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From the Editor

In today’s quickly shifting commercial environment, businesses are up
against a plethora of issues that require them to be adaptable and creative
in their response. This editorial introduction provides a selection of
interesting essays that explore many facets of management and strategy
from a variety of perspectives. The publications under consideration shed
light on important subjects like leadership competency, strategic digital
management in family businesses, organizational agility in the face of
environmental change, and mindfulness in marketing.

In the first paper, “Bibliographic Analysis of Mindfulness Concept
in Marketing Literature” by ilkay Karaduman, the author delves into
the expanding relationship between mindfulness and marketing. The
findings of the study show that there is a growing acknowledgment of
the mindfulness theory and practices within the field of marketing. This
was discovered through an in-depth bibliographic analysis of publications
found within the Web of Science Core Collection Database. The findings
not only highlight the need of incorporating mindfulness into marketing
strategy, but they also give insightful information that can be useful to both
marketing professionals and marketing researchers.

Next, “Leadership Competency and Employee Performance in
Organizations” by Sezer Ayaz and Ahmad Noman Haidari investigates
the significant function that leadership competency plays in the fast-paced
and ever-changing modern workplace. The study analyzes how managerial
leadership qualities influence ethical conduct, human capital growth, and
communication competency. In order to do this, quantitative research
methods were utilized in the research. The findings highlight the favorable
influence that management competence, ethical behavior, and increased
communication skills can have on employee performance, and they offer
practical consequences for supervisors and businesses.

The topic of the third piece, titled “Strategic Digital Management in Family
Businesses” and written by Ebru Karpuzoglu, is the shifting environment
that family businesses face in today’s world as a result of advances in
technology. Because digitization is affecting both the culture of the



workplace and the operations of businesses, strategic digital management is
becoming an increasingly important management philosophy. This article
discusses the issues that are associated with sustainability, ego conflicts,
individual interests, and nepotism. It also stresses the significance of
strategic digital management in preparing family businesses for unmanned
management. The article is useful to practitioners and makes a contribution
to the body of research already done in this field since it offers novel
insights and fills a strategic void.

Last but not least, “Adapting to Environmental Change: The Importance
of Organizational Agility in the Business Landscape” by Zafer Cakmak
focuses on the important role that organizational agility plays in successfully
navigating an environment that is both uncertain and constantly changing.
The research highlights the significance of organizational agility as a
means by which businesses may adjust to the unpredictability of their
environments and acquire a competitive advantage. The essay provides
a framework for future research while also bringing together previously
acquired knowledge through its examination of the relationship between
organizational agility and environmental turbulence.

These papers, when taken as a whole, make a contribution to the field
of management and strategy by addressing important problems that are
now being addressed by businesses. Whether it be the incorporation of
mindfulness into marketing practices, the enhancement of leadership
competencies, the adoption of strategic digital management in family
businesses, or the cultivation of organizational agility, the studies provide
valuable insights and practical implications not only for professionals
but also for researchers. Mindfulness, marketing, leadership competency,
employee performance, strategic digital management, family businesses,
organizational agility, and environmental change are some of the keywords
that come to mind while thinking of these concepts.

Finally, once again we are very grateful to our colleagues, the Rector of
IAU, Prof. Dr. Yadigar Izmirli and to Associate Professor Dr. Mustafa
Aydin, President of IAU, for their continued support for the FCPE.

Prof. Dr. Celal Nazim irem
Editor



Ilkay KARADUMAN

Bibliographic Analysis of Mindfulness Concept in Marketing
Literature

Ilkay KARADUMAN!

ABSTRACT

In this study, the bibliographic analysis was used to examine the publications
that relate marketing to the approach of mindfulness, which has been on the
agenda inrecent years in the literature, especially in the fields of psychology
and health care. The study examined publications in the Web of Science
Core Collection Database. 291 publications originating between 1990 and
March 2023 were included in the study. The quality of the collected data
was first assessed in the analyzes performed with the Biblioshiny software
using the R Based Bibliometrix database. Then publication trends, country
analyzes, keyword analyzes, and topic analyzes were performed. The
results of the study show that the philosophy and practices of mindfulness
are becoming increasingly important in the field of marketing. The results
of the study are relevant to both marketing practitioners and marketing
scholars.

Keywords: Mindfulness, Marketing, Bibliometric Analysis

! Prof. Dr. Istanbul Aydin University, Department of Aviation Management, ilkaykaraduman@aydin.
edu.tr, Orcid: 0000-0003-4314-7590 *Research Article, Received: 23.03.2023, Accepted: 17.04.2023.
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Pazarlama Literatiiriinde Bilin¢li Farkindahk Kavraminin
Bibliyografik Analizi

(0Y4

Bu calismada bibliyografik analiz aracilifiyla literatiirde son yillarda
giindemde olan 6zellikle psikoloji ve saglik alaninda yayinlara konu olan
bilingli farkindalik yaklasimiyla pazarlamay: iliskilendiren yaymlarin
analizi gercgeklestirilmistir. Calisma kapsaminda Web of Science Core
Collection Veri Tabaninda bulunan yaymlar incelenmistir Calismaya
1990 ve Mart 2023 arasinda yapilan 291 yayin dahil edilmistir. R Tabanli
Bibliometrix veri tabaninin kullanan Biblioshiny yazilimi araciligiyla
yapilan analizlerde ilk 6nce toplanan verinin kalitesi degerlendirilmistir.
Ardindan yayin trendleri, iilke analizi, anahtar s6zciik analizi, topic analizi
yapilmistir. Calisma sonuclar1 Ozellikle bilingli farkindalik felsefesi
ve pratiklerinin pazarlama alaninda artarak onem kazandigini gosterir
niteliktedir. Aragtirmanin bulgularinin hem pazarlamauygulayicilarthemde
pazarlama akademisyenleri agisindan 6nemli oldugu degerlendirilmektedir.

Anahtar Sézciikler: Bilingli Farkindalik, Pazarlama, Bibliyometrik Analiz
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INTRODUCTION

It is said that the origin of the mindfulness approach is based on ancient
eastern and Buddhist philosophy. (Physiopedia, 2023). Recently, it has
gained popularity in the Western world as a way to cope with the stress
of modern life (Venkatraman, 2022). Mindfulness helps to lower stress
levels and increase an individual’s sense of happiness. As the benefits of
mindfulness have become more widely recognized, companies have begun
to explore how mindfulness can be used in marketing.

Marketing is an ever-evolving field where companies are constantly
looking for new ways to connect with their customers and stand out in
a crowded marketplace. Mindfulness can be identified as a potential
tool for enhancing marketing efforts by fostering more authentic and
meaningful relationships between firm and its’ prospects. By incorporating
mindfulness into marketing strategies, businesses may be able to create a
more meaningful experience for their customers (Dutton, 2023), potentially
leading to increased customer satisfaction and loyalty.

One way thatmindfulness has been used in marketing is through mindfulness
interventions for consumers. These interventions are designed to improve
the well-being of customers and create a more positive experience
with the brand. As an example, in their study Ben Haobin et al. (2021)
investigated the effect of hotel servicescape on customer awareness and
brand experience. It would not be wrong to mention the existence of many
mindfulness practices that have not been reflected in academic studies on
consumer experience in businesses.

Another way that mindfulness has been used in marketing is through
mindfulness-based marketing strategies (Ndubisi, 2012). These strategies
are designed to create more meaningful interactions with customers and
build stronger relationships between the brand and the consumer. For
example, Mindful advertising (Chab, 2009), with an alternative perspective,
can minimize the interpretative variability between advertisers at the
studios and audiences from different cultures.

The impact of mindfulness on consumer behavior is another area that has
been explored in the literature (Brunel and Dong, 2006). Mindfulness
can also lead to increased empathy and understanding of the consumer’s
needs, which can help businesses to create more personalized and relevant
marketing campaigns. In their study Flavian et al. (2020) focused on
mindfulness in implementing mobile payment systems in order to better

Florya Chronicles of Political Economy - Year 9 Number 1 - April 2023 (1-15) 1
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understand consumer behavior.

In this study, a bibliographic analysis was conducted on publications at
the intersection of mindfulness and marketing. Publications found in the
WOS Core Collection Database were compiled and analyzed using the
Biblioshiny application, which utilizes R-based Biblimetrix infrastructure.

LITERATURE REVIEW

Recently, academic attention to mindfulness has been increased in the
marketing literature as a potential strategy to improve consumer behavior
and marketing effectiveness.

More recently, several studies have explored the potential benefits of
mindfulness for marketing professionals. As mentioned by Kumar et al
(2023),inrecent years, there has been growing scholarly interest in exploring
the theoretical frameworks of mindful marketing and consumption. This
is likely attributable to the heightened focus on environmentalism within
both corporate and consumer spheres, prompting researchers to investigate
how mindfulness can be incorporated into marketing practices as a means
of promoting more sustainable and ethical consumption behaviors.
Malaysian researcher Ndubisi (2012) analyzed the effects of mindfulness-
based marketing tactics on relationship quality in small healthcare
companies. Author discovered that customer orientation, communication,
and competence are significant aspects of customer satisfaction and
relationship quality, and that customer satisfaction partially mediates the
link between mindfulness-based marketing techniques and relationship
quality. The study proposes that healthcare service providers and service
sectors as a whole may improve relationship quality via the implementation
of mindful marketing methods.

Gordon and Schaller (2014) investigated the notion of mindfulness in
market analysis and its implications on an entrepreneurial mentality during
opportunity appraisal in their study. The authors provide a comprehensive
account of mindful market analysis and propose moderating effects on the
links between personal and psychological characteristics and opportunity
evaluation-related information processing results. The research focuses on
the function of market analysis in opportunity appraisal and contributes
to an understanding of entrepreneurs’ intrapersonal cognitive processes.
Bayraktar and Ndubisi (2014) developed a conceptual framework to
characterize the influence of organizational awareness on the globalization



Ilkay KARADUMAN

process and global market performance of businesses. The authors believe
that organizational awareness has a substantial impact in the introduction
of enterprises into international markets, their worldwide expansion,
and their global market performance. The study emphasizes the need of
establishing conscientious organizations in order to grow operations into
global markets and attain ideal global market performance.

Uslay and Erdogan (2014) established and investigated the notion of
Mindful Entrepreneurial Marketing (MEM) and its function as a mediator
between production and consumption in their study. They hypothesized
that the combination of mindfulness and entrepreneurial marketing may
lead to more attentive production and consumption patterns and eventually
increase the efficiency of markets, hence enhancing social welfare. The
report provides a basic taxonomy for identifying mindful production and
consumption habits and MEM project prospects. This is the first work to
focus on the MEM construct, contributing to the literature on mindfulness,
mindful marketing, entrepreneurial marketing, and marketing in general.
The paper by Lam et al. (2023) describes a field experiment that investigates
the impacts of social marketing interaction utilizing service-dominant
logic (S-D logic) and mindfulness practice. Using a pretest/posttest control
group approach, the study assessed five dependent variables related to the
effects of mindfulness practice using 72 participants. The results revealed
substantial variations in the co-creation of value across groups, indicating
that S-D logic and social marketing can facilitate positive behavioral change
by promoting positive co-creation of value. The study emphasizes the
significance of experimental transdisciplinary research for comprehending
and enhancing human behavior.

RESEARCH METHODOLOGY

Research Questions and Objectives

Since the 1990s, the mindfulness approach has been the subject of
various applications in the field of marketing. Parallel to this, it is seen
that publications started in the marketing literature from the same years.
The main purpose of this study is to make a bibliometric analysis of the
literature on mindfulness and marketing and to examine the literature
in this field in depth to identify current trends and areas that may be the
subject of subsequent research.

This study will seek answers to the following research questions:

What are the research trends at the intersection of mindfulness and
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marketing research fields?

What are the most frequently used keywords in mindfulness and marketing
research?

What are the publications, authors and countries that shape mindfulness
and marketing research?

Data Collection

To conduct bibliometric analysis data collected from the “Web of Science
Core Collection Database”. The search was conducted using the keywords
“mindfulness” and “marketing” as search terms, and the search was limited
to articles published between 1990 and March 2023.

The following inclusion criteria were applied to determine the publications
to be included in the study:

* Articles published in peer-reviewed journals and proceeding books, book
chapters.

* Publications written in English language.

* Publications that focused on the application of mindfulness in the field
of marketing.

The search resulted in a total of 291 publications that met the inclusion
criteria for this study. The publications included journal articles, conference
proceedings, and book chapters.

The data were downloaded from the Web of Science database as raw data,
imported into the Biblioshiny application, downloaded as excel file and
manually controlled to increase the quality of the data. After data cleaning
process, final data uploaded to Biblioshiny as a Bibtex file.

Overall, the use of the Web of Science database and the rigorous inclusion
criteria ensured that the data used in this study were of high quality and
reliability. The analysis of these data using the Biblioshiny application
allowed for a comprehensive and in-depth exploration of the literature on
mindfulness and marketing, and provided insights into the main trends,
patterns, and research areas in this field. In Figure 1, the quality of the data
used for the research can be seen:
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Figure 1: Data Quality

Metad, D Pt Missing Counts Missing %  Status

AU Author 0 0.00

CR Cited References 0 0.00

oT Document Type 0 0.00

SO Journal 0 0.00

LA Language 0 0.00

NR Number of Cited References 0 0.00

WC Science Categores 0 0.00

mn Tite 0 0.00

TC Total Citation 0 0.00

c1 Affiiation 3 1.03 Good
RP Cormresponding Author L] 1.72 Good
AB Abstract 8 2.7% Good
o] DOI 18 6.19 Good
PY Publication Year 18 6.19 Good
OE Keywords 0 10.31 Acceptable
0 Keywords Plus 39 13.40 Acceplable

In the creation of the figure above, the software makes an evaluation over the
missing value. Variables with no missing value are considered “excellent”,
those with a low number of missing values are considered “good”, and
those with a moderate missing value are considered “acceptable”. In this
study, there is no data variable with a high level of missing value and
evaluated as “poor”.

Data Analysis

The bibliometric analysis of the literature on mindfulness and marketing
was conducted using the Biblioshiny application within the Bibliometrix
package in R. In this study, four main bibliometric analyses were conducted:
publication trend analysis, country analysis, keyword analysis, and topic
analysis.

