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The Mediator Role of Employee Empowerment on the Effect of
Organizational Learning on Innovation

Fatih YILDIRIM*

Abstract

The requests and needs of consumers change rapidly in parallel to rapidly
changing and improving global world. As a result, organizations have to strive with this
rapid change and improvement, and even start the change. One of the newest and the
main weapons that an organization could have to survive and stand against national and
international threats is innovation. Organizations should place importance on such a
strong competition tool and search for ways to make sustainable innovation happen.
Therefore, the purpose of this study is to demonstrate that organizational learning
increases innovation through obtaining, sharing, evaluating, using and storing
information. Additionally, the purpose is to demonstrate that employee empowerment
plays a mediator role in the effect of organizational learning on innovation. In this
research study conducted with 140 employees of a factory that exports to more than 50
countries, structural equation modelling and LISREL software were used. The analyses
showed that the vision and open mindedness dimensions of organizational learning
affects innovation types (process, strategy, market, product) significantly and positively.
Additionally, employee empowerment affects only strategy and product innovation
significantly and positively. On the other hand, employee empowerment plays a mediator
role in all the relationships between vision and open mindedness, and strategy and
product innovation.

Keywords: Organizational learning, Open-mindedness, Shared vision, Employee
empowerment, Innovation

Orgiitsel Ogrenmenin inovasyona Etkisinde Personel Giiglendirmenin
Aracilik Rolii

0z

Hizla degisen ve gelisen kiiresel diinyaya paralel olarak, tiiketicilerin istek ve
ihtiyaclar1 da hizla degismektedir. Bunun neticesinde orgiitler, bu hizli degisim ve
gelisimle miicadele etmeye hatta degisimi baslatmaya mecbur kalmaktadir. Bir 6rgiitiin
hayatta kalmasina engel olabilecek ulusal ve uluslararasi tehditlere karsi en yeni ve ana
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silahlardan biri yeniliktir. Béylesine giiclii bir rekabet aracina, érgiitler gereken énemi
vermeli ve siirdiiriilebilir yeniligi nasil yapabileceklerinin yollarini aramalidir. Bu
nedenle bilgiyi elde edip bu bilgiyi paylasma, onu degerlendirme, kullanma ve depolama
yoluyla orgiitiin genel olarak potansiyel kavrama kapasitesini ytlikseltmesine yardimci
olan orglitsel 6grenmenin yeniligi artirdigini ortaya koymak amacglanmistir. Ayrica bu
ana amacin yaninda orglitsel O6grenmenin yeniliZe olan etkisinde personel
gliclendirmenin araci bir rol oynadigini ortaya koymak amaclanmistir. 50’den fazla
tilkeye ihracat yapan bir fabrikanin 140 c¢alisan1 {izerinde gergeklestirilen bu
arastirmada yapisal esitlik modellemesinden faydalanilmis ve LISREL programi
kullanilmistir. Yapilan analizler sonucu 6rgiitsel 6grenmenin alt boyutlarindan paylasilan
vizyon ve agik goriisliliigiin tiim yenilik tiirlerini (siireg, strateji, pazar, iiriin) anlamli ve
olumlu olarak etkiledigi goriilmiistiir. Bunun yani sira personel giiclendirmenin sadece
strateji ve lriin yeniligini anlamh ve olumlu olarak etkiledigi tespit edilmistir Diger
yandan personel giiclendirme, paylasilan vizyon ve agik goriisliiliik ile strateji ve tirlin
yeniligi iliskilerinin tlimiinde arac1 rol oynamistir.

Anahtar Kelimeler: Orgiitsel 6grenme, Acik Goriigliliik, Paylasilan Vizyon,
Personel Gii¢lendirme, Inovasyon

1. INTRODUCTION

In this age of rapid change, environmental elements such as taste of
consumers, technology, employees, organizational culture, shareholders,
competitors, governments, society, and science change and improve rapidly.
When this situation is combined with fierce competition due to globalization,
the supreriority of companies in survival could only be achieved through
innovation. Innovation is an important resource in terms of incresaing welfare
level of not only companies but societies as well.

1.1. Innovation

Schumpeter (1939) who has conducted important studies on innovation
describes innovation as new products, new methods, new supply resources,
new markets, and new processes that organizations use to organize new work
(Gonzalo, 2008, s.185). According to Porter, the concept of innovation that
includes new technologies and new business techniques that provide
competitive advantage (Sati, 2011, s.538) is defined as a concept, application or
an object that is perceived as new by individuals (Rogers, 1995, s.11). Afuah
(2003) describes innovation as the production of goods or services by using
new information related to the market in order to meet customer needs. In
other words, to provide products or services for clients who may or may not be
aware of their needs.

