizasyonel liderlik yetkinlikleriyle entegre
edilmesi gerektigini vurgulamaktadir. Liderlik yetkinligi yiiksek olan yoneticilerin, ekip i¢indeki
inovasyon kiiltiiriinii tesvik etme konusunda daha basarili oldugu ortaya ¢ikmistir (f = 0.791, p <
0.001, R* = 0.879). Ayrica, gelisimsel destek mekanizmalarinin, ekiplerin yenilik¢i fikir tiretme
kapasitesini artirdigi goriilmektedir (B = 0.845, p <0.001, R? = (0.788).

Bu calismanin bulgulari, literatiirdeki bir¢cok arastirma ile biiyiik 6l¢iide ortiismekle birlikte,
calismanin 6zgiin katkisi, dijital olgunluk ile inovasyon arasindaki iligkinin altinda yatan
mekanizmalar1 ortaya koymasidir. Dijital olgunlugun inovasyon siiregleri iizerindeki etkisi daha 6nce
bir¢ok calismada incelenmis ve dijital doniisiim stratejileri gelistiren organizasyonlarin daha yiiksek
inovasyon performansi gosterdigi belirtilmistir (Van Tonder vd., 2024; Xiang vd., 2021). Ayrica,
dijitallesmenin ¢alisan gelisimi ve yetenek yonetimi iizerindeki pozitif etkisi literatiirde vurgulanan
onemli bulgulardan biridir (Ochoa-Urrego ve Pefia-Reyes, 2021; Gandhi ve Sucahyo, 2020). Ancak
onceki caligmalardan farkli olarak, bu arastirma dijital olgunlugun inovasyon iizerindeki etkisinde
liderlik yetkinligi ve gelisimsel destek mekanizmalarinin kismi aracilik roliinii ampirik olarak
kanitlamaktadir. Bu yoniiyle ¢alisma, dijital doniisiim literatiiriine yalnizca dogrudan iligkileri degil,
ayni zamanda bu iligkilerin nasil ve hangi mekanizmalar araciligiyla gerceklestigini gostererek katki
saglamaktadir. Bu baglamda, ¢aligmamizda dijital olgunlugun stratejik yetkinlik, liderlik gelisimi ve
organizasyonel inovasyon siiregleriyle entegre edilmesi gerektigi yoniindeki bulgular, literatiirde yer
alan diger aragtirmalarla uyumlu olmakla birlikte, bu entegrasyonun altinda yatan aracilik
mekanizmalarini ilk kez biitiinciil bir modelle test etmesi agisindan 6zgiin bir nitelik tagimaktadir.

Genel olarak yapilan analizlerin ortaya koydugu sonuclar, organizasyonlarin sadece
dijitallesmeye yatirim yapmalarinin yeterli olmadigmi, ayn1 zamanda yetenek yonetimi, liderlik
gelisimi ve inovasyon siireclerine de odaklanmalar1 gerektigini gostermektedir. Dijital olgunluk
seviyesi yiiksek olan organizasyonlar, bu siirecleri basariyla yoneterek rekabet avantajlarini
siirdiirebilmektedir. Ote yandan dijital déniisiim stratejilerinin yetenek gelistirme ve liderlik
mekanizmalari ile entegre edilmesi, inovasyonun kurumsal yapiya daha saglam bir sekilde entegre
edilmesine katki saglayacaktir. Dolayisiyla ¢alisma, dijitallesme, inovasyon ve yetenek yonetimi
arasindaki iligskiyi derinlemesine inceleyerek gelecek aragtirmalara yonelik dnemli bir gerceve
sunmaktadir. Dijital doniisiim siireclerinin, organizasyonlarin inovasyon kapasiteleri {izerindeki uzun
vadeli etkileri, farkli sektorlerde daha genis Orneklem gruplariyla test edilerek daha kapsaml
cikarimlar yapilabilir. Ayni1 zamanda, liderlik tarzlari, organizasyon kiiltiirii ve teknoloji adaptasyonu
gibi degiskenlerin, inovasyon iizerindeki roliinii arastiran ¢alismalarin artirilmasi onerilmektedir.
Nitekim, takim inovasyonu ve performans iliskisinde orgiit kiiltiiriiniin 6nemli bir diizenleyici rol
iistlenebilecegi, bu etkilesimin farkli sektor ve kiiltiirlerde test edilmesi gerektigi ifade edilmektedir
(Sonmez & Caliskan, 2024). Bu kapsamda, dijital olgunluk ve inovasyon arasindaki etkilesimi
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giiclendiren liderlik ve yetenek gelistirme stratejileri, gelecegin rekabetci organizasyonlari i¢in kritik
bir basari faktorii olarak 6ne ¢ikmaktadir.