Publication trend analysis:

When the publications in the field of mindfulness and marketing were
analyzed within the scope of the study, it was seen that the most publications
were made in the Journal of Business Research (7 Publications), Journal
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of Marketing and Entrepreneurs (7 Publications) and Sustainability (7
publications). The results are in Figure-2.

Figure 2: Most Relevant Sources

Most Relevant Sources

Bowces

0

0

N of Docurments

Figure-3 shows the authors most interested in mindfulness and marketing.
Ndubisi N.O. is the author with the most publications in this field with 12
publications. In second place is Loureiro S.M.C. with five publications.
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Figure 3: Most Relevant Authors

Most Relgvant Aunors
o
0
0
<
' 0
0
0
) A
(3
0
N of Documersy

Developed by Lotka (1926), Lotka’s Law examines author productivity
through the relationship between the number of authors and the number
of documents they write. The dashed line in Figure 4 shows Lotka’s Law.
When the figure is examined, it is seen that the publications examined in
this study are also in compliance with the Lotka Law.

Figure 4: Author Productivity through Lotka Law

Author Productivity through Lotka's Law
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Country Analysis

To identify the countries that have contributed the most to the literature
on mindfulness and marketing, a country analysis was conducted. The
analysis showed that the United States has produced the most publications
on this topic, followed by Australia, the United Kingdom and Canada.
This suggests that English-speaking countries have been at the forefront of
research on mindfulness and marketing, and that there may be opportunities
for international collaboration and knowledge sharing in this area.

Figure 5: Corresponding Author’s Countries

Correspondmg Author's Countries
[E— 0 |
[—
O —
[ ——
[ —
 —
[ —
[— R
- o -
| o -
—
| —-—
|
-
[ —
| -— Eas)
‘- &
i
Keyword Analysis

Toidentifythemostfrequentlyusedkeywordsintheliterature onmindfulness
and marketing, a keyword analysis was conducted. The analysis showed
that the most commonly used keywords were “mindfulness”, “marketing”,

“performance”, “mediation”, and “behavior”. This suggests that these
concepts are central to the literature on mindfulness and marketing, and
that they may be important areas for further investigation.
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Figure 6: Wordcloud
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Topic Analysis

By conducting topic analysis, it is aimed to identify the main research
areas for the research subjects. Trend topics can be seen in Figure-7 below.

Figure 7: Trend Topics

Trend Topics
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In Figure-8, the Co-Occurrence Network for author keywords used in
publications at the intersection of mindfulness and marketing is seen.

Figure 8: Co-Occurrence Network
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CONCLUSION
Theoretical and Practical Implications

Within the scope of this research, 291 publications at the intersection
of marketing and mindfulness, included in the Web of Science Core
Collection, were discussed. These publications were analyzed through the
Biblioshiny software using the R-Based Bibliometrix database.

The data analysis revealed several interesting findings, including
publication trends over time, the most prolific authors and countries in
the field, the most frequent keywords and co-occurring keywords, and
the most commonly co-cited references. The topic analysis identified
several key research areas and themes in the literature on mindfulness
and marketing, including performance of mindfulness applications in
marketing, mindfulness and customer behavior etc.

This study has some limitations that should be considered when evaluating
the results. First limitation of the study is related to data source. Other
databases can be considered for further studies.

One other limitation of the study is related to the search terms. The
analysis was conducted using a specific set of search terms “mindfulness”
and “marketing” which may have excluded relevant publications that used

10
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different terminology or keywords. Also, language can be accepted as a
limitation. The analysis only included publications in the English language,
which may have excluded important studies published in other languages.
The other limitations of the study be listed as quality assessment, data
interpretation and narrow focus.

It is assessed that, despite the listed limitations above this study’s theoretical
and practical implications may provide useful insights and guidance for
researchers, practitioners both in mindfulness and marketing field.

Recommendations for Further Studies

In subsequent studies, researchers can search on different data sets to be
obtained from different databases such as Google Scholar and Scopus. In
addition, different keywords to be selected from both fields can be included
in the study to expand the scope of the study. In addition, it is considered
that the researchers’ analyzes on the relationships of different variables
belonging to both concepts in subsequent studies will contribute to the
literature.
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Sezer AYAZ , Ahmad Noman HAIDARI

Leadership Competency and Employee Performance
in Organizations

Sezer AYAZ'! ,Ahmad Noman HAIDARI>

ABSTRACT

Every supervisor are expected to have some leadership skills in today’s
world, where external changes are increasing. The study’s goal is to
determine the relationship between leadership competence and staff
success. The independent and dependent variables in this research are
leadership skills and employee success concepts, respectively. Employee
success is defined as meeting the corporate aims and targets of a specific
job. Employee success will be evaluated against previously established
criteria of accuracy, completeness, expense, and speed in this research.
The research centers on how managerial leadership competencies influence
ethical conduct, human capital growth, and communication competency
in the workplace. The quantitative technique was utilized throughout
the research project. The target group, sample size, selection method,
data collection tools, tool validity and reliability, data gathering and
protocols, statistical techniques, and ethical problems were all thoroughly
considered in the study. The research was carried out at the Najib Mohib
business. A target a group of people, or a population, situations, or things
that share observable traits and are being studied. The study community
totals 3700 workers, including administrative and supervisory staff. In the
study, 324 undamaged data were obtained and analyzed with the simple
random sampling. Management competence had an overall favorable and
statistically significant impact of 76.3% on worker satisfaction, according
to the findings. Furthermore, the results indicate that being ethical has a
statistically significant and positive impact on staff performance in the
business of 73.6%. According to the study’s findings, enhancing employees’
communication skills had a statistically significant beneficial effect on
employee performance of 78.6%. Employee productivity increased by
a massive 75.4% as a result of investments in human capital. The study

'Dr., Istanbul Aydin University, Department of Business, sezerayaz@aydin.edu.tr, Orcid: 0000-
0002-6374-8652

2ahmadhaidari@stu.aydin.edu.tr, Orcid: 0009-0006-9088-0655 * Research Article, Received:
03.04.2023, Accepted: 18.04.2023.
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is intended to contribute to current knowledge leadership and strategy
literature and to the commercial sector.

Keyword: Management and strategy, Leadership competency, Employee
performance

(")rgiitlerde Liderlik Yetkinligi ve Calisan Performansi
0z

Cevresel degisimlerin hiz kazandig1 giiniimiiz diinyasina tiim yoneticilerin
bir takim liderlik yetkinlikleri sergilemesi beklenmektedir. Calismada,
liderlik yetkinligi ve calisan performansi arasindaki iligkinin 6l¢iilmesi
amaglanmaktadir. Kavramsal olarak, bu calisma sirasiyla bagimsiz ve
bagimli degiskenler olarak liderlik yetkinlikleri ve ¢alisan performansi
kavramlar1 seklinde degerlendirilmektedir. Calisan performansi, belirli
bir gorevin Orglitsel amag ve hedeflere ulagsmasidir. Bu ¢alismada ¢alisan
performanst O6nceden bilinen dogruluk, eksiksizlik, maliyet ve hiz
standartlarina gore Olgiilecektir. Calismada, yonetsel liderlik yetkinlikleri,
etik davranisa etkisi, insan sermayesi gelisimi ve iletisim yetkinliginin
sirkette calisan performansini nasil etkiledigine odaklanilmistir. Arastirma
nicel yoOntemle ylritilmiistiir. Arastirmada hedef kitle, Orneklem
buiytikligii, ornekleme prosediirii, veri toplama araglari, araglarin gegerliligi
ve giivenilirligi, veri toplama ve prosediirleri, veri analiz teknikleri, etik
hususlar dikkatle uygulanmistir. Caligma Najib Mohib isimli isletmede
yapilmistir. Hedef popiilasyon, arastirilmakta olan ortak gozlemlenebilir
ozelliklere sahip bireyler, olaylar veya nesnelerden olusan bir gruptur.
Arastirmanin toplam evrenini idari ve denetleyici personel dahil olmak
iizere toplam 3700 calisan olusturmaktadir. Bulgulara gore yoOnetim
yetkinligi calisan performansi lizerinde %76,3 istatistiksel olarak anlamli
ve pozitif etkiye sahip olmustur. Ayrica bulgular, etik davranisin sirketteki
calisan performansi lizerinde istatistiksel olarak %73,6 oraninda anlaml
ve olumlu bir etkiye sahip oldugunu gdstermektedir. Calisma, insan
sermayesi gelisiminin c¢alisan performansi {lizerinde %75,4 istatistiksel
olarak anlamli ve pozitif etkiye sahip oldugunu ve iletisim yetkinliginin
calisan performansi lizerinde %78,6 istatistiksel olarak anlamli ve pozitif
etkiye sahip oldugunu bulmustur. Arastirmanin mevcut yonetim ve strateji
literatiiriine ve ig dlinyasina katki sunacagi diisiiniilmektedir.

Anahtar Kelimeler:Yonetim ve strateji, Liderlik yetkinligi, Calisan
performansi
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INTRODUCTION

Organizations are cognizant of the significance of their human resource
as a competitive advantage because the business sector is confronted with
substantial rivalry worldwide. Employee performance gives a company
an advantage over its competitors, so businesses are primarily focused on
achieving the highest standards of employee performance. (Liao & Chuang,
2004). Managers strive to achieve company objectives by increasing
employee performance in an efficient and effective manner. Employee
performance can be improved by concentrating on factors that have a
substantial influence on it, such as satisfaction. (Harter, Schmidt & Hayes,
2002). Improved performance from employees requires organizations to
prioritize things like employee happiness, training, and so on. (Gruman &
Saks, 2011).

Background of Study

This study is conceptually governed by the concepts of leadership
competencies and staff performance, which serve as independent
and dependent variables, respectively. According to Huang (2016),
management is the organization that oversees all of a company’s actions
in order to accomplish specific goals. Management consists of the
interdependent functions of formulating corporate policy and organizing,
planning, regulating, and directing the assets of an entity to attain its
aims and objectives. In this study, management will be assessed in terms
of planning, funding, and discussion. Definitions of staff performance
include “the completion of a certain work evaluated in comparison to
predetermined established benchmarks for its completion, accuracy, speed
and cost in management,” and “the degree of achievement of certain effort
or undertaking.” This is taken into consideration to be the completion of
a duty, and as such, the actor is absolved of any further responsibilities in
accordance with the contract. It refers to the preset goals or objectives that
act as criteria. (Raines, 2002).

In two to three decades ago, scholars around the world have faced large
management and employee performance challenges. Because of these
problems, there have been big changes in their missions, how they are
run, how they make and share knowledge, and how they work with
other national, regional, and global businesses and societies. (Barnett,
2009). These changes are part of a larger “paradigmatic transition” that
affects all cultures around the globe. (Santos, 2010: 1). While the long-
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term characteristics of this transition are unclear at this time, some of its
constituent elements and managerial politics are evident and cause serious
worry. The way crucial knowledge is produced and evaluated is shifting
in Africa as a result of shifting managerial politics. The supremacy of
management ideas and staff success is an underlying thread in all of these
problems.

Success as a whole can be defined as an individual’s ability to engage,
apply, and relate got knowledge in intricate, varied, and unplanned
situations. Billings, Bernard, Caffery, Dolan, Donaldson, and Kalp (2019)
differentiate between ability and qualifying. Their definition of competence
as an employee trait is “a type of labor or human resource that can be
converted into productivity,” whereas their definition of qualification is
“requirements for a particular category of work tasks.” It is impossible to
run a university like a private business. However, it is not only possible
but also important to adapt the management tools developed in the private
sector and use them in higher education. (Asree & Zain, 2017). Once the
import of management talents has been acknowledged and accepted, it will
be necessary to determine how the concept applies to the particular tasks
of those who manage universities, faculties, departments, and classes.

Report of the Issue

In an effort to improve organizational performance, multinational
corporations have devised mechanisms for increasing employee
performance in order to provide the necessary asset base and resources.
(Khan, 2015). Despite significant resource investment, the staff at these
many companies has not done to the expected standards, as evidenced
by the numerous losses and value reductions among the businesses
functioning. Companies’ success is below expectations, as evidenced by
64% of the set goal remaining unmet (Cetin, Karabay, & Efe, 2012). As
a result, falling staff performance has been a source of increasing anxiety
about the failure to meet scheduled goals on time. When you look at the
situation, you might wonder if the staff had the right skills to do their
jobs. There has been mounting pressure to make changes in leadership,
particularly at the top, after complaints of financial misappropriation, staff
confusion, increased absenteeism, and a failure to deliver appropriate
teaching programs across the three merged institutions (Cetin, Karabay &
Efe, 2012). Complaints about top management, specifically the failure of
the top manager to show good leadership skills, resulted in a high attrition
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of staff, with some choosing not to attend to their prestigious tasks as
per their job titles. As a result, the goal of this study was to look into
the connection between the managerial competencies of Najib Mohib
Washing Materials and Anti-Septic Production and Packaging Company
and the performance of its employees.

THEORICAL FRAMEWORK

The link between the independent and dependent factors is explained by
a theoretical structure for the study of management competencies and
employee performance.

Independent Variables (IV) Dependent Variable (DV)
Managing competency
N

Ethical behavior
(leadership) *Employee

\
- performance
Human capital 7

development -7

Communication A
competence

Operational Definitions of Terms

Leadership abilities are the skills and actions of a leader that lead to better
results. Companies can more effectively detect and develop the critical
ability to lead of their next generation of leaders global competencies by
using a competency-based strategy to leadership. (Rohana & Abdullah,
2017). Competencies in management refer to what it takes to lead a group of
people to achieve their goals. Management competencies, when developed,
support greater leadership and add to company success. (Ndulue, 2010).
To demonstrate ethical leadership, individuals must conduct themselves in
accordance with a set of principles and values that are acknowledged by the
vast majority of people as providing a solid foundation for the advancement
of the common good. Integrity, regard, faith, fairness, openness, and
honesty (Kirschenbaum & Rapaport, 2017). Discussion is a way of sharing
data or text messages among people via certain entails, with that data or
& Okonkwo, 2015). Being able to use and adjust your understanding of

DOI: 10.17932/IAU.FCPE.2015.010/fcpe_v08i1002
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successful and appropriate communication patterns in different settings is
what we mean when we talk about communication competence. (Cooley
& Roach, 1984). Performance is the completion of a given job as evaluated
against established preset criteria of accuracy, completeness, expense, and
quickness. In response to the terms of a contract, performance is defined as
the act of fulfilling the promise in a way that absolves the performer of all
duties arising from the terms of the contract. (Allen, 2012).