Innovation can be examined from the perspective of providing benefits
to national economies. Innovation was demonstrated as one of the most
important dynamics that bring economical growth by researchers (Solow,
1956, s5.1994). Organizations that take share from international markets
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through innovations they developed for themselves contribute to country’s
economy by increasing exports. Developments such as developing new
products and services, accessing to new energy resources increase
international competitive power by reducing the country’s foreign-source
dependency (Uzkurt, 2008, s.20). From a wholistic perspective, efficiency, new
energy resources, qualified human resources, new information, decrease in
costs and increase in exports contribute to national economy significantly. Also,
as a natural result of innovation’s nature of expansion, an innovation starting
from somewhere would contribute to other actors being involved in innovation.
So, due to innovativeness, organizations that trigger each other in the nation
would emerge.

In a global world, organizations can not achieve competitive power only
with production. To gain competitive advantage can only be possible with
innovation and making it sustainable. Therefore, it became important for
employees to improve creativity and provide new ideas related to work
environment and work (Kabakgi, 2008). Organizations need innovation not to
be able to enter new competitive environments but to maintain their existence
in the current market (Timuroglu, 2010, s.96). Innovation has several effects
such as having a wide range of products, reducing costs, increasing profit,
increasing employee motivation. It also has effects such as bringing in talented
and creative human resources to the organization (Vicir, 2007). Another
important aspect of innovation is that it allows organizations to be a pioneer in
the market or maintain their pioneer status and provide competitive advantage
over competitors. Innovation increases customer satisfaction and provides new
needs to them. Fast distribution of information due to technology made
organizations’ unique characteristics to be immitated. That is why,
organizations can remove their competitors moves by making innovation
sustainable. It is evident that innovation has an important role in gaining
sustainable competitive advantage in rapidly changing and developing markets.

It would be beneficial to mention innovation’s effect on social life.
Innovation is the key to the quality of life for societies (Sirin, 2017). In other
words, innovations make people’s lives easier. New inventions provide several
benefits for people.

1.2. Organizational Learning

According to McGill, Slocum & Le1 (1992), organizational learning is a the
ability to gain perspective and understanding skills through experiences gained
from organization’s observations, experiments and analyses, and willingness to
evaluate mistakes made and successes achieved. Obtaining information and
sharing it, evaluating, using and storing information is defined as a process that
helps an organization to understand the environmental changes by increasing
the organization’s potential comprehension capacity (Wang, 2003, s.8).

The characteristics of organizational learning can be summarized as
below (Seymen, 2002, s.45).
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Organizational learning is a process that involves change in both
behaviors and organizational structure. It supports the transition from
individual learning to collective learning.

Organizational learning is a process that gives the responsibility to
individuals and considers individuals as learning bodies, and requires active
participation of all the members of the organization.

Organizational learning occurs at different levels and pace based on the
outcomes of activities.

Organizational learning is a dynamic process that is based on constant
change.

Although organizational learning leads to positive outcomes, these
outcomes may not always be right or good. This is the same in individual and
informal learning as well.

Organizational learning means gathering new information from all
internal and external elements of the organization. Organizational learning
defines a broad scope within this aspect.

Organizational learning has a characteristic that paves the way for new
organizational knowledge production. Organizational knowledge production is
vital and important in terms of adapting to environment and create/sustain
competitive advantages.

Information learned and experience gained through organizational
learning can be used immediately as well as stored in the organization’s
memory to be used later. This characteristic requires the presence of
organizational memory.

Organizational learning leads to an organizational structure that
encourages learning at all levels of the organization, emphasizes on improving
employees, and fosters constructive dialogue. Thus, it aims to create an
environment that provides an opportunity for individuals to improve and to
create a system that is in constant change with the potential obtained (Kalkan,
2007, 5.404).

1.3. Employee Empowerment

Vogt (1990) describes employee empowerment as managerial concept
that is developed to increase employee motivation and involve employees in
the decision making process in alignment with the concept. In other words,
managers make the employees stronger for the company by sharing
information related to the organization and the authority to make decision with
employees. Empowering causes employees to take ownership which increases
motivation and leads to the feeling of success (Boone and Kurtz, 2013, s.170).
This situation can be provided by transfering power to those who are weaker
than others (Brown and Kanter, 1982, s.7.). Therefore, through employee
empowerment, employees develop organizational loyalty and get motivated.
Conger & Kanungo (1988) expanded on Vogt’s (1990) definition and defined
employee empowerment as the process in which identification of elements that
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reduce superiority in organizations and help members of the organization to
gain confidence by eliminating these elements. This situation can be explained
by minimizing the factors that reduce effectiveness in the organization and help
employees who are the main factor to increase efficiency, to gain confidence
through multiple ways. Ripley (1990) defines employee empowerment from
three different lenses. In the first lens, he considers employee empowerment as
a concept and defines is as giving certain authorities and managerial privileges,
in other words appreciation and affirmation, to employees. In the second lens,
he considers it within the concept of philosophy and describes it as providing
opportunities for staff to reach personal and organizational goals in alignment
with the shared vision in the organization. Lastly, he considers this concept
within organizational behavior by describing it as gathering staff under one
structure, improving their knowledge and skills to the highest level, in order for
organization to be successful.

