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Abstract 

The research examines the mediating role of dynamic capabilities in the effect of human capital on innovation capability. The 

research was conducted with white-collar employees in a logistics company based in Istanbul. A simple random sampling 

technique was used to determine the sample. The research sample is 238 employees working in the same company for at least 

three years. Mediation models were used to analyse the data. The data analysis determined that employee capital significantly 

increases the company's dynamic and innovation capabilities. In addition, the company's dynamic capabilities mediate in 

forming the innovation capability of employee capital. The hypotheses created within the scope of the research were supported. 

Human capital companies' dynamic capabilities effectively form the company's dynamic capabilities and subsequently obtain 

innovation capabilities. The research contributes to the literature by associating employee capital, innovation capability, and 

dynamic capabilities in the logistics sector. 
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İNSAN SERMAYESİNİ İNOVASYON YETENEĞİNE BAĞLAMAK: DİNAMİK 

YETENEKLER PERSPEKTİFİ 

Öz 

Araştırmanın amacı, insan sermayesinin inovasyon yeteneğine etkisinde dinamik yeteneklerin aracılık rolünün incelenmesidir.  

Araştırma, İstanbul merkezli bir lojistik firmasındaki beyaz yakalı çalışanlarla gerçekleştirilmiştir. Örneklemin belirlenmesinde 

basit tesadüfi örnekleme tekniği kullanılmıştır. Araştırmanın örneklemi en az üç yıldır aynı firmada çalışan 238 çalışandır. 

Verilerin analizinde aracılık modelleri kullanılmıştır. Verilerin analizi sonucunda insan sermayesinin firmanın dinamik 

yetenekleri ve inovasyon yeteneğini önemli düzeyde arttırdığı tespit edilmiştir. Ayrıca firmanın dinamik yetenekleri, insan 

sermayesinin inovasyon yeteneğinin oluşmasında aracılık rolüne sahiptir. Araştırma kapsamında oluşturulan hipotezler 

desteklenmiştir. İnsan sermayesi firmaların dinamik yetenekleri, firmanın dinamik yeteneklerinin oluşmasında, sonrasında 

inovasyon yeteneklerinin elde edilmesinde etkilidir. Araştırma, lojistik sektöründe insan sermayesini, inovasyon yeteneği ve 

dinamik yetenekleri ilişkilendirerek alanyazına katkı sunmaktadır.   

 

Anahtar Kelimeler: İnsan Sermayesi, Dinamik Yetenekler, İnovasyon Yeteneği, Lojistik Sektörü. 
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1. INTRODUCTION 

In recent years, the research agenda on human capital (HC) contributions to firms has begun to 

see HC as an important antecedent of firms' competitive advantage (Buenechea-Elberdin et al., 2017). 

HC is considered a factor that increases companies' awareness of opportunities and their level of 

innovation (Shane and Venkataraman, 2000). In addition to helping firms obtain important knowledge, 

HC facilitates business sustainability (Giudice et al., 2017). HC, defined as knowledge and skills, can 

be vital for a firm seeking innovation and improving competitiveness (Wright et al., 2014). Especially 

in developing economies and SMEs, HC can contribute to the firm's acquisition of talents and innovation 

capabilities (IC), along with the performance of employees (Donate et al., 2016; Liu et al., 2020). 

Examining the contribution of HC to the company, Mangematin and Nesta (1999) argue that employees 

with high abilities increase the company's knowledge stock, especially through their daily duties. It is 

also argued that these employees are active in networks outside the company and help bring outside 

information to the company. 

Although there is a research agenda on the contributions of employees' savings to companies, 

how these savings affect companies' sources of competitive advantage is still a matter of debate. 

Innovation capabilities (IC) and dynamic capabilities (DC), which are the most important sources of 

competitive advantage (Teece et al., 1997; Eisenhardt and Martin, 2000; Wang and Ahmed, 2007), are 

linked to HC (Liu et al., 2020) and the decision-making mechanism of managers (Teece, 2007; Teece, 

2018) is associated. According to the research results, human resources (at different levels) are the 

source of the company's dynamic and IC. Employees' knowledge and abilities contribute to their ability 

to innovate by increasing the company's entrepreneurial capital (Buenechea-Elberdin et al., 2017). 

While some researchers use HC to explain how knowledge and skills transform into IC, they 

focus on employees' success in cognitive-based jobs. They argue that employees contribute to IC using 

their cognitive abilities (Fonseca et al., 2019). Youndt et al. (1996) again base HC largely on knowledge 

and expertise and state that it can be a strategic resource when positioned correctly. 

However, in research conducted on DC and IC, the focus is generally on factors at the firm level 

and the level of top management teams. However, the contribution of general human resources in 

companies to dynamic and IC has yet to be investigated. As stated by Fallon-Byrne and Harney (2017), 

looking at dynamics and IC from the top management perspective makes it easier to identify micro-

foundations. However, the truth is that; Companies do not consist only of top management teams and 

other fixed resources of the company. Other employees are the implementers of the strategic decisions 

made by the top management. How employees not in top management contribute to dynamic and IC has 

yet to receive enough attention in the literature. 

Analyzing the logical relationships between DC and IC and determining the impact of HC on 

DC and IC can make a modest contribution to the gaps and debates in the literature. Therefore, the 

research aims to determine as determining the role of DC in the impact of HC on IC. 

The research's findings will likely be useful in explaining how the skills and knowledge of 

employees in SMEs affect DC and how DC contributes to SMEs' IC. Additionally, embedded in the 

research, relational gaps will be filled by establishing relationships between DC, IC, and HC. Our 

findings contribute to the controversial literature by identifying these relationships. 
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2. CONCEPTUAL AND THEORETICAL FRAMEWORK  

The research's conceptual and theoretical framework section explains the concepts of HC, DC, 

and IC. Based on the relationships between these concepts, hypotheses are then developed. 

2.1.  Human capital  

Competency levels, IQ levels, professional qualifications, education levels, personality traits, 

etc., of all employees employed by an institution. Questioning whether an employee will be considered 

capital is related to how optimal the consolidation of these parameters is (Farah and Abouzeid, 2017; 

Çakmak, 2021). Human capital “Is the sum of employees' concrete knowledge, skills and motivation” 

(Edvinsson and Malone, 1997; Chen et al., 2015). According to Drucker (1993), “human capital is a 

source of creativity for organizations”. New products can be created with human capital. Human capital 

is the characteristics that include sectoral, professional, management and previous experience (Ployhart 

et al., 2011; Tsou and Chen, 2020). Human capital is embedded in business processes (Grant, 1996). 