REVIEW OF LITERATURE

Effect of Managing Competency on Employee Performance

Janet (2019) discovered that recruiting practices improved employee
performance in a study of Kenyan life insurance businesses. The researcher
found that the screening, induction, and interview processes improved
job effectiveness. Ramki (2015) found similar findings in a survey of
Kenya International schools. According to Nikolaou’s research (2021), the
majority of firms employ technology to attract a large number of suitable
candidates. A broad application pool makes it possible for human resources
to choose the best suitable people for a given position, which improves
performance. Moraa and Datche (2019), who looked into whether or not
performance evaluations were done at the NHIF headquarters, found
that there was a positive link between performance evaluation and staff
success. Those doing research on the effects of performance reviews on
productivity in Kenyan institutions reached the same conclusion: reviews
boost employee productivity, which benefits the business as a whole. Etebu
(2016) observed that when employees were rewarded proportionately with
their efforts, their performance increased in a study of pay in Nigeria’s
public sector. The researcher also discovered that compensation reform
objectives boosted employee motivation and performance. According to
the data that Chang and Zhang (2018) uncovered, there is a connection
between offering more remuneration than the opposition and improved
performance in short-term. This was shown to be the case in a number of
different industries. Higher labor costs from the pay practice adopted to
keep up with the competition is bad for business in the long run.

Effect of Ethical Behavior (Leadership) on Employee Performance

According to Alzolo (2012), responsible conduct is crucial to the success
of a business because it depends greatly on the leadership style that is
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utilized in a workplace. A bad model for leadership conduct is like cancer
to an organization’s ethics. (Belas, 2013). According to the findings
of Ghaffari et al. (2017)’s study, there is a link between demonstrating
reverence for employees and feeling content with one’s employment.
Lamar (2010) argued that employees are less invested in the success of
the company and their own jobs when they do not feel trusted or respected
by their superiors. In their study, Abdulle and Aydintan (2019) came to
the conclusion that all of the teamwork measures, such as trust, unity, and
sharing of information among team members, had a positive and substantial
influence on employee performance. Specifically, they found that trust was
positively correlated with employee performance. Teamwork and other
indicators of team performance were associated with increased employee
productivity. (Boakye, 2015). According to Hameed and Waheed (2011),
gender discrimination in advancement and benefits has a detrimental
effect on employee performance. Surji (2014) reached a similar finding,
stating that an organization’s executive group has a considerable impact
on staff productivity and work happiness. According to Gautam (2018),
there is an overlap between a team’s efficacy and its influence on employee
performance in Nepal. Similarly, Uprety (2016) discovered a link between
executive choices and overall performance. According to Shrestha and
Mishra (2011), leadership styles and workers’ readiness to adapt have a
significant impact on how effectively a firm performs.

Yadav et al.’s (2016) study found that unethical behavior among employees
costs companies money each year and lowers revenues. According to
the research conducted by Stephen (2012), disciplinary procedures have
a positive impact on both performance and punctuality. According to
Williams and Kedir (2016), corruption can result in a deadweight loss that
is harmful to company development, resulting in a loss of welfare and
social surplus.

Effect of Human Capital Development on Employee Performance

Ndulue (2012) carried out research to investigate the impact that training
and development had on employees’ levels of productivity in a government
agency in Nigeria. Secondary materials were used in the study. Lack
of enthusiasm in the job, bad attitude toward work, low productivity,
tardiness, high absenteeism rate, high customer complaints, high accident
rates, and disobedience are some of the symptoms identified in the study
as requiring training. Based on the study, everyone involved in training
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should agree on what skills and attitudes are missing from the training.
Mehrabani and Mohamad (2015) did a study to come up with a model
and measure for developing leadership skills based on how it affects the
effectiveness of a company and how knowledge sharing affects that result.
This article examines the validation of the study’s metrics and model using
a poll. Validity and trustworthiness were examined.

Research on the relationship between the devolution of authority and
employee performance in Nigeria was carried out by Olajide, Okunbanjo
and Adeoye (2016). The poll was given to the suitable respondents via
structured questionnaire. Descriptive statistics and regression analysis
were used to examine the data. The study’s conclusions made it abundantly
obvious that delegation of power affects staff productivity significantly.

The Influence of Conversation Expertise on Employee Performance

In his study, Femi (2014) investigated the significant relationship between
communication and workers’ performance, output, and commitment.
The findings indicate a connection between effective communication and
worker efficiency, output, and dedication. The study was descriptive in
nature, and data was acquired by a questionnaire administered to a random
sample of 120 participants. It was examined how communication affects
the output, performance, and commitment of workers. The study used
a descriptive research design and collected data through a form that a
representative sample of 120 individuals completed.

In addition, Shonubi and Akintaro (2016) analyzed the results of a number
of research papers that focused on the relationship between communication
and business success. The findings verified the link between good
organizational performance and communication approaches. According
to Hikmah (2015)’s study titled “The Effects of Teamwork on Employee
Performance at Makassar City’s Badan Pendidikan atau Pelatihan,”
organizational communication at Makassar City’s Badan Teaching
dan Pelatihan is satisfactory and has a positive impact on employees’
performance.
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H,: There is significant and positive effect of managing competency on
employee performance.

H,: There is significant and positive effect of ethical behavior (leadership)
on employee performance.

H,: There is significant and positive effect of human capital development
on employee performance.

H,: There is significant and positive effect of communication competence
on employee performance.

METHODOLOGY
Approach to Research

According to Mugenda and Mugenda (2003), correlation research
involves the accumulation of data for the purpose of verifying hypotheses
or providing answers to research questions based on the current situation.
The study used a correlational design, which is ideal for the research
because it explains and describes the traits of the target group. Correlation
design finds the cause-and-effect links between factors and measures
them. (Cooper & Schindler, 2003). We can only characterize or explain
the relationships, if any, that exist between variables, so this study method
is justified by the reality that we cannot change these relationships.

Population and Sample

The people, situations, or things being studied all share some easily
observable quality that makes them a target audience. (Mugenda &
Mugenda, 2003). Employees are the study’s primary groups of Najib
Mohib Washing Materials and Anti-Septic Production and Packaging
Company. A sample size of 324 was attained based on the Krejcie and
Morgan table of 1970 (Krejcie & Morgan, 1970).

Sampling Procedures

Purposive sampling was used in the study, as was sampling that was not
probable known as “purposeful sampling,” researchers use their own
discretion in selecting poll respondents from the community at large.
Purposive selection was employed to attain the information from the
administrative employees of the study area. This was used in selection of
the respondents due to their difficult accessibility.
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Data Analysis Techniques

The software known as a utilizing a statistical application for the Social
Sciences, descriptive statistical calculations were performed such as
percentages and factor analysis in order to display quantitative data in
the form of interrelated charts based on the major research questions.
Inferential statistics such as simple regression analysis.

Findings and Interpretations
Demographic Features of Respondents

The table 1 analyzes and presents specific population traits.

Table 1: Respondents’ Demographic Features (n=305)

Categories Frequency Percentages
Gender 172 56.4
Male 133 43.6
Female

Age

20-29 Years 98 32.1
30-39 Years 53 17.4
40-49 Years 50 16.4
50 Years above 104 34.1
Time in

Organization

Less than 3 years 105 34.4
3-6 years 45 14.8
7-10 Years 61 20.0
10 Years above 94 30.8
Income Level

400- 900% 72 23.6
1000$ -1500$ 66 21.6
1501 - 2000 $ 74 24.3
2001$ above 93 30.5
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The socioeconomic status of the respondents are shown in Table 1. The
findings indicate that male respondents made up 172 (56.4%) of the
respondents, while female respondents made up 133 (43.6%).0On the age
of the respondents, the information attained indicate that those respondents
in the age of 20-29 years were 98 (32.1%) of the respondents, those of
30-39 years 53 (17.4%) of the respondents, those of 40-49 years were 50
(16.4%) respondents and finally those of 50 years above were 104 (34.1%)
respondents. Concerning the responses on time of employees work in the
company, it was found that those of less than 3 years were 105 (34.4%)
respondents, those of 3-6 years were 45 (14.8%) respondents, those of
7-10 years were 61 (20%) respondents and finally those of 10 years above
were 94 (30.4%) respondents. Finally, findings on the income level of the
respondents indicate that majority respondents were in the income level
of 2001$ above who were 93 (30.5%). then those of 1501-2000$ were 74
(24.3%). of the respondents, then those of 1000$ to 1500$ were 66 (21.6%).
of the respondents and finally 72 (23.6%) respondents. The findings for the
study show that information from the field was attained from employees
from the different income groups in the organizations. The findings show
that data was attained in the information for the study.

Internal Coherence Outcomes of Availability and Common
Distributions

The scholar used skewness and Kurtosis to determine internal consistency
dependability and normal distribution, as shown in Table 2.

Table 2: Internal Consistency Reliability and Normal Distribution Results

Skewness Kurtosis
Statistic Statistic
Managing -.164 -.788
Competence
Ethical Behavior -.189 -.963
Human capital -.153 -.941
development
Communication -.180 -914
competence
Employee -.137 -.954

Performance
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Table 2 above displays the results of the dependability test of the tool’s
internal consistency using the Cronbach’s Alpha Internal Consistency
Coefficient. This demonstrated that the five factors exceeded the social
science-acceptable reliability value of 0.60. When the numbers for the
instrument are above 0.6-, the study’s idea of its accuracy is considered
reliable (Vesna, Kristina, Matko &Ana, 2007).

Factor Analysis

An array of measures used in the evaluation’s variables is provided
here, as well as the results of confirmed factory and accuracy research
tests. Leadership competency had 4 constructs of managing competency,
ethical competency, and Human capital Development and communication
competency each with 5 items The construct of employee performance
had 9 items. All items in the questionnaire scales were used in the tests
because their item factor load values were above 0.5, as shown by the
factor analysis of the scales, which was based on the test scales that scored
above 0.5.

Table 3: Pearson Correlation Analysis Between the Variables

Managing Ethical Human capital Communication  Employee

Competence Behavior  development competence Performance
Managing 1 744 709 6907 .763*¢
Competence
Ethical Behavior 744%* 1 740%* 735%* 736%*
Human capital 709> .740** 1 .705** 754
development
Communication .690** 735%* .705%* 1 .786**
competence
Employee 763** 736%* 754%% .786** 1
Performance

**. Correlation is significant at the 0.01 level (2-tailed).
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Table 4.11 on Pearson correlation analysis between the variables, the
findings for the study indicates that the variables for the study had the
correlation of the study. The finding of managing competency had (P.,
000, r=.763). The findings also indicate that ethical behaviors had the (P.,
.000, r=.736), then human capital development had (P= 754, r=.000) and
finally, communication competence had a (P, .000 and r=786). The There
was a significant correlation within leadership competency and employee
performance at the Najib Mohib cleansing materials and antiseptic
production and packaging company, as per the findings.

Table 4: Effect of Managing Competency on Employee Performance

Model Summary
Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .763a .582 .581 .67031

a. Predictors: (Constant), Managing Competence

Model  Sum of df Mean F Sig.
Squares Square
1 Regression  189.645 1 189.645 422.072 .000b
Residual ~ 136.143 303 449
Total  325.788 304

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Managing Competence

Model Unstandardized Standardized t Sig.
Coeflicients Coeflicients
(Constant) B Std.
Managing Error Beta
1 Competence 986  .130 7.605 .000
763 751 .037 763 20.544 .000

a. Dependent Variable: Employee Performance
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The r-value of.763, which is the rate of determination, shows that managing
competency had a 76.3% eftect on employee performance in the company.
The normal guess data had a value 0f.67031 indicating the information’s
accuracy.

Based on the confidence interval, it appears that a statistically significant
effect of managing competence and employee performance was detected
at Najib Mohib Washing Materials and Anti-septic Production and
Packaging Company, where the F-value was 422.072 and the p-value was
0.000, indicating a statistically significant effect.

According to the coefficients of determination for the variables of the study
on the effect of directing skills on employee performance in Najib mohib
washing materials and anti-septic production and packaging company,
the p-values for handling skill and that for staff performance were.000
and.000 respectively. This indicates that a statistically significant effect
was detected between the variables of the study. The study focused on the
impact of managing competency on worker output.
Table 5: Effect of Ethical Behaviors on Employee Performance

Model Summary
Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .763a 542 541 .70157
a. Predictors: (Constant), Ethical Behavior
ANOVA*
Model Sum of df Mean F Sig.
Squares Square
1 Regression 176.650 1 176.650  358.893 .000"
Residual 149.139 303 492
Total 325.788 304

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Ethical Behaviort

Coefficientsa
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
1 (Constant) B Std.
Ethical Error Beta
Behavior 1171 131 8.952 000
691 036 736 18.944 .000

a. Dependent Variable: Employee Performance
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The data in Table 5 about how moral actions affected employee performance
at the Najib Mohib company that makes cleaning materials and antiseptics
and packages them show that ethical behavior had a 73.6% effect on
employee performance. The number of.70157 for the normal estimate data
indicated that the data was near.
The F-value was 358.893 and the p-value was.000 in the analysis of
variance for the influence of ethical conduct on employee performance at
Najib Mohib washing materials and antiseptic production and packaging
firm. This suggests that ethical behavior had a statistically significant
influence on employee performance in the organization.
It found a.000 p-value for ethical behavior and a.000 p-value for productivity
at Najib Mohib, a manufacturer of washing materials and antiseptics, after
adjusting for other factors, indicating a statistically significant relationship
between the two.