Sharing information, being involved in decisions, responsibility, team
work, flexibility, management support, accessing resources, education,
improvement, open communication, and confidence are considered as
employee empowerment elements.

2. METHOD
2.1. The Purpose and Significance of the Study

Change and innovation are among the keys for the strategic success in
organizations. This innovation can sometimes occur in the product, or
sometimes in strategy, or even in a different process. However, it is not as easy
as it seems to be an innovative organization. Innovation can not be achieved by
only engineering activities. In addition to this, it is necessary to provide
sustainability and commercialization. Therefore, innovation is an organizational
activity and concerns the whole organization. This research study is significant
in terms of creating an organizational structure that would increase innovation.
Therefore, the purpose of this study is to examine how organizational learning
affects innovation and what kind of a role employee empowerment plays in this
effect. Within this context, the aim is to determine that vision and open-
mindedness increase both employee empowerment and innovation.
Additionally, departing from the fact that employee empowerment would
increase innovation, the purpose is also to determine the mediator role of
shared vision and open-mindedness on the increasing effect on innovation.

2.2. Hypotheses
Rahimian et al. (2014) revealed significant relationships between
employee empowerment and the dimensions of organizational learning.

Mishra & Bhaskar (2010) determined that the employee empowerment
increases as the organizational learning increases. More employee
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empowerment practices are seen in structures where organizational learning is
present.

Alegre & Chiva (2008) examined the relationship between organizational
learning and innovation in the study they conducted with ceramic
manufacturers in Spain and Italy. They emphasized that participation, a
dimension of organizational learning, has a significant and positive relationship
with innovation.

According to Baker and Sinkula (1999), shared vision provides a goal and
a sense of direcion to members of the organization. Additionally, Calantone et al.
(2002) and Sampaio & Perin (2004) stated that shared vision is important to
focus on innovation in organizations.

Ussahawanitchakit (2008) determined that shared vision affects
innovation idrectly.

Nguyen (2006) stated that open mindedness is closely related to the
ability of organizations to handle technology and unstable market conditions.

Education is an essential piece of organizational learning and employee
empowerment. Turko (2016) showed the effect of planning and education on
entrepreneurship.

Keeny & Reedy (2007) showed the positive and significant effect of
employee empowerment on all types of innovation.

Panuwatwanich et al. (2008) identified that employee empowerment has
a significant and positive effect on all innovation outcomes in the study they
conducted in engineering and architecture companies.

Wan et al. (2003) stated that decentralization that provides employee
empowerment affects all innovations positively in a study they conducted in
Singapour.

Cavus ve Akgemci (2008) showed a significant relationship between
employee empowerment and innovativeness in a study they conducted in
Turkey’s biggest 500 companies, and stated that employee empowerment
relatively explains 47.8% of innovativeness. Also, according to Akgemci (2007)
employee empowerment accelerates that innovation process and encourages
employees to be innovative. Spreitzer (1995) determined a positive relationship
between employee empwerment and managerial effectiveness and
innovativeness in a study conducted with 393 managers from Fortune 50
organizations.

Based on the information provided above, following hypotheses were
developed:

Hi: As a) open-mindedness, and b) shared vision, dimensions of
organizational learning, increas, employee empowerment also increases.

Hz: As the open-mindedness dimension of organizational learning
increases, a) process innovation, b) strategy innovation, ¢) market innovation,
and d) product innovation also increase.

H3: As shared vision, dimension of organizational learning, increases, a)
process innovation, b) strategy innovation, ¢) market innovation, d) product
innovation increase.
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Hs: As employee empowerment increases, a) process innovation,
b)strategy innovation, c)market innovation, and d) product innovation
increase.

Hs: Employee empowerment plays an increasing mediator role in the
relationship between open-mindedness and a) process innovation, b) strategy
innovation, ¢) market innovation, and d) product innovation.

He¢: Employee empowerment plays a mediator role with an increasing
effects in the relationship between shared vision and a) process innovation, b)
strategy innovation, c)market innovation, d) product innovation.

Figure 1 represents the research model with the hypotheses listed above.