Human capital is viewed as a unique resource in responding to changing environmental 

conditions (Wright et al., 2001). The human capital organization is characterized by efficiency and 

inimitability. For HC to be useful, it must be well integrated into business processes. Employees 

integrated into the most appropriate tasks can provide strategic effects for the company (Kor and 

Leblebici, 2005; Wang et al., 2001). The individual uniqueness of employees, creating a new learning 

process by adapting them to business processes, and developing employees' skills specific to the 

organization are the factors that enable employees to become inimitable (Kaplan and Norton, 2004; 

Wright et al., 2001; Tsou and Chen, 2020; Wang et al., 2011). 

2.2. Dynamic Capabilities 

The resource-based approach argues that firm resources and heterogeneity are important 

fundamental elements of sustainable competitive advantage (Barney, 1991). However, today, it is argued 

that the resource-based approach needs to be revised due to the dynamic and turbulent business 

environment (Teece et al., 1997). The DC approach was introduced to examine how companies react to 

market changes with high dynamism (Winter, 2003). DC is “the firm's ability to integrate, build and 

reconfigure internal and external competencies to adapt to rapidly changing environments” (Teece et 

al., 1997). According to another definition, “DC are high-level capabilities that enable the development 

of the company's operational capabilities” (Winter, 2003; Helfat et al., 2007). 

Wang and Ahmed (2007) define DC as “the firm's continuous renewal and restructuring of its 

resources and capabilities in response to changes in the environment to maintain competitive 

advantage” (Wang and Ahmed, 2007). According to another definition, DC is "the appropriate 

adaptation, integration and restructuring of internal and external organizational skills, resources and 

functional skills in line with the needs of the changing environment” (Teece et al., 1997). DC is “the 

process of sensing changes in the environment, seizing opportunities and restructuring 

resources/capabilities” (Eisenhardt and Martin, 2000). Although there are different definitions, the 

general emphasis in DC definitions is the firm's ability to perceive changes in the external environment, 

capture them, and restructure its resource base. At the same time, many researchers in the field and 

Teece (2007) explain DC in three dimensions: sensing, seizing and reconfiguring. Sensing capability is 

“the scanning process of attracting irregular information and unstructured data from the external 

environment to the organization” (Teece, 2018). Seizing capability evaluates perceived opportunities 

“through new products, processes or services”. The emphasis on seizing opportunities links the ability 

to capture with continuous research and development (Teece, 2007). Reconfiguring is “integrating 

assets and organizational structures to align the firm's internal processes with captured opportunities” 
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(Teece, 2018). 

2.3. Innovation capability 

Innovation, defined as the production, adoption and implementation of new ideas, processes, 

products or services (Calantone et al., 2002), is the basis of economic development (Thompson, 2018). 

Innovation capability is conceptualized as the potential to create new and valuable products or 

information (Zheng et al., 2010; Saunila, 2017). The firm's IC is important for competitive advantage in 

dynamic market conditions (Slater et al., 2010). It is embedded in firm processes and related to its assets 

(Guan and Ma, 2003). According to Adler and Shenbar (1990), IC is (1) developing new products to 

meet the needs of the market, (2) applying new business technologies to produce these new products 

and services, (3) developing technologies and products to meet future market needs, (4) reacting to 

unexpected opportunities presented by competitors (Rajapathirana and Hui, 2018). Hii and Neely (2000) 

argue it is the “potential to generate new ideas, identify new market opportunities and implement 

marketable innovations by leveraging existing resources and capabilities”. 

While some studies consider IC “output/performance, others consider it as capabilities that 

produce output or performance results” (Rubera and Kırca, 2012; Yeşil and Doğan, 2019). According 

to a more comprehensive definition, IC is “the ability to continuously deliver innovative services and 

products through organizational capabilities, capacities and competencies” (Momeni et al., 2015). 

Romijn and Albaladejo (2002) argue that internal and external resources are needed to ensure 

innovation. Internal resources of the organization while materials and materials include factors such as 

the professional background of managers/owners, skills of the workforce, internal efforts to develop 

technology, external resources, institutional support, strong collaborations and network density (Yeşil 

and Doğan, 2019; Najafi-Tavani et al., 2018). 

2.4. Relationships between HC, DC and IC 

Many studies have been conducted at the company level on forming IC and innovation. Most of 

these studies need to clearly emphasize the role of the human element in forming IC. This approach to 

IC prioritizes the mechanical properties of organizations. However, it is a known fact that the top 

management mechanism in companies makes strategic decisions. The subordinates carry out the 

implementation of the decisions of the top management. The interest in the factors that make strategic 

decisions fully realized by subordinates is not intense enough. It is, therefore, important to understand 

the role of human resource characteristics (e.g., HC) in building the firm's IC and the role of HC in 

building DC embedded in social relationships and routines. From such a perspective, how HC transforms 

into innovation is examined. 

Relationships between HC and DC: Companies can solve problems and produce new 

knowledge thanks to talented employees. In addition, people are the ones who motivate companies to 

perceive the need for change and accordingly update their resource base (Nieves and Haller, 2014; 

Elsharnouby and Elbanna, 2021). Employees other than senior management can also provide 

information to the company as they will communicate with customers, suppliers and other external 

environments (Elsharnouby and Elbanna, 2021). With this information, companies can perceive 

environmental developments, determine the need for change and update their resource base. Fallon-

Byrne and Harney (2017) attribute the development of DC to successful strategic human resources 

management. Researchers argue that with strategic human resources, it is possible to create routines 

compatible with the creativity and innovation of talented and highly motivated employees, thus creating 

DC and realizing innovation. Chatterji Patro (2014) calls the role of human resources in developing 

dynamic talents a structure that starts from the recruitment process of human resources. Wang et al. 

(2012) see HC as important in terms of developing DC and being a resource that competitors cannot 
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imitate. According to the authors, HC is an element that develops the company's core competencies and 

ensures the company's restructuring according to the environment. As seen from the literature summary, 

HC is expected to contribute positively to DC. Therefore, the hypothesis created is as follows; 

H1: HC positively affects DC. 