Table 6: Effect of Human Capital Development on Employee Performance

Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .754a .569 567 .68094

a. Predictors: (Constant), Human capital development

ANOVA*
Model Sum of df Mean F Sig.
Squares Square
1 Regression  176.650 1 176.650  358.893 .000"
Residual ~ 149.139 303 492
Total  325.788 304

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Ethical Behaviort

Coefficientsa
Model Unstandardized Standardized t Sig.
Coeflicients Coeflicients
B Std. Beta
Error
1 (Constant) 955  .135 7.089 .000
Human 736 .037 736 19.990 -000
capital
development

a. Dependent Variable: Employee Performance
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The results shown in Table 6 on the influence of Human capital development
on employee performance in Najib Mohib washing materials and anti-
septic production and packaging company had an r-value of.754, showing
that the growth of human capital had a 75.4% implication for employee
performance in the company. The normal guess data had a value 0f.68094,
indicating that the data was close. Human capital development was found
to have a statistically significant effect on employee performance at the
Najib Mohib washing materials and anti-septic production and packaging
company, with an F-value 0£399.614 and a p-value of.000. This finding was
supported by a 95% confidence interval, suggesting that this relationship
holds true across a wide range of organizations.As per to the coefficients of
determination for the variables of the study on the effect of human capital
development on employee performance in Najib Mohib washing materials
and anti-septic production and packaging company, the p-values for ethical
behaviors and that of employee performance were both.000, indicating
that a statistically significant effect was found between the variables of
the study. The study focused on the effect of human capital growth on
employee performance.

Table 7: Effect of Communication Competence on Employee Performance

Model Summary
Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .786a .617 .616 .64154
a. Predictors: (Constant), Communication competence
ANOVA*
Model Sum of df Mean F Sig.
Squares Square
I Regression 201.082 1 201.082 488.572 .000°
Residual 124.706 303 412
Total 325.788 304

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Ethical Behaviort

Coeflicientsa
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
1 B Std.
Error Beta
(Constant) 924 124 7.479 .000
Communication 752 .034 .786 22.104 .000

competence a. Dependent Variable: Employee Performance
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The findings in Table 7 on the effect of verbal competence on worker
output in the Najib Mohib washing materials and anti-septic production
and packaging company had an r-value of.786, which is the rate of
determination, indicating that communication competence had a 78.6%
effect on employee performance in the company. The usual guess data was
close, with a value of.64154, according to the data.

The analysis of variance yielded an F-value of 488.572 and a significance
level of.000. This suggests that the relationship between communication
ability and employee performance was statistically significant. This
indicates, based on the confidence interval, that there was a statistically
significant influence of communication competence on the performance of
employees in the organization.

Based on the coefficients of determination for the variables of the study
on the effect communication competence on employee performance in
Najib Mohib washing materials and anti-septic production and packaging
company, the p-values for communication competence and employee
performance were.000 and.000, respectively, indicating that a statistically
significant effect was detected between the variables of the study. The
researchers contend that there is a statistically significant influence of
communication competency on employee performance in light of these
data at Najib Mohib Washing Materials and Antiseptic Production and
Packaging Company, thus rejecting the null hypothesis of HO3.

In the light of the findings, the hypotheses can be shown as follows;

H,: There is significant and positive effect of managing competency on
employee performance.

ACCEPTED

H,: There is significant and positive effect of ethical behavior (leadership)
on employee performance.

ACCEPTED

H,: There is significant and positive effect of human capital development
on employee performance.

ACCEPTED

H,: There is significant and positive effect of communication competence
on employee performance.

ACCEPTED
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IN SUMMARY AND RECOMMENDATIONS

Conclusion

The study’s findings for the first prediction reveal that there is a statistically
significant relationship between ability to lead and compensation and
employee performance in the business. It is determined that competent
management can produce increases in employee performance, and it is
crucial to contend that competent management for a business can drive
workers to higher performance outcomes, which is crucial for ensuring the
financial health of the company.

Conclusions of the basis two show that ethical behaviors have a major
effect on employee performance at Najib Mohib Washing Materials and
Anti-Septic Production and Packaging Company. It is concluded that an
organization’s ethical behavior can influence employee performance.
Ethical actions are recognized as a factor that enhances workers’
productivity. The findings of the third hypothesis demonstrated that human
capital development as a leadership competency is a powerful vehicle
for allowing employee performance. This was shown by the findings of
the third hypothesis. In addition, the study highlights the importance of
human capital growth in driving success through innovation and creativity,
revealing that this was the study’s primary emphasis all along.

It is concluded from the result of hypothesis four that communication
competence is a leadership competency significant in enabling the
employee performance of the organization. The further conclusion is that
communication competence is a tool developed for the enhancement and
generation of performance realization and management in companies.

Recommendations

It is advised based on the field’s discoveries the following action
mechanisms for the development of employee performance standards as
recommended here under:

H,: Effect of managing competency on employee performance.

Based on the study, management competency needs to be developed to
improve worker productivity. Managers need to be adequately trained and
developed in management to increase their leadership competence in the
way they handle the employees. There is also need for policies geared to
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guidance of managers on the particular aspects they can employ in the
managerial stances to enable a functional performance system for the
company.

H,: Effect of ethical behavior (leadership) on employee performance.
Secondly, the research contends that ethical behaviors are essential in
enabling the employee performance. It is recommended for an appropriate
opportunity aimed at enabling the leaders and the lead be conversant with
the ethical requirements through policies, procedures and mechanisms
appropriate in enabling the performance of the employees. There is need for
consorted efforts geared towards the delivery of the procedural guidance
and efforts in enabling the employee performance.

H,: Effect of human capital development on employee performance.
There is need for development of human capital with the provision of
financial and training sessions to the employees. There is need to have
designed and developed schemes of human capital development aimed at
enabling the employee performance. The study recommends for emphasis
on enabling the policies towards human development and a functional
system of excellence.

H,: Effect of communication competence on employee performance.

There is need for communication competency enhancement amongst the
managers; organizations need to develop policies aimed at enhancing the
employee performance in the companies. There is need for a functional
system aimed at enabling the communication, proper communication
channels need to be developed and made known to the employees. There is
also a need for an open-door poor to enable employees direct reporting to
the company in the times of need for guidance work performance avenues.
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Aile Sirketlerinde Stratejik Dijital Yonetim

Ebru KARPUZOGLU'!

oz

Teknolojinin hizla eskimesi, pandeminin diislince sistemini farklilagtirmasi,
calisma ve yasam kiiltiirlinlin degismesi ile birlikte, aile dinamiklerinde ve
sirketlerin isleyisinde de farkliliklar olusmaya baslamistir. S6z konusu
farkliliklar, aile sirketlerinin en iist diizey yonetim organi olan yonetim
kurulunun c¢alismasindan baslayarak, orta ve alt kademede yer alan
sistemlere kadar tiim sirketi ve aile iiyelerinin iletisimi ile iligkilerini direkt
olarak etkilemistir. Bu noktadan hareketle, “Aile Sirketlerinde Stratejik
Dijital Yonetim” isimli makalede, literatiirden farkli olarak, dijitallesme
operasyonel faaliyetleri de kapsayacak sekilde, ilk defa bir yonetim
felsefesi olarak ele alinarak “stratejik dijital yonetimden” bahsedilecektir.
Keza, insansiz iretime hazirligin gergeklestigi giiniimiizde insansiz
yonetime gegebilmek i¢in stratejik dijital yonetim konu itibariyle son
derece 6nemlidir. Ozellikle de aile sirketlerinin siirdiiriilebilirliklerinin
genellikle ego savaslari, bireysel ¢ikarlarin orgiitsel ve ailevi ¢ikarlardan
oncelikli olmasi, koltuk sevdasi, nepotizm gibi siibjektif nedenlerle, 3.
Jenerasyon ile siirli oldugu gerceginden yola ¢ikildiginda, makale, alanda
calisanlara farkli bir bakis agis1 sunacak ve literatiirdeki stratejik boslugu
dolduracaktir.

Anahtar Kelimeler: Aile Sirketi, Dijital Yonetim, Siirdiiriilebilirlik,
Profesyonellesme

ABSTRACT

With the rapid obsolescence of technology, the differentiation of the thought
system of the pandemic, and the change of working and living culture,
differences began to emerge in family dynamics and the functioning of
companies. These differences have directly affected the entire company and
its relations with family members, starting from the work of the board of
directors, which is the highest level management body of family companies,
to the systems at the middle and lower levels. From this point of view, in the
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article titled “Strategic Digital Management in Family Businesses”, unlike
the literature, “strategic digital management” will be discussed for the first
time, considering digitalization as a management philosophy, including
operational activities. Likewise, strategic digital management is extremely
important in order to be able to switch to unmanned management today,
when preparations for unmanned production take place. In particular,
considering the fact that the sustainability of family companies is generally
limited to the 3rd generation due to subjective reasons such as ego wars,
individual interests taking precedence over organizational and family
interests, entrenched managers, and nepotism. The article will present a
different perspective to those working in the field and will fill the strategic
gap in the literature.

Keywords: Family Business, Digital Management, Sustainability,
Professionalism
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GIRIS

Is modelini koklii bir sekilde degistirmek; paydaslara yiiksek diizeyli
deger {lireten firsatlar saglamak icin, dijital teknolojilerden yararlanma
stirecini ifade eden stratejik dijital yonetim, aile sirketlerinin risklerini
yonetmelerinde ve siirdiiriilebilirliklerini saglamada kullanilacak énemli
araglardan biridir.

Bu sirketlerde vefatin, bosanmanin, evliligin, hacir altina alinmanin,
coklu birlikteligin, agir hastalik durumunun, kazalarin ve gaybubetin
vb. yaratacagi miilkiyet ve yonetim sorunlarinin tespit edilememesi ve
onlem alinamamasi ailelerin ve sirketlerin orta vadede dagilmasina sebep
olmaktadir. Yine, aile sirketlerinde, is ve aile rollerinin i¢ ige ge¢mesi;
duygu-mantik dengesinin kurulamamasi; edinilmis haklarin, kazanilmis
haklarin 6niine gegmesi, miilkiyet ve yonetim devrinin birbirine karigmasi,
ego catismalarinin yasanmasi, aile varliklarinin yonetilememesi, sirketin
sadece ailenin maliymis gibi goriilmesi vb. de pek c¢ok soruna neden
olabilmektedir.

Stratejik dijital yonetim tam bu noktada, aile sirketlerinin nesilden
nesile saglikla  aktarilabilmelerinde; kurumsallasma  diizeylerini
yiikseltebilmelerinde, devreye giren Onemli bir aragtir. Keza,
kurumsallagsma, kisilerden bagimsiz yapilarin olusturulmasina iligkindir
ve dijitallesme de bu amacin gergeklesmesindeki en énemli unsurlardan
birisidir. Aileden bagimsiz olarak aile ve sirket uygulamalarinda dijitallesen
aile sirketlerinde, duygusalliktan, 6l¢iim yapamamaktan, kurumsallagsma
stirecini yonetememekten vb. kaynakli pek ¢ok sorun ortadan kalkar. Bu
sekilde, aile sirketlerinin yasam siireleri uzayabilir; piyasa degeri artabilir;
daha profesyonel ve kolayca yonetilmeleri miimkiin olabilir; aile birligi
ve biitlinliigl giiglenebilir ve siirdiirtilebilir rekabet avantaji yaratmada,
ortalamanin tlizerinde getiri elde etmede yiiksek avantaj saglanabilir.

AILE SIRKETLERINDE DIiJITAL DONUSUME GENEL BAKIS

DIJITALLESME, DIGITAL DONUSUM VE STRATEJIK DiGITAL
YONETIM KAVRAMLARI

Dijitallesme (sayisallastirma), yeniligi tesvik etme, verimliligi arttirma
ve hizmetleri iyilestirme gibi amaglarla, analog formattaki bilgiyi dijital
formattaki bilgiye ve sayisal sekle doniistiirmedir (Digilitasion and
Innovation, OECD, 2022). Dijitallesmenin 6zii, veri odakli bir kurulus
haline gelmek ve Onemli kararlarin, eylemlerin ve siireclerin insan
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sezgisinden ziyade veri odakli i¢goriilerden giiclii bir sekilde etkilenmesini
saglamaktir (Chamorro-Premuzic, 2021). Keza, verilerin dijital platforma
taginmasi neticesinde, sirketin hedeflerinin neresinde oldugunun 6l¢iilmesi
ve sirketin saglikli bigimde yonetilmesi miimkiin olur. Dijitallesme zaman
zaman mevcut bir teknolojinin iyilestirilmesi seklinde ortaya c¢ikabilecegi
gibi zaman da devrimsel (radikal) degisim seklinde ortaya cikabilir.
Ornegin, makinalarin makinalar tarafindan kontrolii devrimsel bir degisim
iken, ses ve goriintliniin birlestirilmesi evrimsel bir degisimdir.

Dijitallesme ile baglantili bir diger kavram, dijital doniisiimdiir. Dijital
dontistim, ileri teknolojilerin, fiziksel ve dijital sistemlerin entegrasyonu
(Almeida vd, 2020: 97) ve bu suretle, yenilik¢i is modellerinin, yeni
iretim siireclerinin ve bilgiye dayali {lirlin ve hizmetlerin yaratilmasi
stirecidir. Daha agik bir ifade ile sanal ve artirllmis gergeklik, eklemeli
tiretim veya 3D baski, (genel amacli) yapay zeka veya nesnelerin interneti
gibi teknolojileri igeren faaliyetler biitiinlidiir (Campagnola, 2019: 1).
Bir kurumun gelecekte rekabet avantaji elde etmesine, paydaslarinin
ihtiyaclarii1 yeniden tasarlamasina ve bu ihtiyaglar1 farkli bigimde
karsilanmasina iliskin teknolojik temelli sistemlerin iiretilmesi stirecidir.
Anlagilacag tizere, dijital doniisiim, farkli bilgi, bilgi islem, iletisim ve
baglant1 teknolojileri kombinasyonlarina gomiilii olan (Bouncken &
Schmitt, 2022: 2) siireclerin, islevlerin veya is modellerinin tamamen yeni
iirlinleri ortaya ¢ikarabilecek bigimdeki degisikliklerdir. Bu degisiklikler
stirecler, raporlama sistemleri, miisteriler ve trilinlerle ilgili firsatlar,
yeni girisimler ile ilgilidir (Pdschllnt & Freiling, 2020: 27). Isletme
fonksiyonlar1 agisindan dijital doniisiim, iiretim, ticaret, lojistik, egitim ve
iletisim siire¢lerini kolaylastiran, paydas iliskilerini yeniden diizenleyen,
insansiz liretim gibi zaman zaman devrim niteliginde zaman zaman {liretim
stireclerini kisaltma gibi evrim niteliginde degisikliklere neden olan bir
stirectir (Tantini, 2019: 69).