Open-
Mindedness

INNOVATION
a-Process
b-Strategy
c-Market
d-Product

Shared
Vision

Haaabacad (+)

Employee
Empowerment

Figure 1: Research Model

2.3. Sample and Data Collection

This study was conducted in a factory in Kayseri that belongs to one of
the leading organizations in machine-woven carpet production in Turkey. One
of the reasons for selecting this organization is the fact that it exports products
in nearly 50 countries in 5 continents. 300 employees of the factory in Kayseri
were selected as the population for this study. The sample size for the study was
calculated to be 169 with a 95% confidence interval and 5% error margin
(https://www.survey system.com/sscalc.htm).

Random sampling was used and survey forms were distributed to 175
employees considering the possibility of mistakes in responses. 140 of the
distributed forms were collected within 10 business days. Some of the
responses were not included in the study due to missing information in the
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surveys and the presence of outliers so that the analyses would be accurate. As
a result, the data obtained from 140 surveys were analyzed.

2.4. Research Instrument

The scales used in this research are explained below. First, an item
analysis was performed and Cronbach alpha reliability coefficients of the
surveys were examined. Both exploratory and confirmatory factor analysis
were used to test the reliability of the scales. Additionally, the content,
convergence and divergence validities were evaluated. In order to provide face
validity, surveys were translated and back-translated. As the surveys were in
different languages, they were first translated to English by experts and then
were translated back to the original language. No semantic shift was
determined.

Organizational Learning: The first section of the survey was adapted
from Baker&Sinkula in order to measure organizational learning and its
dimensions (Sinkula, 1997, Naktiyok ve Iscan, 2014). 11 items were considered
in terms of shared vision and open-mindedness dimensions. The Cronbach
alpha for reliability value was found to be 0.88 which supports that the scale
provides a reliable measurement. One of the benefits of the scale is the ease of
evaluation due to having less items.

Employee empowerment: The second section of the survey aims to
measure the levels of pscyhological employee empowerment of employees. 6
questions, measuring the psychological empowerment level, were adapted from
the survey developed by Spreitzer (1995). The Cronbach alpha reliability value
was found to be .83 which indicates that the scale provides a reliable
measurement of job satisfaction attitude.

Innovation: The scale for measuring innovation consists of 24 items.
This scale was adapted from Vila & Kuster (2007) departing from Henard &
Szymanski’s (2001) research. In this scale, organizational innovation is
addressed in four dimensions that are; product innovation, strategy innovation,
process innovation, and market innovation. After the adjustments made, there
are 3 questions on product innovation, 3 questions on strategic innovation, 3
questions on process innovation, and 3 questions on market innovation. The
Cronbach alpha reliability of the scale was found to be .89. All the scales used
are 5-point Likert scales ranging between 1: very bad and 5: very good.

Confirmatory factor analysis was performed to test the structural validity
of the scales used and the results of the test are presented in Table 1a and
Figure 2,3,4. Overall, all the scales had a high level of validity.

3. ANALYSIS AND FINDINGS
27.4% of the participants were in the 25 years of age and below, 39.5%

were in the 24-40 age group, and 33.1% were above 40 years of age. Also,
61.2% of the participants were males and 38.8% were females.
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LISREL 9,1 packet program was used to perform a confirmatory factor
analysis on the data collected to determine the dimensions of variables. After
the confirmatory factor analysis, path analysis was conducted with a structural
equation model and hypotheses test results are presented.

Table 1a: Goodness of Fit Indexes Obtained in the Confirmatory Factor
Analyses

X2 (sd) x2/sd CFI/GFI NFI AGFI RMSEA

Organizational 67,61 43 1,57 0,98/0,92 095 088 0,064
Learning

Employee 14,02 7 2,00 0,99/0,97 098 090 0,085
Empowerment

Innovation 76,13 48 1,58 0,97/092 092 0,86 0,065

Table 1b: Goodness of Fit Index Acceptance Values

Goodness Definition Good Values of Fit Acceptable
of Fit Unit Fit Values
x2 /df Aims to reduce the senstitivity | x2 /df<2 X2 /df <5
of x2 statistics in sampling size.
RMSEA The unit that can be used to 0.00sRMSEA<0.05 0.05 < RMSEA
prevent rejection of a model < 0.10

with a big sampling size, based
only on x2 statistics.

AGFI An index used to eliminate the | 0.90 < AGFI<1.00 0.80 < A GFI
deficiency of GFI test in a big < 0.90
sampling volume.

CF1 Compares the fitness of the 0.95< CFI<1.00 0.90 < CFI
current model with the < 0.95
hypothesis model that

constrains the correlation and
covariance between the latent
variables to zero.