Relationships between DC and IC: It is argued that companies need to develop their IC 

through their DC (Pisano, 2017). Well-established DC is necessary for the firm to realize innovation 

(Rothaermel and Hess, 2007). IC is built on DC in this form, increasing adaptability (Parashar and Singh, 

2005). Innovation becomes easier through harmony. In this respect, DC is considered a prerequisite for 

IC (Breznik and Hisrich, 2014). Vorntis et al. According to the research findings (2020), DC and 

networks between companies are important in companies with high IC. Thus, one of the premises of IC 

is that the company scans the environmental developments, renews its resource base and increases its 

relations with stakeholders. According to another view (Giniuniene and Jurksiene, 2015), DC improves 

the firm's IC by increasing organizational learning. It is so that the company's ability to sense and capture 

the developments in the external environment and restructure its resource base enables the company's 

learning process to occur and the company's IC to improve. Ellonen et al. (2011) argue that DC (sensing, 

capturing and restructuring) directly affects the innovation skills of the firm. In summary, DC is 

expected to increase IC. Therefore, the hypothesis created is as follows; 

H2: DC positively affect IC 

Relationships between HC and innovation: Some researchers argue that human skills have a 

partial role in developing IC. It is thought that human skills are integrated with processes, and their skills 

lead to the emergence of innovation (Gardner, 2005; Thrassou et al., 2018; Vorntis et al., 2020). Lawson 

and Samson (2001) state that the company's IC improves as a result of the combination of small ideas 

of many employees. According to Leoard-Barton (1992), the tacit knowledge acquired by highly skilled 

employees over time can become a source of innovation for companies. On the other hand 

Employee competencies and the development of these competencies are important in accepting 

or implementing innovations. Moreover, the improved competencies of employees can prevent 

resistance to implementing innovations (Piening and Salge, 2015). The creative nature of HC is thus 

expected to increase the firm's IC. Therefore, the hypothesis created is as follows; 

H3: HC positively affects IC. 

The mediating role of DC: Companies identify problems and developments in the environment 

based on the knowledge and experience of their employees. The best solutions to identified threats and 

opportunities are an output of HC. These skills of employees help the firm update its resource base and 

create learning that the firm can use in the future (Augier and Teece, 2009; Kale and Singh, 2009). In 

other words, the employee's abilities contribute to forming and developing the company's DC (Teece, 

2007). In order to respond to changes in the environment, the company must constantly seek, discover 

and implement new opportunities in the company (Eisenhardt and Martin, 2000; Teece, 2007). While 

this process ensures the formation of DC, it also improves innovation skills (Hii and Neely, 2000; 

Breznik and Hisrich, 2014). Thus, the company's DC can turn into an element that enables the 

development of the company's IC. In summary, developed HC enables the formation and strengthening 

of the company's DC, and good levels of DC increase the company's ability to innovate. Therefore, the 

hypothesis created is as follows; 

H4: DC have a mediating role in the effect of HC on IC. 
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3. METHOD 

3.1. Data collection  

The study used HC, DC, and IC scales and demographic questions to collect data. The IC scale 

used in the research was taken from Lee and Song (2015) and Shou et al. (2017), developed by Yang 

(2016). The scale includes five items and a single dimension. The scale used to measure DC consists of 

18 items and three dimensions. DC scale Torres et al. (2018) and Teece (2007), and its Turkish form 

was adapted by Tatlı (2022). HC scale Youndt et al. (2004) and translated into Turkish by Damar and 

İraz (2020). The measurement tool includes five items and a single dimension. The scales were used as 

a 5-point Likert measurement in the survey form (1-strongly disagree / 5-strongly agree). In addition to 

the measurement tools, participants were asked six demographic questions (age, gender, etc.). Approval 

was received from the Istanbul Beykent University Social Sciences Ethics Committee dated 15.09.2023 

and numbered 118716 for the suitability of the data collection tools. 

3.2. Research sample  

The research population consists of white-collar employees of a logistics company operating in 

Istanbul. The research sample consists of employees working in the company in question and working 

in the same company for at least three years. DC are not structures easily seen in the company (Teece, 

2007). Data obtained from new employees may yield unreliable results. Therefore, data collection was 

carried out from white-collar personnel who had been working in the company for at least three years. 

A simple random sampling technique was used to determine the sample. Thus, each employee has an 

equal chance of participating in the research. During the data collection process, an online survey form 

was sent to 450 employees of the logistics company who have been on duty for at least three years. 

Positive responses were received to 266 survey forms sent between September and October 2023. The 

answers of 6 participants who systematically gave only one answer to the survey were considered 

invalid. 

Additionally, the number of employees working for less than three years was determined to be 

22, and they were excluded from the research. Finally, the analysis process was started with 238 suitable 

data. When the general demographic characteristics of the participants are examined, 40.3% are 30 years 

old and under, 47.5% are 31-40 years old, and 12.2% are 41 years old and over. 48.5% of the participants 

are women and 51.5% are men. 48.5% of the participants have undergraduate education, 47.7% have 

master's degrees, and 3.8% have doctoral-level education. 16.5% of the participants have been abroad 

for any reason, and 83.5% have not been abroad. 46.7% of the participants have worked at the same 

workplace for 3-6 years, 48.9% for 7-10 years, and 4.5% for 11 years or more. While 14.3% of the 

participants have a management position, 85.7% do not have a management position. 

3.3. Conceptual model 

According to the research's conceptual model, HC constitutes the independent (x) variable, DC 

constitutes the mediator (m) variable, and IC constitutes the dependent variable (y). Solid arrows 

represent direct effects, and dashed arrows represent the mediating role. 
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Figure 1. Conceptual model 

3.4. Analysis of data 

The SPSS 25 package program and SPSS Process 2.16.3 macro were used to analyze the data. 

The SPSS 25 package program performed factor analysis, reliability analysis, and correlation analysis. 

Hair et al. (2014), frequently used in the literature, were used as the basis for carrying out factor and 

reliability analysis. 

Hair et al. (2014), frequently used in the literature, were taken as the basis for evaluating the 

factor and reliability analysis results. The limit values in question are as follows: KMO = 0.60/0.70 and 

above, Bartlett's Test of Sphericity = p < 0.05, explained variance = 60% and above, Cronbach's Alpha 

coefficient = 0.60/0.70 and above, factor load = 0.40 and above. 

In order to perform Pearson correlation analysis, normal distribution tests must first be 

performed. Kolmogorov-Smirnov and Shapiro-Wilk tests are performed as normal distribution tests. In 

cases where normal distribution is not achieved, skewness and kurtosis values are examined. Skewness 

and kurtosis values between -1.5/1.5 are sufficient to assume a normal distribution (Tabachnick and 

Fidell, 2013; George and Mallery, 2011; Uysal and Kılıç, 2022). Since the skewness and kurtosis values 

are within the mentioned limit range (-1.137/0.695), the data is assumed to provide a normal distribution. 

Commonly used limit values (Karahan, 2017; Kocaay et al., 2022) were used to evaluate the results of 

the Pearson correlation analysis. According to these criteria: 0: no relationship, 0.01-0.19: very low 

relationship, 0.20-0.39: low relationship, 0.40-0.59: moderate relationship, 0.60-0.79: high level of 

relationship, 0.80-0.99: very high relationship, 1: complete relationship. 