Dijitallesmeyi ve dijital doniistimi siirekli kilmak isteyen bir sirketin,
bu siireci yonetmesi gerekir. Bu da ancak, stratejik dijital yOnetim
sisteminin kurulmasi ile miimkiin olur. Stratejik dijital yonetim, analog
verilerin, bilgisayar, telefon, tablet gibi dijital teknolojik araglar tarafindan
okunmasindan; diizenlenmesinden (sayisallagtirilmasi); diizenlenmis
bilgilerin, is siireclerinde kullanilmasi i¢in dijital ortama aktarilmasindan
daha stratejik, global ve biitiinciil sistemsel ¢aligmadir. Stratejik dijital
yonetim, i¢ ve dis ¢evresel degisimleri etkileme ve ¢evresel diizenlemeler
dogrultusunda kiiltiirel degisimin gergeklestirilmesi aracidir. Daha
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genis bir ifadeyle, stratejik dijital yonetim, esasen, vizyona ulagsmada,
diisiince bi¢iminin, kiiltiiriin, karar alma yonteminin, i$ yapma bi¢iminin
ve modelinin koklii bicimde degistirilmesi, doniistiiriilmesi ve organik
yapilarin olusturulmas: siirecidir. Sirketlerde stratejik dijital yOnetim,
hem veri ve veri kaynaginin dijitallesmesi hem de yonetim anlayisinin ve
stireglerin dijitallegsmesi olarak goriilmelidir.

DIJITAL DONUSUMUN GELISIMi

Neolitik doniisiimden (tarim devrimi) sonraki en biiylik doniisiim,
sanayinin doniislimiidiir. Hem sanayi doniisiimii hem de neolitik doniisiim,
insanlarin nasil ¢alistiklarina, nerede yasadiklarina, nasil diisiindiiklerine,
ne gibi aligkanliklara sahip olduklarina dair kokli degisiklikler getirdi.
Bagli basina sanayi devrimi ise, teknolojik gelismelerin, iiretim, iletigim ve
ulagim gibi alanlara yansimasiyla, giinlimiize gelene kadar artan bir hizla
dontisiim gecirdi.

Birinci sanayi devrimi (Endiistri 1.0) buhar ve su giiclinden faydalanarak
kol giiciiniin yerine daha verimli ¢caligan makinelerin, 1763’de James Watt
ve 1784’de Edmund Cartwright tarafindan kesfedilmesiyle 18. yiizyil
sonlarinda basladi. Ik 6nce Birlesik Krallik ve devaminda Kuzey Amerika,
Bat1 Avrupa ve Japonya da ortaya ¢ikarak, zamanla tiim diinyaya yayildi.
Bu donemde, buhar makinesiyle, tezgahlarda el emegiyle yapilan iretim
yerine mekanik tiretim ortaya cikti. Makinelerin iiretime katilmasiyla
demir-gelik ve tekstil liretimi artarak, sermaye birikimi gergeklesti. Demir
yolu aglarinin gelismesiyle devrim hizla yayilarak, 6nemli 6l¢tide iiretimde
artis oldu. Burjuvazi ve is¢i smifin ile is¢i sinifinin haklarini koruyan
bilimsel sosyalizm dogdu (Stearns, 2014: 23-24).

Ikinci sanayi devrimi (Endiistri 2.0) Bessemer’in icat ettigi ucuz g¢elik
iiretim yonteminin yayginlagmasi ile basladi. Bilim adamlarinin fizik
ve kimya alaninda yaptig1 biiyiik buluslar ile Henri Ford’un seri {iretim
teknolojisi liretime aktarildi (Yadav vd, 2022: 2). Elektrigin 1882°de
Edison tarafindan kesfiyle elektrik, buhar, komiir ve demirle birlikte
iiretimde Avrupa’da ve ABD’de kullanildi. Seri {iretim basladi, dayanikli
tilketim mallar1 imal edildi. Birinci Endiistri Devrimi’nde hakim olan
demirin yerine ¢elik {iretiminin gelismesi ile demir yolu tasimaciligi ve
ticareti hizland1 (Stearns, 2014: 159-161).

Ucgiincii sanayi devrimi (Endiistri 3.0); iiretimde elektronik ve mekanik
teknolojilerin yerine dijital makinelerin ve internetin kullanilmas: ile
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ortaya ¢ikmisti. Bu doénemde, ev tipi ilk bilgisayar olan Altair 8800 ile
Apple’m kullanimi yayginlasti, liretim siirecleri dijitallesti, otomasyona
gecildi. Otomasyon, yeni ve akilli robotlarin iiretilmesini sagladi. Bu
geligsmelerin neticesinde hem {iiretimde maliyet tasarrufu sagladi hem de
verimliligi arttirdi. Uretim ile birlikte iletisim ve ulasim alanlarndaki
gelismeler, ticareti kiiresel hale getirdi (Stearns, 2014: 214-216).

Dordiincii sanayi devrimi (Endiistri 4.0), AutoIDLab (MIT), nesnelerin
interneti (IoT), hiicresel tasima sistemi, otonom etkilesim ve sanallagtirma
iizerine kurgulandi. Uretim siiresini azaltmak i¢in akilli ve baglantili
teknolojilerin kullannomina odaklandi. Yapay zeka, veri analizi ve
madenciligi, blockchain, biiyiik veri, pil, malzeme, ¢6p miithendisligi; siber
teknikler, kripto para, robotik sistemler, 3D yazici, hologram teknolojisi,
nesnelerin interneti ile ilgili konular1 i¢erdi. Bu teknolojilerin kullaniminin
artmasi ile akilli sehirlerin, akilli fabrikalarin ve akilli hizmetlerin
yayginlagacagi on goriildii (Syed, 2022: 24-26).

Glinlimiizde uygulamaya aktarilmaya yeni yeni baglanan besinci sanayi
devrimi (Endiistri 5.0), insan ve makina etkilesimi ile ilgilidir. Bu
devrimin amaci, co-bot’lar (giivenlik bariyeri olmadan insanlarla yan yana
caligabilen endiistriyel robot koludur) ile insan emeginin sinerji i¢inde bir
arada var olabildigi ve her bir modiiliin kisisellestirildigi bir endiistriyel
sistem kurmaktir.

Altinc1 sanayi devrimi (Endiistri 6.0) ise, robotik otomasyon, neo-
kritik Uretim egilimleri, yenilenebilir enerji, tam makina bagimsizligi,
gezegenler arasi kaynak toplama ve iiretim, hava {iretim platformlari,
anatomik iyilestirmeler, kuantum kontrollii ¢ok boyutlu baski, robot
saglik gorevlileri, yardime1 ev robotu, birikimli-alternatif enerji, derin
dalis EEG ile ilgili olacaktir. Endiistri 6.0. kapsaminda, 6.nesil savas,
uzay, Mars teknolojileri; kablosuz enerji transferi; insansiz tasitlar gibi
birlesik teknolojiler kullanilarak, yeni diisiinceler aninda en son teknikleri
uygulayan prototip tasarimlara doniistiiriilebilecektir (Swastik vd, 2021:
1-5).

AILE SIRKETLERINDE STRATEJIK DiJITAL YONETIM

Aile sirketlerinin = siirdiriilebilirligi icin risklerin tanimlanmasi ve
yonetilmesi, son derece dnemlidir. Riskler, bireye, aileye, sirkete, zamana,
yere ve kosullara vb. gore farklilik gostermekle birlikte, genel itibariyle
ii¢ ana baslik altinda toplanabilir: kisisel riskler, ailevi riskler ve kurumsal
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riskler. Aile sirketlerindeki, kisisel riskler arasinda biiyilk pay sahibi
basta olmak iizere, pay sahiplerinin vefatlari, ise goremez hale gelmeleri,
gaybubetleri, ¢oklu birliktelikleri, yasal olmayan ¢ocuga sahip olmalari,
bosanmalari, evlenmeleri, hacir altina alinmalari, ego kaynakli catigsmalar
vb. yer alir. Ailevi riskler igerisinde aile iiyeleri arasindaki catigmalar
(kadinlar-erkekler; hissedar olanlar-olmayanlar; ¢ekirdek aileler; sirkette
calisanlar-calismayanlar; nesiller vb. arasinda), ¢cok sayida yetigmis aile
iiyesinin olmasi ya da geriden gelen aile liyesinin olmamasi vb. sayilabilir.
Kurumsal riskler kapsaminda nepotizm, ise gereklerine uygun olmayan
yoneticiler dijital agikligin olmamas1 vb. sayilabilir. Risklerin her birinin
coziimlenmesinde, 6zgilin ¢6ziim yontemlerine ihtiya¢ duyulmakla birlikte,
bir ¢oziim yontemi olarak, stratejik dijital yonetimden yararlanilabilir.
Soyle ki, siibjektiflikten arinmis bir karar ve optimizasyon modelini i¢eren
ve yonetim kurulunun hizmetine sunulan bir yazilim araciligtyla, en uygun
yatirim karar1 verilebilmesi miimkiin olabilir. Bu durumda ise, yonetimi
kisilere bagliliktan uzaklasir. Sonucunda ise, biiyiik hissedarmin vefati,
haciraltina alinmasi ya da gaybubeti gibi bir durumun meydana gelmesi, aile
sirketi i¢in risk unsuru olmaktan ¢ikabilir. Yine, aile sirketlerinin risklerini
yonetmelerinde bir kurumsallasma araci olarak kullanilan aile anayasasi
da dijital platforma aktarilabilir. Bir aile sirketinin yonetim bi¢imini,
aile iiyelerinin ve aile iiyesi olmayanlarin haklarmi ve yiikiimliiliiklerini
aciklayan aile anayasasinda yer alan sozlesmeler, yonetim kurulunun
calisma prensipleri ve iiyelerin se¢imi ile azli, hisse devir kosullar1 ve
yontemi gibi hususlar, stratejik dijital yonetim modeli ile uygulamaya
aktarilabilir.

Glinlimiizde, degisim her zamankinden daha hizlidir, siirekli ve daha
fazla miktarda inovasyona (iistel stirdiiriilebilir inovasyon) ihtiyag
duyulmaktadir. Aile sirketleri de, bu degisimden etkilenmektedir. Degisim
hem aileyi hem de sirketi yakindan ilgilendirmektedir ve degisimi
yonetebilmek, aile ve sirket ile ilgili tiim faaliyetlerin yeniden radikal
bir degisimi gergeklestirecek sekilde ele alinmasini gerektirmektedir.
Ozellikle biiyiik pay sahibi hayattayken ve akli melekeleri yerindeyken
bu c¢aligsmalarin yapilmasi, gelecek risklerinin daha kolay ve kisilerden
bagimsiz bigimde yonetilmesine olanak taniyacaktir. Stratejik dijital
yonetim ile aile ve aile sirketi markasinin giincellenmesi, aile itibarinin ve
sirket degerinin yiikselmesi, aile sirketinin siirdiiriilebilir olmasi miimkiin
olabilecektir.

Aile sirketleri stratejik dijital yonetim agisindan ele alindiginda, stratejik
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diizeyde caligmalar yapilmadigi, operasyonel faaliyetlerde dijital
uygulamalara yer verildigi sOylenebilir. Deloitte tarafindan 2020 yilinda
52 iilkede 575 aile sirketine yapilan bir arastirmanin sonucuna gore,
sonucuna gore, kapsam dahilindeki aile sirketlerinin %25 i dijital stratejiyi
uygulamaya koymus, % 40 1 da dijitallesme stratejisini planlamistir.
Bu calismalar1 yapan aile sirketlerinin %11°1, son 20 yil igerisinde
kurulmustur. (Ferraro & Cristiano, 2021:301). Benzer sekilde, 2017 yilinda
PricewaterhouseCoopers tarafindan yiiriitiilen bir ¢alismada, kidemli nesil
aile tlyelerinin %831 dijitallesme konusunu 6nemli bulmakla birlikte,
yalnizca %27’si dijitallesmeyi tanitmak istemis, geri kalan aile liyeleri
eyleme gerek olmadigini ifade etmistir (Bretschneider vd, 2020). Rakamlar
degerlendirildiginde, aile sirketlerinin, dijitallesmeyi sadece operasyonel
faaliyetlerin iyilesmesine yonelik kullanmaya basladiklar1 ifade edilebilir.
Daha acik bir anlatimla, kurum i¢i verimlilik, pazar firsatlari, i3 modelleri,
satin alma sonrasi nakit akislari, miisteri ve tedarik¢i sistemleri gibi
konularda dijitallesmeye yonelik uygulamalarin varligindan soz edilebilir
(Poschlint & Freiling, 2020: 36).