NFI This index measures the 0.95 <NFI< 1.00 0.90 < NFI
compatibility of the proposed < 0.95
model with the null
hypothesis. Also, it measures
the goodness of fit between
models.

Source: Schermelleh-Engel and Moosbrugger, 2003; Simsek, 2007.
According to Table 1a, all the variables showed a good fit in the

confirmatory factor analysis. Figure 2,3 and 4 presents findings related to the
concepts in the research model:
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Figure 2: Standardized Values of Organizational Learning Dimensions in
Confirmatory Factor Analysis
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Chi-Square=67.61, df=43, P-value=0.00969, RMSEA=0.064
vision=shared vision; open=open-mindedness

According to Figure 2, none of the standardized values were found to be
over 1. Also, t-values were evaluated and as the goodness of fit values were
good, all the questions were included in the mode. In figure 3, CFA analysis
results related to employee empowerment are presented.

Figure 3: Standardized Values of Employee Empowerment in
Confirmatory Factor Analysis
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Chi-Square=14.02, df=7, P-value=0.05085, RMSEA=0.085
empow=employee empowerment
In figure 3, no standardized value over 1 was found. t-values were

evaluated and as the goodness of fit values were good, all the questions were
included in the model. However, in order for fitness to increase, questions 3,4,
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and 5 were modified and tied, then included in the model. CFA analysis results
related to innovation are presented in figure 4.

Figure 4: Standardized Values of Innovation Dimensions in
Confirmatory Factor Analysis
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Chi-Square=76.13, df=48, P-value=0.00599, RMSEA=0.065

process=process innovation, strategy=strategy innovation, market=market
innovation, and product=product innovation

There were no standardized values over 1 according to figure 4. Also, t-
values were evaluated and fitness values were good. Therefore, all the questions
were included in the model.

Statistical values and correlation coefficients of the variables in the study
are presented with Cronbach alpha values presented in the corner in table 3:

Table 2: Descriptive Statistics and Correlation Coefficient of the Variables

Variable Mean St. 1 2 3 4 5 6 7
Dev.

1-Shared 3,64 0,86 1

vision

2-Open- 3.12 0,97 ,627" 1

mindedness

3-Employee 4,30 0,85 4497 360" 1
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Empowerment

4-Process 3,38 0,72 , 319,345 174 1

innovation.

5-Strategy 3,35 0,68 217 ,326™  ,253™  ,448™ 1

Innov. 3,61 0,78 ,292 245,291,417 ,493" 1
6-Market

Innov.

7-Product 3,70 0,79 , 250,248 273" ,451* ,415%,703" 1
Innov.

** Correlation is significant at the 0,01 level. * Correlation is significant at the
0,05 level.

When table 2 is examined, it can be seen that all the variables in the
study are interrelated. All the dimensions of innovation and employee
empowerment have significant and positive relationships. However, these
relationships are not strong. There are significant and positive relationships
between the shared vision and open-mindedness dimensions of organizational
learning and all the dimensions of innovation. Additionally, significantly positive
relationships were determined between employee empowerment and open-
mindedness and shared vision.

The model as a whole and whether the hypotheses are confirmed can be
tested with a path analysis. The abbreviations used are; vision=shared vision;
open=open-mindedness, empow=employee empowerment, process=process
innovation, strategy=strategy innovation, market=market innovation, and
product=product innovation. The results of the path analysis with goodnes of fit
values and regression coefficients are presented in figure 5:

Figure 5: Path Analysis Results of tehe Research Model (Standardized)

el [= 026
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RMSEA= 0,088
x2=570.35 p=0,000 sd=360 X2/ sd=1,58
NFI=0,88 GFI=0,91 AGFI= 0,85 CFI=0,95

Variable beta coefficients and goodness of fit values of the model are
presented in figure 5. Although a perfect fit is not seen in all indexes of the
research model, it still presents an acceptable fit. Also, t-values of the
hypotheses are presented in figure 6. The relationship in the red t=values is not
significant.

Figure 6: t-Values of the Research Model

According to figure 6, there is no significant relationship between
employee empowerment and process innovation, as well as employee
empowerment and product innovation. In all the other paths, significant
relationships were determined. According to the findings obtained, hypotheses
related to direct effects are presented in Table 3:

Table 3: Hypotheses Test Results

Path Hypothesis Standardized Result
open_y, empow Hia 0,55* Accepted
visioné empow Hip 0,60%* Accepted
open process Hza 0,57* Accepted
open9 strategy Hap 0,51* Accepted
openz market Hac 0,47* Accepted
open s, product Haq 0,35* Accepted
vision process Hsa 0,32%* Accepted
vision > strategy Hap 0,27* Accepted
vision > market Hsc 0,31%* Accepted
ViSiOIl% product Haiq 0,30%* Accepted
empow.s, ~ process Hisa 0,36 Rejected
empow s,  strategy Hap 0,62* Accepted
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empow_s, market Hyec 0,58 Rejected
empow_s, product Haq 0,55* Accepted
open s, - empoy process Hsa 0,21 Rejected
open emp strategy  Hsp 0,10*(madiate) Accepted
opens, empoy market Hs 0,18 Rejected
opens, empo product Hsq 0,13*(madiate) Accepted
vision empoy prcess Hea 0,00 Rejected
vision |, empaw strtegy Hepb 0,09*(madiate) Accepted
vision emp market Hec 0,14 Rejected
vision 1y, empow prduct Heq 0,24*(madiate) Accepted

According to table 3, Hi, Hz, H3 hypotheses were all (a,b,c,d) accepted.
Therefore, in direct effects, all were accepted except for the effect of employee
empowerment on process and market innovation.

When testing the mediator role, in order to have the mediator role of job
satisfaction in the effects of level of burn out on social loafing of employees,
there are three conditions need to be met in the analysis, according to (Baron
and Kenny, 1986):

1- Independent variable should have a direct effect on the mediator
variable.

2- Independent variable should have a direct effect on the dependent
variable.

3- When the mediator variable is included in the regression analysis, the
regression coefficient of the independent variable on the dependent variable
should decrease and the mediator variable should have a significant effect on
the dependent variable (Turunc ve Celik, 2010, s.183, Yildirinm ve Karabey,
2017,s.571).

When figure 2 and table 4 are examined considering these conditions, it
is seen that the mediator variable which is job satisfaction, does not have a
direct effect on social loafing. Therefore, Hsasp5c were rejected. Althought all
dimensions of burn out have a direct effect on the increase of negative social
loafing, there is no effect of job satisfaction. Therefore, there is no mediator
role.

When figure 6 and table 3 are examined, it can be seen that employee
empowerment does not have a direct effect on process and market innovation.
Therefore, there is no mediator role of employee empowerment in the effect of
shared vision and open-mindedness on process and market innovation. In
indirect effects, Hs,, Hsc Hea and Hec hypotheses were refuted. On the other hand,
hypotheses of strategy and product innovation that are affected directly by
shared vision and open-mindedness were tested. Test results showed an
indirect effect and the coefficients are presented in table 3. Therefore, Hsp,, Hsq,
Heband Heq hypotheses were accepted.
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4. CONCLUSION and DISCUSSION

There were 140 participants in the study conducted in an organization
manufacturing in Kayseri and exports rugs to more than 50 countries.
According to the results, 16 hyptheses were accepted and 6 hyptheses were
refuted. The analysis of the responses showed that mean for shared vision
dimension was 3.64 whilke open-mindedness was 3.12. Although the mean is
not high, it can be said there is a learning directionality. The mean for employee
empowerment was high with a value of 4.30 while process innovation was 3.38,
strategy innovation 3.35, market innovation 3.61, and product innovation was
3.70. This indicates the presence of innovation in the organization.

In fact, almost every organization learn from its environment and
innovates at a certain level to survive. The purpose of this study is show how
organizational learning and employee empowerment levels affect innovation.
The structural equation model analysis performed within this scope showed as
the level of shared vision and open-mindedness increases, all the dimensions
(process, strategy, market, and product) of innovation increase. Timuroglu
(2010) investigated innovation as a one dimension and determined that
learning directionality affects innovation. Similarly, Calantone et al. (2002), and
Hult et al. (2002) determined that relationship of learning directionality and
innovation. Paying attention to ideas, sharing of information, having an
innovative vision, and embrace of the vision by employees create an
envirotnment that boosts innovation in organizations.

When the model where the level of employee empowerment affects
innovation is evaluated, it can be seen that employee empowerment does not
affect process and market innovation. In fact, this is not an expected result. The
reason for this result can be explained by the fact that the study was conducted
with factory employees. It is possible employees had not perceived market
innovations completely and that their awareness of process innovations may be
low. However, as the level of employee empowerment increased, both the levels
of strategic innovation and product innovation increased. This was an expected
result. A study conducted by Spreitzer (1995) where the participants consisted
of 393 managers in Fortune 50 companies demonstrated that employee
empowerment increases innovation in a study he conducted. So, team work,
being involved in decision making, regular training of employees, a
decentralized structure support innvoation.