The bootstrap method was used to determine the mediation role. According to many researchers, 

the Bootstrap method gives more reliable results than the traditional method of Baron and Kenny (1986) 

(Gürbüz, 2019; Hayes, 2018). The test of the mediation model was carried out through model number 4 

in the Process Macro developed by Hayes (2018). During the analysis, 5000 bootstrapping was 

preferred. In mediation tests conducted with resampling, the confidence interval (CI) value is used 

instead of the p-value. When the resampling technique is used, the 95% confidence interval values 

should not include 0 (Gürbüz, 2019; Hayes, 2018). The simple mediation model (model 4) used in the 

research is presented in Figure 2. The figure includes x (independent variable), y (dependent variable) 

and m (mediator variable). 
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Figure 2. Simple mediation model 

In Figure 2, panel A represents path c, showing the effect of the independent variable on the 

dependent variable (total effect). Panel B contains the paths a, b and c'. Path A shows the effect of the 

independent variable (x) on the mediator variable (m). Path B shows the effect of the mediator variable 

(m) on the dependent variable (y). Path C' shows the effect (direct effect) of the independent variable 

(x) on the dependent variable (y). In summary, it is expressed as c = total effect, a.b = indirect effect, c' 

direct effect, c = c'+ (a.b) (Gürbüz, 2021; Preacher and Hayes, 2004; Hayes, 2018). 

4. FINDINGS 

This section of the research includes the findings of the research. First, factor and reliability 

analysis, then correlation analysis and descriptive statistics, and finally, mediation analysis findings are 

presented. 

Table 1. Factor and reliability analysis 
KMO and Bartlett's Test DC IC HC 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,939 ,871 ,887 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 3067,044 959,601 779,799 

df 153 10 10 

Sig. ,000 ,000 ,000 

Total variance 68,442 77,951 74,026 

Reliability Statistics 
Cronbach's Alpha ,951 ,929 ,912 

N of Item 18 5 5 

Factor analysis and reliability analysis results of DC, innovation and HC scales are given in 

Table 1. The KMO value of the DC scale is 0.939, Bartlett's test is significant (p<0.05), the explained 

variance is 68.44%, the reliability coefficient is 0.951, and the number of items in the scale is 18. The 

KMO value of the innovation scale is 0.871, Bartlett's Sphericity test is significant (p<0.05), the 

explained variance is 77.95%, the reliability coefficient is 0.929, and the number of items is 5. The KMO 

value of the HC scale is 0.887, Bartlett's Sphericity test is significant (p<0.05), the explained variance 

is 74.02%, the reliability coefficient is 0.912, and the number of items is 5. It was determined that the 

measurement tools had factor and reliability values above the limit levels and were suitable for use in 

the research. In addition, it was determined that the DC scale has three dimensions, as in the original 

scale, and each item has a factor loading of over 0.40. 
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Table 2. Correlation analysis 
 x̄ σ DC HC IC 

DC 3,8632 ,72935 1   

HC 3,7387 ,85058 ,673** 1  

IC 4,0286 ,86636 ,512** ,586** 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

N:238 

Table 2 includes relationships between variables and descriptive statistics. According to the 

findings, there are high and significant relationships between HC and DC, moderate and positive 

relationships between HC and IC, and moderate and positive relationships between IC and DC. In 

addition, employees' perception of DC and HC is medium, and their perception of innovation is high. 

Table 3. The mediating role of DC in the effect of HC on IC 
 Output variable 

 M(DC) Y(IC) 

Predict variable  β SE  β SE 

X (HC) a 0,577*** 0,041 C’ .449*** .071 

M (DC) - - - b .225** .083 

constant (IC) iM 1,706*** 0,158 iY 1.363*** .247 

 R2 =0.45 R2=0.37 

 F(1;236)= 195,30; P<0,01 F(2;235)=  68,451; P<0,01 

*p<0,05, **p<0,01, ***p<0,001; SE: standard error; b= unstandardized coefficients 

The findings of the mediation model, which tests the mediating role of DC in the effect of HC 

on the firm's IC, are shown in Table 3. According to the findings, the HC explanation level for DC is 

45%. The DC explanation coefficient of HC (β=0.577) is positive. The level of explanation of HC and 

DC for IC is 37%. The coefficient explaining the IC of HC (β=0.449) and DC (β=0.225) is positive. The 

resulting explanation coefficients are significant at the p<0.05 level. When the findings are examined in 

general, it is possible to state that HC contributes positively to DC, DC positively affects IC, and HC 

increases IC. The findings about the mediation role are shown in Figure 3. 

 

 

 

   

 

 

 

 

  

 

 

 

Figure 3. Result model 

The mediating role of DC in the effect of HC on IC was 0.147. The obtained effect coefficient 

is within the 95% confidence interval [0.0278;0.2609]. The fact that the confidence interval does not 

include a value of 0 indicates that the obtained coefficient is reliable. When the findings are evaluated 
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0,2609] 
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in general, DC has a mediating role in the effect of HC on IC. In line with the findings, hypotheses H1, 

H2, H3 and H4 were supported. 

CONCLUSION AND DISCUSSION 

This research, which examined the effect of HC on IC through DC, obtained some empirical 

evidence. HC positively affects the formation of DC, DC has a positive impact on IC, and HC directly 

has a positive impact on IC. Finally, DC has a mediating role in the effect of HC on IC. 

Research findings and previous research results are consistent. Pioneering studies in the 

literature argue that HC is important in sensing and capturing environmental developments and 

restructuring the resource base (Elsharnouby and Elbanna, 2021). Our research findings are consistent 

with this view. Employees' social relationships, information exchange with customers, past knowledge, 

individual abilities and training enable them to instantly notice the developments in the environment. 

Employees' perception of changes and demands provides information input to the company. With this 

information, company management can begin restructuring business processes and resources. Thus, HC 

contributes positively to the DC of the firm. 

The strength of the company's DC, that is, the company's perception of the developments and 

demands in the environment and the structuring of its resource base, constitute the preliminary stage for 

the company to innovate. Renewing business processes with material and human resources and updating 

the resource base to compete can also enable innovations. 

Finally, from a holistic perspective, human resources (HC) increase the firm's IC by responding 

to changes and demands in the environment and the firm (Ellonen et al., 2011; Breznik and Hisrich, 

2014). The inimitable abilities of human resources can enable the company to respond quickly to 

environmental developments and innovate differently from other companies. These responses may 

develop into innovations in the firm's business processes, products, and services. 