Aile sirketlerinin dijitallesmesi i¢in dort yol bulunur. Birinci yol, ugtan
uca siirecleri saglamlastirma, verileri birlestirme ve eski is uygulamalarini
ortadan kaldirma gibi operasyonlar1 doniistiirmeyi ve dnce sanayilesmeyi
icerir. Bu, genellikle ilk miisteri baglilig1 pahasina olsa da iiretkenligi
artirir. Is birimi liderleri, basta dijitallesmeden korkarak panige kapilabilir.
Ancak saglam bir platform olusturulduktan sonra hizla yenilik yapabilirler.
Ikinci yol, genellikle rekabet ve miisteriyi elde tutma zorluklariyla kars
karstya kalan ve bu nedenle Once miisteri deneyimine odaklanmay1
secen sirketler tarafindan tercih edilir. Ozellik eklemek ve kanallari
genisletmek miisterilere fayda saglar, ancak kuruluslarin siireclerinin
ve sistemlerinin ayak uydurdugundan emin olmasi1 gerekir. Ugiincii yol,
operasyonel verimlilik ile miisteri deneyimi arasinda gegis yapan artiml
bir doniisiimdiir. Bunun igse yaramasi i¢in sirketlerin, sirket ¢apinda net
girisimler igeren alt1 ila dokuz aylik bir yol haritasina ihtiyaci vardir.
Dordiincii yol, mevcut sirketten ayrilmayi igerir. Genellikle bu durum,
sirketin bastan bagslamasi gerektiginde olur ve yeni sirketten edindigi
iggoriileri eski sirkete entegre etmeye calistiginda degisime direng ortaya
cikabilir (Woerner, 2023). Oysaki aile sirketlerinin, diger sirketlerden
farkli olarak, kisilerden bagimsiz bir yap1 kurabilmeleri, aile {iyelerinin
performanslarini objektif bicimde degerlendirebilmeleri ve nesilden nesile
basariyla intikali gergeklestirebilmeleri i¢in, operasyonel dijitallesmenin
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Otesinde stratejik dijitallesme yoOnetime ihtiyaglart vardir. Bu stratejiyi,
yonetim kurulu faaliyetlerinden ve performansindan baglatarak, ailenin ve
sirketin tamami i¢in uygulamalidirlar. Yani, stratejik dijital yonetim i¢in,
oncelikle iist kademe yonetim faaliyetlerine yonelik olarak, stratejik amacla,
daha sonra, sirasiyla, yonetsel ve eylemsel planlarin gergeklestirilmesi i¢in
kullanmalidirlar.

Sonug itibariyle, aile sirketleri, ancak, vizyon ve misyondan baslayarak,
hedeflerini, aile ve sirket bilgilerini dijital ortama aktardikca, aile ve sirket
dengesini kurabilirler; siireglerini sistematiklestirebilirler, kurumsal hafiza
olusturabilirler ve varliklara erisimlerini kolaylastirabilirler.

STRATEJIK DIGITAL YONETiMi UYGULAYAN AIiLE
SIRKETLERININ OZELLIiKLERI

Stratejik dijital yonetimi uygulayan aile sirketlerinin kendilerine 6zgii
yapilart vardir. Bu yapiya 0zgii nitelikler, asagidaki gibi 6zetlenebilir.
Aile, aile sirketi ve aile-sirket entegrasyonu ile ilgili tiim siirecler, daha
kolay entegre edilebilir, dlciilebilir, objektif olarak kontrol edilir. Ornegin,
cocuklarin yetkinlikleri, sirket ihtiyag¢lari ile uyumlu bigimde gelistirilebilir
ve performanslar1 Olgiilebilir.Yonetimi daha kolaydir. Tek tusla iiretim,
dagitim, satis, maliyet ile ilgili bilgiler anlik olarak goriilebilir. Alinan
kararlar ile sonuglari, yetki alanlar ile kullanim diizeyleri seffaf olarak
goriiniir ve odlgiilebilir. Ornegin, iiretim siirecinin dijitallestirilmesi
ile, her bir miisteriye ait {irlinlin, hangi {liretim bandinda oldugu ve ne
zaman teslim edilecegi tespit edilebilir.Aile tiyeleri, aile liyeleri ile sirket
caligsanlar, sirket calisanlar1 ve paydaslar arasindaki iliskiler daha etkili
bigimde y®netilebilir. Is taniminin dijital ortama aktarilmasiyla, yetkilerin
ve sorumluluklarin siirlar1 tam bigimde ¢izilebilir ve bu sekilde yetki
karmasas1 ortadan kaybolacagi ic¢in, kisiler arasi iligkiler gelisebilir.
Paydaslar yetki alanlar1 icerisindeki tim verilere, yerden, mekandan ve
zamandan bagimsiz bigimde ulasabilirler. Pozisyona bagli yetkiler, dijital
ortamda tanimlanacagi igin, isin yuriitiilmesi i¢in gerekli bilgilere ulasma
ya da paydas olarak bilgi edinme hakkindan yararlanma kolaylasabilir.
Isler birbirleriyle entegre bicimde gergeklestigi icin, tam zamaninda
yonetim gerceklesebilir. Bu durum, etkinlik ve verimlilik artisiyla birlikte
kurumsal performansi da beraberinde getirir. Is yiiriitiilebilmesi icin
gerekli bilgilerin sistemden otomatik ¢ekilmesi miimkiin olabilirMevcut
ve gelecegin tepe yonetim ekibi ve baskani ile ilgili gercekei performans
ol¢iilimii yapilabilir. Gelecek yonetim ekibinde bulunmasi uygun goriilen
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niteliklere haiz aile tiyeleri objektif bicimde secilir. Yonetimin intikali
kolaylasir. Girisimci, varis adaymin performansini, aldigi kararlar1 ve
sonuglarmi kolaylikla takip edebilir, varisin gliclendirilmeye agik alanlari
icin yaptiklarini gorebilir.

Aile iyelerinin ve aile iiyesi olmayanlarin, yetkileri, yetkilerine denk
sorumluluklari, yetkilerini kullanma sekilleri net sekilde goriilebilir. Bu
nedenle, gorev alanlarinin birbirine girmesi, yetki alanlarinin birbirine
karigmas1 engellenebilir.

AILE SIRKETLERI ICIN STRATEJIiK DIJITAL YONETIMIN
AVANTAJLI VE DEZAVANTAJLI YONLERI

Glinlimiiziin ve gelecegin en temel konularindan biri olan stratejik
dijital yonetimin aile sirketi olanlar ve olmayan agisindan avantajli ve
dezavantajli yonlerinden bahsedilebilir. Stratejik dijital yonetimin, olas1
avantajli yonlerinden ilki akilli tiretimdir. Analitik otomasyon sayesinde,
ihtiyacla dogru orantili olarak kaynak tedarigi saglanabilir, dogru envanter
tutulabilir, talep ve tedarik dongiisii bulutta depolanan biiytiik verilere dayali
olarak, zamandan ve mekandan bagimsiz bi¢cimde yonetilebilir. Akilli
iiretim gelisebilir, tasarim ve iiretim kisiye 6zel olabilir. Uretim birimleri,
yalnizca bakim personeli isttihdam eden isletmelere doniisebilir, insani
yonetmek ve beklentilerini karsilamak kolaylagabilir. Fiilen tiiretimde
calisan sayisinin azalmasi ile maliyet tasarrufu saglanabilir, kompleks
iletisim basit ve dogru bir iletisime doniisebilir (Swastik vd., 2021: 5-7).

Stratejik dijital yonetim sayesinde duyusal eklentiler (AR-VR’nin) daha da
geligebilir. Boylelikle, insanlarin diinyay1, dogal duyulardan daha fazlasini
yapabilen yapay olarak gelistirilmis duyusal modiillerle deneyimlemesi
saglanabilir (Swastik vd., 2021: 5-7). Arttirmis gerceklik ve sanal gerceklik
sayesinde, simiilasyon ve kurgular yapmak miimkiin oldugu igin, ailede
ve aile sirketinde yasanmasi muhtemel sorunlar ile hedeflere ulagma
zamani sekli yontemi konusunda yapilacak ¢alismalar, saglikli sistemler,
iliskiler ve isler kurulmasin1 ve gelistirilmesini saglayabilir. Ozellikle,
biiyiik 6lgekli, ti¢c ve daha fazla nesli birlikte ¢alisan ve Diinya’nin farkli
cografyalarinda da genislemek isteyen aile sirketleri i¢in bu teknikler,
gerek intikal planlamasi gerek tek merkezden yonetim-6zerk yoOnetim
dengesini kurmada énemlidir.

Bir baska avantaj, misteri iligkilerinin yonetimine iliskindir. Stratejik
dijital yonetim ile miisterilerle iletisim kurmak ve seffaf bir sirket olarak
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faaliyetlerini siirdiirmek i¢in teknoloji ve sosyal medyadan esanli olarak
yararlanilabilir (Zapata-Cantu vd, 2021). Bu da aile sirketini paydaslar
nazarinda daha giivenilir kilabilir.

Stratejik dijital yonetimin dordiincii avantaji, mali devrime iliskindir. Tim
kayitlar dogru yerde, dogru sekilde ve zamaninda iglenebilir. Bu sayede,
mali tablolar zamaninda, kolay ve dogru bi¢cimde hazirlanabilir. Mali
kayitlarin dogru ve zamaninda islenmesi ise, finansal raporlarin zamaninda
ve dogru sekilde diizenlenmesini saglayabilir. Saglikli bir finansal altyaps,
aile sirketinin performansinin dogru goriilmesine, dogru stratejilerin
uygulanmasina imkan verebilir.

Stratejik dijital yonetim ile, sirketteki tiim islemlerin dijital ortamda
gerceklesmesi ile karar modelleri kurulabilir, isabetli ve zamaninda karar
alma kolaylasabilir. Farkli ve ayirt edici fikirleri olan aile iiyeleri ile bu
fikirlerin kuruma katkilar1 6lgiilebildiginden aile tiyelerinin performanslari
net bicimde anlagilabilir, yetkilerini kullanma sekilleri goriilebilir. Bu
sayede, geng jenerasyonun giiclii ve giiclendirilmeye agik yetkinlikleri,
dogru tespit edilebilir, gelisim planlar1 olusturulabilir, gelecek nesil
tepe yonetim ekibi ve bagkani herhangi bir siipheye mahal birakmadan
secilebilir. Dolayisiyla, aile i¢i giic miicadeleleri azalabilir.

Dijitallesme hibrit iletisime imkan taniyacagi igin, aile ve aile sirketi
iiyeleri arasinda iliskilerin giiglenmesine; bilginin kolaylikla akmasina;
duygularin, diislincelerin, gelismelerin rahatlikla istenilen zamanda ve
yerde paylasilmasina imkan verebilir. Ozellikle, girisimcinin geng nesil ile
yapacagi, deneyim ve aile kiiltiiri paylasimi toplantilari, geng neslin birlikte
proje gelistirdikleri toplantilarla vb. aile iletisimini daha giiclenebilir.

Dijitallesme ile hibrit egitimler artabilir. Farkli cografyalardaki
aile tiyeleri, aile ve aile sirketi ile ilgili egitimlere katilarak, birlikte
gelisebilirler ve gelisen bir kiiltiirii paylasabilirler. Ayrica, kendi istek ve
ihtiyaclart dogrultusunda da farkli egitimler alarak, daha entelektiiel bir
aile yaratabilirler. Yine, ¢cocuklara 6zel olarak tasarlanmig 6grenim botlar
ile ¢ocuklarin, yeni nesil 6grenme modelleri ile, yeni nesil yonetime
hazirlanmalart miimkiin olabilir, dezavantajli aile bireylerinin egitim ve
geligim stireci kolaylikla devam edebilir.

Farkli cografyadaki genel kurul, aile forumu, aile konseyi, komite iiyeleri
ile denetgilerin toplantilara katilimi kolay olabilir. Hibrit toplantilarda
alinan kararlar, oylama, kararlara katilim, kararlara serh diisme, giindem,
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toplant1 performansi, toplantiya hazirlik, liyelerin performanslari vb. net
bicimde goriilebilir.

Stratejik dijital yOnetimin olast dezavantajli yonleri de mevcuttur.
Bunlardan ilki, aile tiyelerinin dijitallesmeye iliskin bilgileri, becerileri ve
yetkinlikleri siirli olabilmesine iliskindir. Yeni yetkinlikleri gelistirmek
kolay olmayabilir, zaman alabilir (Rossi, 2019: 71). Hatta, kidemli nesil,
yeni yetkinlikleri kazanmak istemeyebilir, kendilerinin disindaki diger
kisilerin, kendi islerinin disindaki diger islerin dijitallesmesine onay
verebilir. Oysaki giris kisminda da vurgulandig: iizere dijitallesmenin
ana amaci, aile sirketlerinin kurumsallagsma diizeylerini yiikseltmek ve
risklerini etkin bigimde yonetmektir. Bu noktada, 6zellikle ve dncelikle tepe
yonetim tarafindan yapilan islerin ve kullanilan yetkilerin dijitallesmesi,
bu aile tiyeleri sirkette olmasalar da hastalansalar da hatta vefat etseler
de islerin ayni sekilde yiirtimesi agisindan olmazsa olmaz temel husustur.
Dijitallesme ile bilgi gizliligini ve giivenligini saglamak kolay olmayabilir.
Sosyal medya, mobil bilgi islem ve bulut bilisim gibi yeni dijital altyapilar
ve platformlar, bireysel kullanicilar veya tiiketiciler i¢in 6nemli gizlilik ve
giivenlik endiselerini giindeme getirebilir. Daha da 6nemlisi, bu endiseler
ayni zamanda firma diizeyindeki sorunlara (6rnegin sirket-tiiketici iligkileri,
aile ve aile sirketi itibar1) ve toplumsal konulara (6rnegin bir gdzetim araci
olarak sosyal medya, medyaya ve demokratik kurumlara giiven eksikligi)
gecen dalgalanma etkileri yaratabilir (Nambisan vd 2019). Bu noktada,
aile sirketinin, siber saldir1 stratejisinin olusturulmasi ve biitceden pay
ayrilmasi son derece 6nemli hale gelir.

Aile, dijitallesme ihtiyacim1 hissetmeyebilir. Dijital acik diizeyi diisiik
olabilir. Sayet, girisimci dijitallesme ihtiya¢ hissetmiyorsa, dijitallesmenin
onemine inanan geng¢ jenerasyon aile tiyeleri, dijitallesmenin faydalarini,
dijital olan sirketlerin Olgtilebilir basarilarini ve basin haberlerini
raporlayabilirler, girisimcinin fikrine deger verdigi kisilerin anlatmasini
saglayabilirler, dijitallesme tekliflerini paylasabilirler. Bununla birlikte,
girisimci ikna olmuyorsa, yetkilerini paylasmak istemiyorsa, sirket
tizerindeki hakimiyetinin devam etmesini istiyorsa, siirecin saglikla
baslamasi ve saglikla yonetilebilmesi pek miimkiin olmaz.