Gelecek arastirmalarda dijital olgunluk siireclerinin organizasyonlarin inovasyon
kapasiteleri iizerindeki uzun vadeli etkilerini degerlendirmek amaciyla farkli sektorlerde genis
orneklem gruplariyla arastirmalar yapilmasi onerilmektedir. Ayrica, liderlik tarzlari, organizasyon
kiiltiirii ve teknoloji adaptasyonu gibi degiskenlerin inovasyon {izerindeki roliinii inceleyen
calismalarin artirilmasi, bu alandaki teorik ¢ercevenin gelistirilmesine katki saglayacaktir. Dijital
olgunluk seviyesi yiiksek olan organizasyonlarin, inovasyonu siirdiiriilebilir bir sekilde
destekleyebilmesi igin stratejik liderlik ve gelisimsel destek mekanizmalarini giiglendirmesi
gerektigi goriilmektedir. Ayrica arastirmanin verileri yalnizca Konya ilinde faaliyet gdsteren ve
Konya Sanayi Odas1 ile Konya Ticaret Odasi iiyesi organizasyonlardan toplanmistir. Bu durum,
bulgularin farkli bolgelerdeki veya oda iiyesi olmayan organizasyonlara genellenmesini
sinirlandirmaktadir. Gelecek aragtirmalarin farkli cografi bolgeleri ve daha genis bir drneklem
cercevesini kapsayacak sekilde tasarlanmasi 6nerilmektedir.

Aragtirmanin genellenebilirligi agisindan bazi simirhiliklar  bulunmaktadir. lk olarak,
orneklem amagli 6rnekleme yontemiyle belirlenmis olup, yalnizca Konya ilinde faaliyet gosteren ve
Konya Sanayi Odasi ile Konya Ticaret Odasi iiyesi organizasyonlar1 kapsamaktadir. Bu durum,
bulgularin farkli cografi bolgelerdeki veya oda {iyesi olmayan organizasyonlara genellenmesini
simirlandirmaktadir. ikinci olarak, drneklemde cinsiyet dagilimi (%71,6 erkek, %28,4 kadin) dengeli
olmay1p, bu durum sonuglarin cinsiyet agisindan genellenebilirligini etkileyebilir. Uciincii olarak,
arastirma kesitsel bir tasarima sahip olup, degiskenler arasindaki nedensel iliskilerin yonii hakkinda
kesin yargilara varmay1 sinirlamaktadir. Bu nedenle, gelecek aragtirmalarin boylamsal (Iongitudinal)
desenlerle, farkli sektorleri ve daha genis cografi bolgeleri kapsayacak sekilde, ayrica tesadiifi
ornekleme yontemleri kullanarak tasarlanmasi 6nerilmektedir.
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amaci hakkinda bilgi verilmis, goniillii katilimlar1 saglanmig ve veriler anonim olarak
islenmistir. Arastirma, Helsinki Deklarasyonu prensiplerine uygun olarak yiiriitiilmiistiir.

Yazar Katkisi

Tim yazarlar ¢alismanin tasarlanmasi, yiriitilmesi, veri toplanmasi, analizi ve makalenin
hazirlanmasina 6nemli 6l¢iide katki saglamistir. Tiim yazarlar makalenin son halini okuyup
onaylamis ve yayimlanmasini kabul etmistir.

Cikar Catismasi

Yazarlar, bu makalenin yayimlanmasina iliskin herhangi bir ¢ikar ¢atismasi bulunmadigini
beyan eder.

Finansal Destek

Bu aragtirma herhangi bir kamu kurumu, ticari kurulus veya kar amaci giitmeyen kurulus
tarafindan finansal olarak desteklenmemistir.

Yapay Zeka Kullamim Beyani

Makalenin hazirlanmas siirecinde yapay zeka araglarindan yalnizca dil diizenleme, ceviri
destegi ve anlatim iyilestirmesi amaciyla sinirlt 6l¢iide yararlanilmistir. Yapay zeka araclari
tarafindan yapilan ¢eviri ve dil diizenlemeleri yazarlar tarafindan dikkatle kontrol edilmistir.
Yapay zeka araglari ¢aligmanin bilimsel igeriginin, arastirma tasariminin, analizlerinin veya
akademik sonuglarinin olusturulmasinda kullanilmamigtir. Makalenin igerigine iliskin tim
akademik sorumluluk yazarlara aittir.

Telif Haklar1 ve izinler

Yazarlar, telif hakki gerektiren materyaller kullanilmigsa gerekli izinlerin alindigini ve
caligmanin herhangi bir fikr miilkiyet hakkini ihlal etmedigini beyan eder.

Yazar Onay1

Tiim yazarlar makalenin son halini okuduklarini, onayladiklarini ve yayimlanmasini kabul
ettiklerini beyan eder.
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