Previous research needs to pay more attention to HC, the micro-foundation of dynamic and IC. 

The results of this research are important in showing how HC is effective in a structure such as DC, 

which is seen as the result of the company's strategic orientation. In addition, IC is associated with the 

special efforts and R&D activities of the company's top management (e.g., Ahmadi and O'Cass, 2018; 

Van Lieshout et al., 2021; Zhong et al., 2022; Pitelis, 2022). The dominant mindset in research 

examining IC causes innovation talent to move away from HC. The results of this research are important 

in showing the role of DC in transforming HC into IC. 

The research also offers some contributions in terms of its theoretical structure. Linking dynamic 

and IC to the company's strategic decision mechanism, that is, to the top management teams, may lead 

to ignoring the contribution of other employees, who comprise the majority of human resources. The 

role of other employees is important in implementing the strategic decisions taken by the top 

management. The research results contribute to the literature on innovation and DC by revealing the 

overlooked role of HC. 

Previous research has yet to discuss how the relationship between IC and DC occurs. Some 

studies have explained DC as synonymous with innovation, some have explained DC as a result of IC, 

and some have explained the two as unrelated (Breznik and Hisrich, 2014). In this research, DC is 

aligned as an antecedent of IC. The connection between DC and IC has been established based on the 

empirical results presenting meaningful relationships. DC is the process of sensing opportunities and 

threats in the environment and eventually restructuring the resource base. IC is a structure that emerges 

due to this structuring, and research contributes to determining the sequential position of DC and IC.  
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While the research contributes to the literature, it has some limitations. The first is about the 

position of HC in the company. This research was conducted with personnel from different departments 

in the logistics company. Since the knowledge level of all personnel about the company and their 

abilities will be different, the non-specificity of the sample constitutes a limitation. Another limitation 

of the research arises from the perspective of the sector. This research was conducted in a company in 

the logistics sector. Since the sector dynamics will be related to the level of competition (Porter, 1980; 

Stock et al., 1998; Porter, 2006), the meaningful role of HC may differ according to the sector. On the 

other hand, industry structure may affect the need for DC and innovation. Therefore, this research may 

not reach the same results in different sectors. 

Some suggestions can be offered, considering the limitations of the research and the discussions 

in the literature. The first is that future research may investigate the relationships between DC, IC and 

HC more deeply. For example, employees must be aware of its strategies for the company's success. 

Employees' knowledge about company strategies can strengthen their behavior for the company's 

benefit. Therefore, including employees' knowledge and interests about the company's strategies in the 

research can provide important findings. 

Some business units or employees constitute the company's boundary units (for example, 

marketing-sales personnel, public relations, etc.). These units and employees may perceive 

developments in the environment differently from other units. In future research, it may be suggested to 

investigate the contribution of business units to DC and IC more specifically. Thus, knowledge showing 

the relationship of HC with DC and IC can be expanded. 

Ethical Statement 

In the writing and publication processes of the study titled “Linking Human Capital to 

Innovation Capability: A Dynamic Capabilıties Perspective” research and publication ethics have been 

strictly adhered to, and no data manipulation has been conducted. Approval was received from the 

Istanbul Beykent University Social Sciences Ethics Committee dated 15.09.2023 and numbered 118716 

for the suitability of the data collection tools. 

Contribution Statement 

The author of the study has contributed to all stages of the study, from writing to drafting, and 

has approved the final version after reviewing it. 

Conflict of Interest Statement 

This study has not led to any individual or institutional/organizational conflict of interest. 

REFERENCES 

Adler, P. S. and Shenhar, A. (1990). Adapting Your Technological Base: The Organizational 

Challenge. MIT Sloan Management Review, 32(1), 25. 

Ahmadi, H. and O'Cass, A. (2018). Transforming Entrepreneurial Posture into a Superior First Product 

Market Position Via Dynamic Capabilities and TMT Prior Start-up Experience. Industrial 

Marketing Management, 68, 95-105. 

Augier, M. and Teece, D.J. (2009). Dynamic Capabilities and The Role of Managers in Business 

Strategy and Economic Performance. Organization Science. 20(2), 410-421. 

Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal of 

Management, 17(1), 99–120. 



Tatlı H. S. (2024). Linking Human Capital To Innovation Capability: A Dynamic Capabilities Perspective. KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 26(47), 961-977.  

-972- 

 

Baron, R. M. and Kenny, D. A. (1986). The Moderator-mediator Variable Distinction in Social Psycho-

logical Research: Conceptual, Strategic, And Statistical Considerations. Journal of Personality 

and Social Psychology, 51, 1173-1182. 

Breznik, L. and D. Hisrich, R. (2014). Dynamic Capabilities vs. Innovation Capability: Are They 

Related? Journal of Small Business and Enterprise Development, 21(3), 368-384. 

Calantone, R. J., Cavusgil, S. T. and Zhao, Y. (2002). Learning Orientation, Firm Innovation Capability, 

and Firm Performance. Industrial Marketing Management, 31, 515–524. 

Chatterji, A. and Patro, A. (2014). Dynamic Capabilities and Managing Human Capital. Academy of 

Management Perspectives, 28(4), 395-408. 

Chen, J., Zhao, X. and Wang, Y. (2015). A New Measurement of Intellectual Capital and Its Impact on 

Innovation Performance in an Open Innovation Paradigm. International Journal of Technology 

Management, 67(1), 1-25.  

Çakmak, F. (2021). İnsan Sermayesi ve Örgütsel Bağlılık İlişkisinin Araştırılmasında Demografik 

Özelliklerin Düzenleyici Rolü: Farklı Araştırma Yöntemleri Arasında Karşılaştırma. 

Karamanoğlu Mehmetbey Üniversitesi Sosyal ve Ekonomik Araştırmalar Dergisi, 23(40), 98-

121.  

Damar, A. and İraz, R., (2020). Entelektüel Sermaye ve Rekabet Avantajı Ölçeklerinin Türkçe’ye 

Uyarlanması ve Değişkenler Arasındaki İlişkiler: Kobiler Üzerine Bir Araştırma, BMIJ, 8(5) 

4487-4520 http://dx.doi.org/10.15295/bmij.v8i5.1653 

Donate, M.J., Pena, I. and Sanchez de Pablo, J.D. (2016). HRM Practices for Human and Social Capital 

Development: Effects on Innovation Capabilities. The International Journal of Human 

Resource Management, 27(9), 928-953. 

Drucker, P. F. (1993). Yeni gerçekler (Çev. B. Karanakçı). İstanbul: Türkiye İş Bankası Kültür 

Yayınları. 