Girisimci basta olmak {iizere, kritik pozisyonlarda is yapan kidemli
jenerasyon aile iiyeleri, tek karar mercii olmayacaklari, yetki devretmek ve
paylasmak zorunda kalacaklar1 ve yeni bilgi ile donanip yeni yetkinlikler
gelistirmek zorunda kalacaklari i¢in degisime gii¢li bir sekilde direng
gosterebilirler.
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Dijitallesme ihtiyac1 duyan aile sirketleri, yeterli sermaye bulamayabilir.
Oysaki donanim, yazilim ve egitim i¢in, sermayeye ihtiya¢ duyulur ve bu
ihtiyac ailenin ve sirketin biiyiikliigii ile dogru orantili olarak artar.

Girigimci de dahil olmak iizere, mevcut yoneticilerin yetkinlikleri ile is
gerekleri arasinda biiyiik farkliliklar olabilir, mevcut aile iiyelerinin diisiik
performansli ¢alistiklar1 anlagilabilir. Bu noktada, aile tyelerini isten
uzaklastirmak gerekebilir, uzaklagtirilmadigi durumda ise, girisimciye,
ist kademe yoOnetime ve sisteme giiven kalmayabilir, girisimci ve tepe
yonetim ekibi itibarsizlagabilir, sistem kullanilmaz hale gelebilir.

Yeni yetkilerin kazanilmasina yonelik hazirlanan egitim programlari,
icerik ve yontem olarak, dncekilerden farkli olabilecegi i¢in uyum sorunu
yasanabilir, maliyeti yliksek olabilir.

Yiizyiizecalismaveiletisim ortamiazalacagii¢in, sosyal yalnizlik olusabilir.
Dijital ortamda duygular1 paylasmak kolay olmayabilir. Dokunsal aile
iiyeleri i¢in, yalmizlik duygusu daha da yogun yasanabilir. Stratejik dijital
yonetimin avantajli ve dezavantajli yonleri birlikte degerlendirildiginde,
kurumsallagsma diizeyini yiikseltmek ve nesilden nesile saglikla varligini
stirekli kilmak isteyen aile sirketleri i¢in dijitallesme onemli bir firsattir.
Bununla birlikte, dijital doniisiimiin oniindeki olas1 en ciddi engellerden
biri, biiylik pay sahibinin egosu ve kigisel dezavantajli yonleridir denilebilir.
Dolayisiyla, stratejik dijital yonetime gecis ve saglikla isletebilme igin,
biiyiik hissedarin, isteyerek ve inanarak degisimi kabul etmesi gerekir
denilebilir.

STRAEJIK DIJITAL YONETIM SURECINDE AILE SIRKETLERI

Aile sirketlerinde stratejik dijital yonetim, piyasa kosullarina uyum ya
da piyasa liderligi i¢in calismaktan ¢ok daha derin ve 6nemli bir anlama
sahiptir. Bu sirketlerin dijitallesmesi, bir noktada kisilerden bagimsiz
yapilarin olugmasi anlamina da gelecegi i¢in, kurumsallagsma diizeyinin
ylikseltilmesinde ve siirdiiriilebilirliklerinde 6nemli bir aractur.

AILE SIRKETLERINDE STRATEJIK DIJITAL YONETIM
SURECI

Aile sirketlerinde stratejik dijital yonetim siireci ile birlikte, mevcut
yapinin degismesi; dijital sisteme uyarlanmasi veya yeniden kurgulanmast;
aileye, milkiyete, yonetime ve igsletmeye ait rollerin yeniden tanimlanmast
gerekir. Sekil 1 de yer alan “Aile Sirketi Stratejik Dijital Y6netim Siireci”,
Ebru Karpuzoglu’'na gore 9 agsamadan olusur.
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Niyet Netlestirme: Siireg, niyet netlestirme ile baslar ve niyete gore farkli
bigimlerde sekillenir.

Biiyliik pay sahibi basta olmak {izere, pay sahiplerinin aile sirketini
tamamini kisa, orta, uzun vadede satma, bir kismini1 satma ya da varlig
devam ettirme konusunda netlesmeleri gereklidir. Sirketin satilmasina
karar1 verildiginde, tiim kaynaklarin sirket degerini en yiiksek meblaga
cikaracak sekilde kullanimi ve/veya satin alacak/ortaklik kurulacak firma
bulunmasi gerekirken; aileye ait olmasi karar1 alindiginda siirdiiriilebilirlik
iizerine odaklanilmasi1 gerekir. Dolayisiyla, satma karari verildiginde,
devrim niteliginde bir doniisim yapilmasindan ziyade iyilestirmeye
yonelik dijitallesme stratejisini uygulamak yeterli olabilecekken, aksi
durumda, yani varligin devami karar1 alindiginda, ailenin ve sirketin
kurumsallagmasi i¢in stratejik dijital doniisiim kaginilmaz olabilir.

Dijitallesme siirecinin basariyla baslatilabilmesi ve isletilebilmesi i¢in
temel gereklilik sartlarinin karsilanmasi gerekir. Gereklilik sartlari arasinda
sirasiyla, biiylik pay sahibi bagta olmak iizere, aile tiyelerinin dijitallesme
ihtiyacim1 aym sekilde hissetmeleri, dijital doniisiimii istemeleri, stirekli
ve ¢ok yonli iletisime agik olmalari, dijitallesmenin 6niindeki engellin
kendileri oldugu noktada, kendilerini degistirmeye goniilli olduklarini
acikca beyan etmeleri yer alir. Burada belirtilmesi gereken husus, biiyiik
sahibinin degisimi istemedigi ya da kendisinin haricindekilerin degismesi
gerektigine inanmasi durumunda ya dijital doniisiimiin baglatilamaz; ya
da baglatilsa bile, verebilecegi faydanin ¢cok daha altinda bir fayda saglar.

Sekil 1: Aile Sirketi Stratejik Dijital Yonetim Siireci

@
Vizyon
Tarembma
Egtegrasyon
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Ayrica, biiyliik pay sahiplerinin dijitallesme siirecine olan inanglarini,
aile lyelerinin ve calisanlarin katildiklar1 bir toplanti ile net bi¢cimde
ifade etmeleri, gelen sorulari siirecin sorumlulugunu alan kisi ile birlikte
yanitlamalari, aile {iyelerinin ve calisanlarin kendi iizerlerine diisen
sorumluluklart zamaninda, tam sekilde gerceklestirmeleri gerektigini
vurgulamalar1 ve digerlerine 6rnek olmalar1 gerekir.

Vizyon ve Misyon Tammmlama: Uzun vadeyi kapsayan biiyiik, cesur,
giiclii hedef ve bunun canli tarifini i¢eren vizyon ile; varligin altinda yatan
nedeni ve temel degerleri iceren misyon tanimlama, niyet netlestirmeden
sonra, aile ve sirket icin en temel konudur. Sayet bir ailenin ve sirketin,
yogun miicadele gerektiren uzun cesur ve giiclii bir hedefi (vizyonu)
varsa, stratejik dijital yonetimini saglikla uygulama ihtimali de kuvvetlidir
denilebilir. Keza, stratejik dijital yonetimi, uzun vadeli vizyon hedefinin
uygulamaya aktarilmasi ve aile sirketinin, gelecegin sirketine radikal
bigimde doniismesini saglama amacina yoneliktir.

Mevcut Durumu Belirleme: Uciincii asamada, ailenin ve aile sirketinin
vizyon hedefine ulagabilmesi i¢in giiclendirmesi gereken alanlar ile bu
alanlar1 hangi giiclii yonleri ile tamamlayacag tespit edilir.

Stratejik dijital yonetim karar1 alan aile sirketleri, vizyon hedefi ve mevcut
durumun gii¢li ve giliclendirmeye acik alanlar1 dogrultusunda, radikal
(devrimsel) ya da gelisimsel (evrimsel) nitelikli bir ¢alisma baslatabilir.
Giicli bir vizyon hedefine sahip aile sirketi, devrimsel nitelikteki bir
dijitallesme projesini baslatabilir. Bu sirketlerde, aile iiyelerinin kisisel
cikarlardan ve egolardan ziyade aileye ve sirkete odaklanmis olduklar1 ve
giiclii bir sermaye yapisina sahip olduklar1 sdylenebilir. Mevcut durum
analizinde, yonetim kurulunun karar alma modelinden baglayarak, tiim
is stiregleri tek tek incelenir ve dijitallesme baslama zamani, yontemi,
kapsami, agamalari, ilgilileri, meblag, siireci gibi acilardan degerlendirilir.
Yine, bu asamada, aile sirketinin dijital teknolojileri, dijital trendler,
dijitallesme stirect, tirlin ve hizmetlerle ilgili mevcut durum da belirlenir.
Aileye, miilkiyete, yonetime ve isletmeye iliskin rolleri yeniden
tasarlama: Stratejik dijital yonetimilebirlikte, mevcutroller,sorumluluklar,
yetkiler, isler, is yapma yontemleri, yetkinlikler degisecektir. Dolayisiyla,
ihtiyaglar dogrultusunda s6z konusu hususlar yeniden tasarlanmalidir.
Ornegin, dijital y&netici roliinii iistlenen aile {iyesinin gdrevini
tanimlanmali, organizasyon semasi iizerinde gosterilmeli, yetkilerini ve
sorumluluklar1 netlestirilmelidir.

Planlama: Dijital donilisiimiin gerceklestirilme amaci, yoOntemi ve
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programu ile ilgili sorular yanitlanir. Ailenin ve aile sirketinin vizyonuna
ulasmasini saglayacak dijital uygulamalarin her birinin amaci, kurulma
zamani ve kurulma yontemi ile ilgili calismalarin yiiriitiildiigli asamadir.
Bu agsamada, stratejik, yonetsel ve operasyonel planlar yapilir, dijitallesme
ve dijitallesmenin etkiledigi tiim alanlardaki stratejiler, politikalar ve
kurallar yeniden sekillenir.

Kaynak Tahsisi: Amaca ulasmada maddi olan ve olmayan kaynaklarin
tiim birimler arasinda dagitilmasi ile ilgili asamadir. Kisiler, para, zaman,
malzeme vb. dijitallesme siireci i¢in tahsis edilir. Ayrica, bu asamada
organizasyon semasi yeniden sekillenir.

Eyleme Ge¢me: Dijitallesmeye yonelik tiim faaliyetlerin gergeklestirilmeye
baslandig1 asamadir. Eyleme ge¢me asamasinda, teknoloji transferi yapilir;
yazilim gelistirilir veya uyarlanir; sistemler, yetkiler, isler, sorumluluklar
yazilima gore yeniden sekillenir, egitimler verilir. Kisacasi, aile ve aile
sirketi i¢in ayr1 ayri stratejik dijital yonetim sistemi kurulmaya baslanir.
Stratejik dijitallesmeye yonelik calismalar devrimsel (radikal) ya da
evrimsel nitelikte olabilir. Devrimsel nitelikli ¢alismalar, aile ve isletme
icin stratejik konularda, aile konseyi ve yonetim kurulu sorumlulugunda
gergeklesir. Evrimsel nitelikli calismalar ise, dijitallesen pek cok aile
sirketindeki gibi operasyonel konularda, orta ve alt kademe yoneticilerin
sorumlulugunda gerceklesir.

Entegrasyon ve Koordinasyon: Yedinci asamada, stratejik dijital
yonetim i¢in bilgisayarlar, insanlar, igler, yazilimlar vb. arasinda; aile ve
sirket arasinda uyumlagsma gergeklestirilir, bu amagla toplantilar yapilir,
egitimler verilir, siire¢ler uyumlagtirilir.

Denetim: Ailenin ve aile sirketinin amaglarina ulasma derecesi, planlarin
gergeklestirilme diizeyi, denetim zamani, kriterleri ve yontemi belirlenir.
Ciktilarin, raporlarin formati, igerigi, sunum zamani ve sekli netlestirilir.
Dijitallesme siirecinde bulunulan yer tespit edilir, varsa aksama nedenleri
ve noktalar1 belirlenir, ¢oziimler iiretilir.

Geri Bildirim: Bu asama, niyet netlestirmeden baslayarak, ger¢ceklesen
sekiz asamanin etkin ve verimli olarak isletilmesinin, Ol¢iilebilir hale
gelmesinin ve sonuglardan hareketle, diizeltici ve Onleyici tedbirler
alimmasinin saglandig1 asamadir denilebilir.
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STRATEJIK DIiJITAL YONETIM SISTEMINI KURMAK
ISTEYEN AILELERIN VE SIRKETLERIN GUCLENDIRMELERI
GEREKEN TEMEL ALANLAR

Stratejik dijital yOnetim sistemini kurmak isteyen ailelerin ve aile
sitketlerinin giiclendirmeleri gereken alanlar1 dort ana bashik altinda
toplamak miimkiindiir.

Kiiltiir ve Girisimci Ozellikleri: Stratejik dijital yonetim, oncelikle
diisiince sistemin donlismesini gerektirir. Biiyiik pay sahibi bagta olmak
lizere, diger pay sahiplerinin ve aile iiyelerinin tutum ve davraniglar: son
derece dnemlidir. Sayet onlar, yetkilerini paylasmak istemezlerse, sirketi
kendilerinin mal1 olarak goriirlerse, egolarina yenik diiserlerse dijitallesme
amacina ulagamaz. Ayni sekilde, sirketin sadece kendi ¢ekirdek ailelerinden
Ozellikle de erkek ¢ocuklarindan devam etmesini isterlerse, aldiklari
kararlara herkesin kosulsuz uymasini1 arzu ederlerse, dijital doniisiimiin
basartyla uygulanmas1 miimkiin olamaz. Ayrica, degisime kapali bir aile
kiiltiirii de, dijitallesmenin Oniine engel olarak ¢ikar.