One of the important results of this study is that employee
empowerment plays a mediator role on the effect of shared vision on strategy
and product innovation. In organizations where organizational learning
structure is embraced, employee empowerment increases and leads to an
increase on strategy and product innovation. This supports the hypotheses.
Sharing and embracing vision in an organization increases involvement in
decisions, training, and decentralized structure which leads the organization to
innovate on its strategy and products to compete in the market.
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Another result is the mediator role employee empowerment plays on the
effect of open-mindedness on strategy and product innovation. In other words,
putting emphasis on opinions and sharing information affect the training and
involvement of employees in decisions positively. This would lead to an increase
on the innovation of strategy and product.

The results of this study provides information to managers on how to
increase innovation which is one of the keys for success. The research and
development practices and engineering activities are crucial for innovation.
However, it is not possible to innovate with only these activities. Organizational
structures need to be supported with certain applications. Within this context,
organizations should improve their learning directionalities and adopt
organizational learning. Additionally, they need to apply employee
empowerment practices within their organizations. Applications such asaA
decentralized structure, involvement in decisions, sharing risks and
responsibilities, team work, storing and sharing information would benefit
organizations in terms of innovation. Leaders of developing countries search for
ways to increase innovation in their countries. Within this scope, the results of
this study is also important for them. Governments should increase
environments to provide information to organizations and improve
organizations’ visions. In addition to this, governments should provide financial
and educational support for organizations which implement employee
empowerment.

This study is not without limitations. As this study was conducted with
only one factory employees, the data obtained is limited. It would be beneficial
to conduct this study with employees from different organizations. Also, this
study was perceptual as instant data collection was used. For future research,
identification of organizations’ innovations and determination of organizational
learning indicators over a period of time is recommended.
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Ozet

Orgiitlerde stratejik basarinin anahtarlar arasinda degisim ve inovasyon
bulunmaktadir. Bu yenilik bazen liiriinde bazen stratejide bazen de baska bir
stiregte olabilir. Ancak yenilik¢i bir érgiit olmak goérildiigii gibi kolay degildir.
Inovasyon sadece bir takim miihendislik faaliyetleriyle gerceklestirilemez. Bunun
yani sira sirekliligi ve ticarilestirilmesini saglamak gereklidir. Bu nedenle
inovasyon drgiitsel bir faaliyettir ve tiim drgiitii ilgilendirir. Bu arastirma, yeniligi
artiracak bir érgiitsel yapinin olusturulmasti icin 6nem arz etmektedir. Dolayisiyla
bu arastirmada orgiitsel 6grenmenin inovasyonu nasil etkiledigi ve bu etkide
personel giiclendirmenin nasil bir rol oynadigini ortaya koymak amaglanmustir.

Kayseri ilinde iiretim yapan ve 50°den fazla iilkeye halilarini satan bir
isletmede gergeklestirilen arastirmaya 140 c¢alisan katilmistir. Arastirmanin
sonuglarina gére 16 hipotez kabul edilmis, 6 hipotez ise reddedilmistir. Cesitli
kademelerde calisanlarin verdigi cevaplara yapilan analiz sonuglarina gére
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orgiitsel 6grenme alt boyutlarindan paylasilan vizyon ortalamast 3,64, acik
gértsliiliik ise 3,12 dir. Bu duruma gére ortalama olarak yiiksek olmamakla
beraber égrenme yénliiliigiin varligindan séz edilebilir. Bunun disinda personel
gliclendirmenin ortalamasi 4,30’la oldukga yiiksek cikmistir. Diger taraftan siire¢
yeniligi 3,38, strateji yeniligi 3,35, pazar yeniligi 3,61ve lirtin yeniligi ise 3,70 dir.
Bu durum édrgtitte inovasyonun var oldugunun gdstergesidir.

Aslinda hemen her érgiit hayatta kalabilmek icin yasadigi cevreden
ogrenir ve belirli diizeyde yenilik yapar. Bu arastirmada asil ortaya konmak
istenen érgiitsel 6grenme ve personel giiclendirme diizeyinin inovasyonu nasil
etkiledigidir? Bu baglamda gergeklestirilen yapisal egsitlik modellemesi analizine
gére paylasilan vizyon ve agik gériisliiliik diizeyi arttikca, inovasyonun tiim alt
boyutlarinin (stireg, strateji, pazar ve iiriin) diizeyi artmaktadir. Timuroglu
(2010) yaptigi arastirmada yeniligi tek boyut olarak ele almis ve dgrenme
yénliiliigiin yeniligi etkiledigi sonucunu tespit etmigstir. Benzer sekilde Calantone
vd. (2002) ve Hult vd. (2002) égrenme yénliiliik ile yeniligin iliskilerini ortaya
koymuslardir. Orgiitlerde fikirlere énem verilmesi, bilginin paylasilmast, vizyonun
yenilik¢i olmast ve c¢alisanlarin vizyonu benimsemesi gibi durumlar yeniligi
artiracak bir ortam sunar.