Edvinsson, L. and Malone, M. S. (1997). Intellectual Capital: Realizing Your Company's True Value by 

Finding Its Hidden Brainpower. New York: Harper Business 

Eisenhardt, K. M. and Martin, J. A. (2000). Dynamic Capabilities: What Are They? Strategic 

Management Journal, 21(10‐11), 1105-1121. 

Ellonen, H. K., Jantunen, A. and Kuivalainen, O. (2011). The Role of Dynamic Capabilities in 

Developing Innovation-Related Capabilities. International Journal of Innovation 

Management, 15(03), 459-478. 

Elsharnouby, T. H. and Elbanna, S. (2021). Change or Perish: Examining the Role of Human Capital 

and Dynamic Marketing Capabilities in The Hospitality Sector. Tourism Management, 82, 

104184. 

Fallon-Byrne, L. and Harney, B. (2017). Microfoundations of Dynamic Capabilities for Innovation: A 

Review and Research Agenda. The Irish Journal of Management, 36(1), 21-31. 

Farah, A. and Abouzeid, S. (2017). The Impact of Intellectual Capital on Performance: Evidence from 

The Public Sector. Knowledge Management & E-Learning, 9(2), 225-238. 

Gardner, T. M. (2005). Interfirm Competition for Human Resources: Evidence from The Software 

Industry. Academy of Management Journal, 48(2), 237-256. 

http://dx.doi.org/10.15295/bmij.v8i5.1653


Tatlı H. S. (2024). Linking Human Capital To Innovation Capability: A Dynamic Capabilities Perspective. KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 26(47), 961-977.  

-973- 

 

Giniuniene, J. and Jurksiene, L. (2015). Dynamic Capabilities, Innovation and Organizational Learning: 

Interrelations and Impact on Firm Performance. Procedia-Social and Behavioral Sciences, 213, 

985-991. 

Giudice, M.D., Khan, Z., Silva, M.D., Scuotto, V., Caputo, F. and Carayannis, E. (2017). The Microlevel 

Actions Undertaken by Owner-Managers in Improving the Sustainability Practices of Cultural 

and Creative Small and Medium Enterprises: A United Kingdom-Italy Comparison. Journal of 

Organizational Behavior, 38(9), 1396-1414. 

Grant, R. M. (1996). Toward a Knowledge-Based Theory of the Firm. Strategic Management 

Journal, 17, 109–122. 

Guan, J. and Ma, N. (2003). Innovative Capability and Export Performance of Chinese 

Firms. Technovation, 23(9), 737-747. 

Gürbüz, S. (2021). Sosyal Bilimlerde Aracı, Düzenleyici ve Durumsal Etki Analizleri (2. Baskı). Ankara: 

Seçkin Yayıncılık. 

Hair J. F. Jr., Anderson R. E., Tatham R. L. and Black W. C. (2014). Multivariate Data Analysis. 

Macmillan. 

Hayes, A. F. (2018). Partial, Conditional, And Moderated Mediation: Quantification, Inference, and 

Interpretation. Communication Monographs, 85(1), 4-40. 

https://doi.org/10.1080/03637751.2017.1352100 

Hii, J. and Neely, A. (2000). Innovative Capacity of Firms: On Why Some Firms Are More Innovative 

Than Others. Paper Presented at 7th International Annual EurOMA Conference, June, Ghent. 

Kale, P. and Singh, H. (2009). Managing strategic alliances: What Do We Know Now, And Where Do 

We Go from Here? Academy of Management Perspectives, 23(3), 45-62. 

Kaplan, R.S. and Norton, D.P. (2006). How to Implement a New Strategy Without Disrupting Your 

Organization. Harvard Business Review, March, 100–109 

Karahan, M. (2017). Denetim Raporlarının Yayınlanma Süresini Etkileyen Faktörler BIST 100 

Endeksinde Yer Alan Şirketler Üzerine Ampirik Bir Uygulama. Journal of Social and 

Humanities Sciences Research.  4(15), 1819-1830. 

Kocaay, F., Demir, B. T. and Biçer, B. K. (2022). Üniversite Öğrencilerinde İnternet, Sosyal Medya ve 

Oyun Bağımlılığının Değerlendirilmesi. Sağlık Bilimlerinde Değer, 12(3), 511-519. 

Kor, Y.Y. and Leblebici, H. 2005. How do Interdependencies Among Human-Capital Deployment, 

Development, and Diversification Strategies Affect Firms, Financial Performance? Strategic 

Management Journal, 26, 967 – 985. 

Lawson, B. and Samson, D. (2001). Developing Innovation Capability in Organizations: A Dynamic 

Capabilities Approach. International Journal of Innovation Management, 5(03), 377-400. 

Lee, E.-S. and Song, D.-W. (2015). The Effect of Shipping Knowledge and Absorptive Capacity on 

Organizational Innovation and Logistics Value. International Journal of Logistics Management. 

26(2), 218-237. 

Leonard-Barton, D. (1992). Core Capabilities and Core Rigidities: A Paradox in Managing New Product 

Development. Strategic Management Journal, 13, 363-380. 

https://doi.org/10.1080/03637751.2017.1352100


Tatlı H. S. (2024). Linking Human Capital To Innovation Capability: A Dynamic Capabilities Perspective. KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 26(47), 961-977.  

-974- 

 

Liu, C.-H., Chang, A.Y.-P. and Fang, Y.-P. (2020). Network Activities as Critical Sources of Creating 

Capability and Competitive Advantage: The Mediating Role of Innovation Capability and 

Human Capital. Management Decision, 58(3), 544-568. https://doi.org/10.1108/MD-08-2017-

0733 

Mangematin, V. and Nesta, L. (1999). What Kind of Knowledge can a Firm Absorb? International 

Journal of Technology Management, 18, 149 – 172. 

Buenechea-Elberdin, M., Sáenz, J. and Kianto, A. (2017) Exploring the Role of Human Capital, 

Renewal Capital and Entrepreneurial Capital in Innovation Performance in High-Tech and Low-

Tech Firms. Knowledge Management Research & Practice, 15(3), 369-

379, https://doi.org/10.1057/s41275-017-0069-3 

Momeni, M., Nielsen, S. B. and Kafash, M. H. (2015). Determination of Innovation Capability of 

Organizations: Qualitative Meta Synthesis and Delphi Method. In Proceedings of RESER2015 

- Innovative Services in the 21st Century. 25th Annual RESER Conference, Copenhagen, 

Denmark. 

Najafi-Tavani, S., Najafi-Tavani, Z., Naudé, P., Oghazi, P. and Zeynaloo, E. (2018). How Collaborative 

Innovation Networks Affect New Product Performance: Product Innovation Capability, Process 

Innovation Capability, And Absorptive Capacity. Industrial Marketing Management, 73, 193-

205.  

Nieves, J. and Haller, S. (2014). Building Dynamic Capabilities Through Knowledge 

Resources. Tourism Management, 40, 224-232. 

Parashar, M. and Singh, K.S. (2005). Innovation Capability. IIMB Management Review, 17(4), 115-123. 

Piening, E. P. and Salge, T. O. (2015). Understanding The Antecedents, Contingencies, And 

Performance Implications of Process Innovation: A Dynamic Capabilities Perspective. Journal 

of Product Innovation Management, 32(1), 80-97. 

Pisano, G. P. (2017). Toward A Prescriptive Theory of Dynamic Capabilities: Connecting Strategic 

Choice, Learning, And Competition. Industrial and Corporate Change, 26(5), 747-762. 

Pitelis, C. N. (2022). Dynamic Capabilities, The New Multinational Enterprise and Business Model 

Innovation: A De/Re-Constructive Commentary. Journal of International Business 

Studies, 53(4), 741-753. 

Ployhart, R. E., Van Iddekinge, C. H. and Mackenzie Jr, W. I. (2011). Acquiring and Developing Human 

Capital in Service Contexts: The Interconnectedness of Human Capital Resources. Academy of 

Management Journal, 54(2), 353–368. 

Porter, M. E. (1980). Industry Structure and Competitive Strategy: Keys to Profitability. Financial 

Analysts Journal, 36(4), 30-41. 

Porter, M. E. (2006). Understanding Industry Structure. Harvard Business Review Press (China Case 

Studies). 

Preacher, K. J. and Hayes, A. F. (2004). SPSS and SAS Procedures for Estimating Indirect Effects in 

Simple Mediation Models. Behavior Research Methods, Instruments, & Computers, 36(4), 717-

731. https://doi.org/10.3758/BF03206553 

https://www.emerald.com/insight/search?q=Chih-Hsing%20Liu
https://www.emerald.com/insight/search?q=Angela%20Ya-Ping%20Chang
https://www.emerald.com/insight/search?q=Yen-Po%20Fang
https://www.emerald.com/insight/publication/issn/0025-1747
https://doi.org/10.1108/MD-08-2017-0733
https://doi.org/10.1108/MD-08-2017-0733
https://doi.org/10.1057/s41275-017-0069-3


Tatlı H. S. (2024). Linking Human Capital To Innovation Capability: A Dynamic Capabilities Perspective. KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 26(47), 961-977.  

-975- 

 

Preacher, K. J., Rucker, D. D. and Hayes, A. F. (2007). Addressing Moderated Mediation Hypotheses: 

Theory, Methods, And Prescriptions. Multivariate Behavioral Research, 42(1), 185-227. 

https://doi.org/10.1080/00273170701341316 

Rajapathirana, R. J. and Hui, Y. (2018). Relationship Between Innovation Capability, Innovation Type, 

And Firm Performance. Journal of Innovation & Knowledge, 3(1), 44-55. 

Romijn, H. and Albaladejo, M. (2002). Determinants of Innovation Capability in Small Electronics and 

Software Firms in Southeast England. Research Policy, 31, 1053–1067. 

Rothaermel, F.T. and Hess, A.M. (2007). Building Dynamic Capabilities: Innovation Driven by 

Individual, Firm, And Network-Level Effects. Organization Science, 18(6), 898-921. 

Rubera, G. and Kirca, A. H. (2012). Firm Innovativeness and Its Performance Outcomes: A Meta-

Analytic Review and Theoretical Integration. Journal of Marketing, 76, 130–147. 

Saunila, M. (2017). Innovation Capability in Achieving Higher Performance: Perspectives of 

Management and Employees. Technology Analysis & Strategic Management, 29(8), 903-916. 

Shane, S. and Venkataraman, S. (2000). The Promise of Entrepreneurship as A Field of Research. 

Academy of Management Review, 25, 217-226. 

Shou, Y., Shao, J. and Chen, A. (2017). Relational Resources and Performance of Chinese Third-Party 

Logistics Providers: The Mediating Role of Innovation Capability. International Journal of 

Physical Distribution and Logistics Management, 47(9), 864-883, 

https://doi.org/10.1108/IJPDLM-09-2016-0271. 

Slater, S. F., Hult, G. T. M. and Olson, E. M. (2010). Factors Influencing the Relative Importance of 

Marketing Strategy Creativity and Marketing Strategy Implementation Effectiveness. Industrial 

Marketing Management, 39(4), 551-559. 

Stock, G. N., Greis, N. P. and Kasarda, J. D. (1998). Logistics, Strategy and Structure: A Conceptual 

Framework. International Journal of Operations & Production Management, 18(1), 37-52. 

Tatlı, H. S. (2022). Dinamik Yeteneklerin İnşasında Örgüt İçi Güç İlişkilerinin Rolü. Doktora Tezi, 

İstanbul Üniversitesi. İstanbul. 

Teece, D. J. (2007). Explicating Dynamic Capabilities: The Nature and Microfoundations of 

(Sustainable) Enterprise Performance. Strategic Management Journal, 28(13), 1319-1350. 

Teece, D. J., Pisano, G., and Shuen, A. (1997). Dynamic Capabilities and Strategic 

Management. Strategic Management Journal, 18(7), 509-533. 

Teece, D. J (2018). Dynamic Capabilities as (Workable) Management Systems Theory. Journal of 

Management & Organization, 24(3), 359-368. https://doi.org/10.1017/jmo.2017.75 

Thrassou, A., Vrontis, D. and Bresciani, S. (2018). The Agile Innovation Pendulum: Family Business 

Innovation and The Human, Social, and Marketing Capitals. International Studies of 

Management & Organization, 48(1), 88-104. 

Torres, R., Sidorova, A. and Jones, M. C. (2018). Enabling Firm Performance Through Business 

Intelligence and Analytics: A Dynamic Capabilities Perspective. Information & Management, 

55(7), 822-839. 

Tsou, H. T. and Chen, J. S. (2020). Dynamic Capabilities, Human Capital and Service Innovation: The 

Case of Taiwan ICT Industry. Asian Journal of Technology Innovation, 28(2), 181-203. 

https://doi.org/10.1080/00273170701341316


Tatlı H. S. (2024). Linking Human Capital To Innovation Capability: A Dynamic Capabilities Perspective. KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 26(47), 961-977.  