Personel giiclendirme diizeyinin inovasyonu etkiledigi modele bakildiginda,
personel giiclendirmenin siire¢ ve pazar yeniliginin etkilemedigi gériilmektedir.
Aslinda bu beklenen bir sonug degildir. Bunun nedeni olarak arastirmanin genel
olarak fabrika c¢alisanlart iizerinde gerceklestirilmis olmast gésterilebilir.
Calisanlarin, pazardaki yenilikleri tam olarak dogru algilamamigs olabilmeleri ve
ayrica sireglerle ilgili  yeniliklerin  farkindaliginin ~ diisiik  olmasindan
kaynaklanabilir. Buna karsin personel giiclendirme diizeyi arttikca hem stratejik
yenilik diizeyi hem de iiriin yeniligi diizeyi artmistir. Bu beklenen bir sonuctur.
Spreitzer (1995) Fortune 50 listesinde yer alan isletmelerden 393 yodneticiyi
kapsayan calismasinda personel giiclendirmenin inovasyonu artirdigini ortaya
koymustur. Yani takim ¢calismasi, kararlara katilim, ¢calisanlarin diizenli egitimi,
adem-i merkeziyetci yapi inovasyonu destekler niteliktedir.

Arastirmanin énemli sonuglarindan birisi de paylasilan vizyonun, strateji
yeniligi ve iiriin yeniligine etkisinde personel giiclendirmenin oynadigi araci
roldiir. Oyle ki érgiitsel 6grenme yapisina sahip isletmelerde personel giiclendirme
artmakta, personel giiclendirme ise strateji yeniligi ve liriin yeniligini
artirmaktadir. Bu durum hipotezleri desteklemektedir. Orgiitte vizyonun
paylasiimast ve benimsenmesi beraberinde kararlara katilimi, egitimi, adem-i
merkeziyetgiligi  artirmaktadir. Bunun neticesinde érgiit rekabete ayak
uydurabilmek icin stratejisini ve iiriinlerini yenilemektedir.

Bir diger sonug ise agik gértsliiliigiin, strateji yeniligi ve lrtin yeniligine
etkisinde personel gliclendirmenin aracit rol oynamasidir. Daha acik bir ifade ile
fikirlere énem verilmesi, bilginin paylasilmasit beraberinde ¢alisanlarin egitimini
ve kararlara katiimi olumlu olarak etkiler. Bu durumda strateji ve iiriin
yeniliginin artmasina vesile olur.

Bu g¢alismanin sonuglar1 6rgiit yéneticilerine, basarinin en dénemli
anahtarlarindan birisi olan inovasyonu artirmak icin yol géstermektedir.
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Inovasyon icin arge arastirmalarinin ve miihendislik faaliyetlerinin 6nemi
tartisiimazdir. Ancak sadece bu faaliyetlerle inovasyon yapmak miimkiin degildir.
Orgiitsel yapilarin bir takim uygulamalarla desteklenmesi gerekmektedir. Bu
baglamda orgiitler égrenme yénliiliiklerini gelistirmeli ve orgiitsel 6grenmeye
sahip olmalidirlar. Bunun yani sira personel giiclendirme uygulamalarini
orgiitlerinde uygulamalidirlar. Yani adem-i merkeziyetci bir yapi, kararlara
katilim, riski ve sorumlulugu béliismek, takim ¢alismasi, bilginin depolanmasi ve
paylasimi gibi uygulamalar yenilik ile ilgili faydalar sunacaktir. Ayrica gelismekte
olan iilkelerin yoneticileri, lilkelerinde inovasyonu artirmanin yollarini
aramaktadir. Bu baglamda bu arastirmanin sonuglart onlar icinde énemlidir.
Hiikiimetler érgiitlere bilgi sunacak ortamlari artirmali ve drgiitlerin vizyonlarini
gelistirmelidir. Bunun yani sira personel giiclendirme uygulayacak orgiitleri
maddi olarak ve egitimsel olarak desteklemelidir.

Her calisma gibi bu ¢alismanin da bazi sinirliliklar: vardir. Bu ¢calismada
alan aragstirmast yalnizca bir fabrikanin ¢alisanlari lizerinde gergeklestirilmis
olup, elde edilen verilerle sinirlidir. Gelecekteki arastirmalarin farkli isletmelerde
yer ¢alisanlar lizerinde gerceklestirilmesi yararl olacaktir. Ayrica bu arastirma
anlik veri toplama ile algisal olarak gerceklestirilmistir. Gelecekte yapilacak
calismalara yillara yaygin olarak orgiitlerin yaptigi yenilikleri tespit etmek ve
orgiitsel grenme gdstergelerini ortaya koymak énerilir.
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