-976- 

 

Uysal, İ. and Kılıç, F. (2022). Normal Dağılım İkilemi. Anadolu Journal of Education Sciences 

International, 12(1), 2020-248. 

van Lieshout, J. W., van der Velden, J. M., Blomme, R. J. and Peters, P. (2021). The Interrelatedness of 

Organizational Ambidexterity, Dynamic Capabilities and Open Innovation: A Conceptual 

Model Towards a Competitive Advantage. European Journal of Management Studies, 26(2/3), 

39-62. 

Vrontis, D., Basile, G., Andreano, M. S., Mazzitelli, A. and Papasolomou, I. (2020). The Profile of 

Innovation Driven Italian SMEs and the Relationship Between the Firms’ Networking Abilities 

and Dynamic Capabilities. Journal of Business Research, 114, 313-324. 

Wang, C. L. and Ahmed, P. K. (2007). Dynamic capabilities: A Review and Research 

Agenda. International Journal of Management Reviews, 9(1), 31-51. 

Wang, C. Y. P., Jaw, B. S. and Tsai, C. H. C. (2012). Building Dynamic Strategic Capabilities: A Human 

Capital Perspective. The International Journal of Human Resource Management, 23(6), 1129-

1157. 

Wright, P.M., Dunford, B.B. and Snell, S.A. (2001). Human Resources and the Resource-Based View 

of the Firm. Journal of Management, 27(6), 701 – 722. 

Wright, P.M., Coff, R. and Moliterno, T.P. (2014). Strategic Human Capital: Crossing The Great 

Divide. Journal of Management, 40(2), 353-370. 

Yang, C.C. (2016). Leveraging Logistics Learning Capability to Enable Logistics Service Capabilities 

and Performance for International Distribution Center Operators in Taiwan. International 

Journal of Logistics Management, 27(2), 284-308, https://doi.org/10.1108/IJLM-09-2014-0157. 

Yeşil, S. and Doğan, I. F. (2019). Exploring The Relationship Between Social Capital, Innovation 

Capability and Innovation. Innovation, 21(4), 506-532. 

Thompson, M. (2018). Social Capital, Innovation and Economic Growth. Journal of Behavioral and 

Experimental Economics, 73(2018), 46–52. 

Youndt, M. A., Snell, S. A., Dean Jr, J. W. and Lepak, D. P. (1996). Human Resource Management, 

Manufacturing Strategy, And Firm Performance. Academy of Management Journal, 39(4), 836-

866. 

Youndt, M. A., Subramaniam, M. and Snell, S. A. (2004). Intellectual Capital Profiles: An Examination 

of Investments and Returns. Journal of Management Studies, 41(2), 335-361. 

Zheng, Y., Liu, J. and George, G. (2010). The Dynamic Impact of Innovative Capability and Inter-Firm 

Network on Firm Valuation: A Longitudinal Study of Biotechnology Start-Ups. Journal of 

Business Venturing, 25(6), 593-609. 

Zhong, X., Song, T. and Chen, W. (2022). Persistent Innovation Underperformance and Firms' R&D 

Internationalization: The Moderating Effects of Multidimensional TMT Human 

Capital. Industrial Marketing Management, 102, 576-587. 

 

 

 

 



Tatlı H. S. (2024). Linking Human Capital To Innovation Capability: A Dynamic Capabilities Perspective. KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 26(47), 961-977.  

-977- 

 

 

Extended Abstract 

Linking Human Capital to Innovation Capability: A Dynamic Capabilities Perspective 

Analyzing the logical relationships between dynamic capabilities (DC) and innovation capabilities (IC) and 

determining the impact of human capital (HC) on DC and IC can make a modest contribution to the gaps and 

debates in the literature. Therefore, the research aims to determine as determining the role of DC in the impact 

of HC on IC. 

The hypotheses created depending on the purpose of the research are as follows; 

H1: HC positively affects DC 

H2: DC positively affects IC 

H3: HC positively affects IC. 

H4: DC has a mediating role in the effect of HC on IC. 

The research population consists of white-collar employees of a logistics company operating in Istanbul. The 

research sample consists of employees working in the company in question and working in the same company 

for at least three years. DC are not structures easily seen in the company (Teece, 2007). Data obtained from new 

employees may yield unreliable results. Therefore, data collection was carried out from white-collar personnel 

who had been working in the company for at least three years. A simple random sampling technique was used 

to determine the sample. The sample of the research consists of 238 people. 

The SPSS 25 package program and SPSS Process 2.16.3 macro were used to analyze the data. First, analysis, 

reliability analysis and correlation analysis were performed using the SPSS 25 package program. Hair et al. 

(2014), frequently used in the literature, were used as the basis for factor and reliability analysis. 

Hair et al. (2014) and, frequently used in the literature, were taken as the basis for evaluating the results of 

factor analysis and reliability analysis. The limit values in question are as follows: KMO = 0.60/0.70 and above, 

Bartlett's Test of Sphericity = p < 0.05, explained variance = 60% and above, Cronbach's Alpha coefficient = 

0.60/0.70 and above, factor load = 0.40 and above. 

The bootstrap method was used to determine the mediation role. According to many researchers, the Bootstrap 

method gives more reliable results than the traditional method of Baron and Kenny (1986) (Gürbüz, 2019; 

Hayes, 2018). The mediation model was tested using model 4 in the Process Macro developed by Hayes (2018). 

During the analysis, 5000 bootstrapping was preferred. In mediation tests conducted with resampling, the 

confidence interval (CI) value is used instead of the p-value. 

According to the mediation analysis results, the explanation level of HC for DC is 45%. The DC explanation 

coefficient of HC (B=0.577) is positive. The level of explanation of HC and DC for IC is 37%. The coefficient 

explaining the IC of HC (B=0.449) and DC (B=0.225) is positive. The resulting explanation coefficients are 

significant at the p<0.05 level. The mediating role of DC in the effect of HC on IC was 0.147. The obtained 

effect coefficient is within the 95% confidence interval [0.0278;0.2609]. The fact that the confidence interval 

does not include a value of 0 indicates that the obtained coefficient is reliable. When the findings are evaluated 

in general, DC has a mediating role in the effect of HC on IC. In line with the findings, hypotheses H1, H2, H3 

and H4 were supported. 

This research examined the effect of HC on IC through DC, and some empirical evidence was obtained. HC 

positively affects the formation of DC, which positively impacts IC. HC directly has a positive impact on IC. 

Finally, DC has a mediating role in the effect of HC on IC. In future research, it may be suggested to investigate 

the contribution of business units to DC and IC more specifically. Thus, knowledge showing the relationship of 

HC with DC and IC can be expanded. 

 

 