Paralel Planlama ve Siirdiiriilebilirlik: Bir aile sirketinde, sadece
operasyonel faaliyetlerin dijitallesmesi s6z konusu olursa, bu durum,
elbette ki verimlilik artigin1 da beraberinde getirir. Ancak, gercek farkliligi,
stirdiiriilebilir inovasyonu, liderligi, oyun kuruculugunu, ortalamanin
iizerinde kar1 ve yliksek fayday:r beraberinde getirmez. Dolayistyla,
dijitallesmeye, stratejik nitelikteki {list kademe yoOnetimin islerinden ve
islevlerinden baglamak gerekir. Aile sirketlerinin pek ¢ogu vizyon, misyon,
amag¢ ve hedef kavramlarini tam olarak anlamlandiramamakta; vizyon-
misyon; vizyon-amag-hedef kavramlarini birbirine karistirmaktadir.
Dolayisiyla, ¢ok sayida aile sirketi uzun vadeli biitiinciil stratejik bakis
acisina, bu bakis agisina sahip tepe yoneticiye sahip olamamaktadir. Ayrica,
kisilerden bagimsiz yapilarin kurgulanmasi igin, paralel planlama, intikal
planlama, stratejik riski planlama, stratejik planlama, siirdiiriilebilirlik
planlama gibi planlar1 da yapamamaktadir. Stratejik dijital yonetim
slirecinin, tepe yonetimden baslamasi gerekliligine ikna olunsa bile,
oncelikle aile sirketinin stratejik yonetime iliskin planlar1 hazirlamasi,
akabinde dijitallestirmesi ve gerekli kaynaklar1 gerekli islere hizlica tahsis
etmeleri gerekir.

Aile ve Sirket Anayasasi: Pek ¢ok aile sirketi, vefat, is goremez hale
gelme, gaybubet, ¢coklu birliktelik, tutukluluk, bosanma, birden ¢ok evlilik,
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Kurumsal Yapilanma: Pek cok aile sirketinde, aile harcamalarinin sirket
gelirleri ile karsilanmasi; aile tiyelerinin sirketin olanaklarindan kisisel
istekleri dogrultusunda yararlanmalari; istihdam, terfi, {icret, yetkilendirme
gibi konularda iligkilerin devreye alinmasi; yonetim kurulunda sadece aile
iiyeleri bulunmasi ya da s6z hakki olmayan bir bagimsiz iiyenin yer almasi
gibi durumlarla karsilagilmaktadir.

Stratejik dijital yOnetim siirecinin basariyla yOnetilmesinde ayrica,
teknolojik alt yapi, teknoloji transferine olan bakis agis1 ve teknolojiye
gelirden ayrilan pay da etkilidir. Sayet, bir aile sirketi, teknolojiye yatirim
yapmak istemezse ya da teknolojiyle uyumlu hale gelmezse, dijitallesme
slirecinin basariyla yonetilmesi pek kolay olmaz.

Dijital doniisiim igerisinde ele alinmas1 gereken diger kurumsal yapilanma
sorunlar1 arasinda, karar alma ve sorun ¢6zme stirecinde duygu ve mantigin
birbirine karigsmasi; sirket yatirimlar1 ve temettii dagitimi arasinda denge
saglanamamasi; yolsuzluga, nepotizme ve mobbinge acik bir yapinin
bulunmasi sayilabilir. Bunlara, yetki alaninin tam olarak c¢izilememesi;
dijitallesme i¢in yeterli bilgiye, yetkinlige, sermayeye, istege sahip
olunmamasi da eklenebilir. Oysaki bahsi gegen tiim sorun noktalari,
stratejik dijital yonetim ile kolaylikla yonetilebilir. Ornegin, dijitallesme
ile, ¢cocuklar1 arasindan gelecegin bagkanini segmekte zorlanan girisimci,
objektif ol¢iilebilir adil sistemler araciligryla bu se¢imi yapabilir. Se¢im,
seffaf ve adil bir sisteme dayandigi icin, diger ¢ocuklarin yasayacaklari
sorunlar minimize olur ve gelecegin bagkani diger aile iiyeleri tarafindan
da desteklenir. Bu sekilde hem aile birligi saglanir hem de yiiksek
performansli bir baskan ile sirket performansi artar.

Bahsi gecen sorunlar, yasanan olas1 sorunlardan bazilaridir. Burada
belirtilmesi gereken husus, s6z edilen ve edilmeyen sorunlarin 6nemli bir
kisminin stratejik dijital yonetim ile ¢ziimlenebilecegidir.

AILE SIRKETLERINDE DiJITALLESME ONERILERI

Stratejik dijital yoOnetim, bir sirketin is yapma metodolojisini ve
teknolojisini degistirmekle kalmaz, ayni zamanda diisiinme bigimini,
diinyay1 algilama seklini ve kiiltiiriinii de kokten degistirir. Aile sirketinin
gelecegini tasarlamasina imkan tanir. Sadece i¢ cevresini degil dis cevresini
de etkilemesini saglayarak rekabeti kendi lehine ¢evirmesini olanakl
kilar. Ulkeler iistii bir sirket haline gelmesini kolaylastirir. Dolayisiyla,
dijitallesmek isteyen ailelerin ve aile sirketlerinin giiclendirmeleri
gereken alanlara yonelik olasi Oneriler, aile ve sirket i¢in sadece i yapma
metodolojisi ile ilgili kalmayip tiim alanlar1 kapsayacaktir.
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Paralel Planlama ve Siirdiiriilebilirlik

Aile sirketlerinin stirdiirebilir olmalar1 ve kurumsallasma diizeylerini
yiikseltebilmeleri i¢in oncelikle mevcut durumlarindan rahatsiz olmalari
gerekir. Bu rahatsizlik iki sekilde olabilir:

1-Tutkuyla baglanilan gii¢lii bir vizyon hedefine ulasmada mevcut yapinin
yetersizligi

2-Aile ve aile sirketi agisindan ¢éztimlenmesi gii¢ ¢cok ve ¢esitli sorunlarin
ortaya ¢ikmasi.

Birinci durumda aile ve aile sirketi, giiclii cesur biiyiik bir hedefe sahiptir
ve doniismek i¢in yogun miicadele gerektiren biiyiilk adimlar atar. Bu
durum aileyi ve sirketi kurumsal agisindan yiiksek seviyeye e¢ikarir.
Degisim, devrimsel nitelikte gerceklesir. Aile gliglii baglarla birbirine
baglanir, aile sirketi sektoriinde oncii sirketlerden biri haline gelir. En
onemlisi, riskleri kolaylikla gérebilme ve yonetme kabiliyetine sahip olur.
fkinci durumda ise, aile ve sirket, yasadig1 sorunlar nedeniyle mecbur
kaldig1 i¢in degisime gider. Bu degisim siireci kolay olmaz ve uzun siirer.
Kurumsallasma derecesi ylikselir, ancak, ilk durumdaki kadar olmasi i¢in
cok uzun siireye ve disiplinli calismaya ihtiya¢ duyulur. Burada, zamanin,
paranin ve iliskilerin maliyeti oldukca yiiksek olur.

Hangi durumda olursa olsun riskin yonetilebilmesi, mevcut durumun
analizi ile baslar. Analizin dogru sekilde yapilmasi ve mevcut durumu
gercek haliyle yansitmasi, ailenin ve sirketin ihtiyacina 6zgii sistemlerin
kurulmasina olanak tanir. Bu noktada, stratejik dijital yonetim siirecine
odaklanan aile sirketlerinde wverilerin kolaylikla, saglikli bigimde
toplanabildigi ve degerlenebildigi sdylenebilir. Saglikli veriler ise, saglikli
sistemlerin kurulmasina ve nihayetinde siirdiiriilebilirlige imkan tanr.

Paralel Planlama: Aile amaci, plani, stratejileri ile, sirket amaci, plani ve
stratejileri, dijitallesme sayesinde es anli olarak koordineli bicimde entegre
edilebilir ve isletilebilir. Stratejilerin herhangi bir parcasindaki degisiklik
ve etkileri, hizli bir sekilde goriilebilir. Yeni duruma iliskin hamleler hizla
atilabilir. Aile sirketi stratejileri arasinda odaklanma stratejisi, aile-igletme
girisimi stratejisi (giicleri arastirma, yeniden tasarlama, gerilla, hasat
toplama ve varliklar1 yeniden konumlandirma); aile stratejileri arasinda
intikal stratejisi, risk stratejisi yer alir (Karpuzoglu, 2016 :61-162), stratejik
dijital yonetim stratejisi yer alir.

Kurumsallasma ve Kurumsal Yonetisim: Stratejik dijital yonetim ile
kisilerden bagimsiz yapilarin kurulmasi anlamina gelen kurumsallagsma
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stirecinin saglikla yiiriitiillmesi miimkiin olur. Yine, vizyona ulasmak,
pay sahiplerine ortalamanin {izerinde siirdiiriilebilir getiri saglamak ve
paydas iliskilerini gelistirmek manasindaki kurumsal yonetisim siirecinin
isletilmesi ve kontrol edilmesi kolaylasir. Stratejik dijital yOnetimin
uygulanmastyla hem kurumsallagma hem de kurumsal yonetisim agisindan
alman st diizeyli kararlar dahil, gerceklestirilen tiim islemlerin tek bir
tusla izlenmesi ve dl¢iilmesi miimkiin olabilir.

Siirdiiriilebilirlik ve Intikal Yénetimi: Ailenin ve aile sirketinin
faaliyetlerinin, i¢ ve dis ¢evre kosullarindaki degisiklikler dikkate alinarak
yenilenmesi ve dolayisiyla tikkenmeyen kaynaklarin kullanilmas1 anlamina
gelen siirdiiriilebilirlik ile aile sirketinin nesilden nesile aktarilmasi
anlamina gelen intikal yonetimi, dijitallesme ile kolaylasabilir. Amaglarin,
kaynaklarin, kisilerin, islerin, yetkilerin, stireglerin vb. birbirleriyle entegre
ve birbirini tamamlayacak bi¢imde iglerlik kazanmasi miimkiin olabilir.

Karar verme: Stratejik dijital yonetim sayesinde, simiflanmis ve
diizenlenmis bilgi haline gelen, ailenin ve aile sirketinin biitliniine iliskin
bilgiler, isabetli ve zamaninda karar alinmasini kolaylastirir, stratejilerin
ve operasyonlarin birbirine entegre ve koordineli bi¢imde gerceklesmesini
saglayabilir.

Uluslarar iistiillesme: Farkli iilkelerde faaliyetlerini yiiriitmek isteyen
aile sirketleri ile farkli tilkelerde yasamini siirdiirmek isteyen aileler,
stratejik dijital yonetim sayesinde, merkez ofiste alinan kararlar1 ve
gerceklestirilen uygulamalar1 benzer sekilde ve es anli olarak farkl
tilkelerde gerceklestirebilirler; birbirleriyle saglikli ve diizenli bigimde
iletisim kurabilirler.

Aile ve Sirket Anayasasi

Anayasa, aile/sirket ilizerindeki yonetim yetkisini aileye/sirkete veren
sOzlesmedir. Aileye/sirkete 6zgii diger biitiin sistemlerden, s6zlesmelerden,
kurallardan ve yapilardan iistiin olan aile/sirket anayasasina, diger biitiin
sistemler, kurallar ve yapilar uygun olmak durumundadir. Aile anayasasi,
ailenin/sirketin temel yapisin1 kuran, Onemli idari organlarini ve
isleyislerini belirleyen; is yapma tarzlarin1 ve sekillerini belirleyen; yetki
siirlarini ¢izen metindir. Bu anayasada, kurallar, sistemler, is akislari, karar
modelleri, yetki siirlari, i yapma bicimleri, zamanlari, uygulamalarin
kabul edilebilir sonuglar1 net olarak bellidir. Kisisellikten uzak bi¢cimde
herkese esit bir sekilde uygulanir. Sayet, anayasadaki tiim unsurlar, dijital
ortama aktarilir ve takip edilirse, ailede ve isletmede isleyis belli bir diizen
dahilinde gergeklesir.
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Stratejik dijital yonetim tiim kurumu kapsadiginda ise, aile ve sirket
sistemlerdeki herhangi bir degisiklik dogrudan ya da dolayli olarak
otomatik bi¢imde olarak anayasay1 da etkileyebilir. Bu degisikliklerden
stratejik niteliktekiler, anayasasinin bizzat kendisi ile ilgili iken, yonetsel
ve operasyonel kararlarla ilgili degisiklikler, i¢ yonetmeliklerle ilgilidir.
Ornegin, sirkette bos pozisyon olustufunda bu pozisyona en uygun
adaylarim sistem tarafindan dnerilmesi ile agiklanabilir. Oncesinde, drgiitsel
(balanced score card), takim ve bireysel (360 derece) performans 6l¢gme ve
degerlendirme sisteminin kurulmasi, aile liyelerinin de diger yoneticiler ve
calisanlar gibi ayn1 sistem lizerinden degerlendirilmesi, sonuglarin kariyer
sistemine entegre edilmesi gerekir. Agiklanan sekildeki diizenlemede, terfi
icin en uygun adaylar sistem tarafindan otomatik olarak saptanir. Siirecin
tamamu dijital ortamda gerceklestiginden, ailenin itibari, sirketin karlilig
ve strdiiriilebilirligi acilarindan terfi i¢in uygun goriilen aile iiyesi terfi
ettirilir. Ideal durumda, aile {iyelerinin, sirket baskanligin1 hak etmeleri
icin, digerlerinden daha cok is gereklerini karsilamalari, daha yiiksek
performansla caligmalar1 gerekir. Sayet, bir aile {iyesi sistem tarafindan
terfi icin en uygun aday olarak ataniyorsa, diger aile iiyelerinin de bu
durumu kabulii nispeten kolay olur. Bununla birlikte, isleyiste s6z konusu
duruma aykir1 ¢ok sayida uygulamaya rastlanmaktadir. Yani, biiylik pay
sahibinin biiyiik erkek cocugunun sirket bagkani olarak tiim yetkinliklere
haizmiscesine atandigi durumla siklikla kargilasilmaktadir. Burada
iizerinde durulmasi gereken son husus, anayasada yer alan degismez aile ve
sirket ile ilgili konularin belirlenmesi ve bu konularin tiim degisimlerden
etkilenmeden nesilden nesile aktarilmasinin saglanmasidir.

Kurumsal Yapilanma: Aile ve sirket vizyonu ile misyonu tanimlandiktan,
aileye ve sirkete iliskin planlar, politikalar, stratejiler, kurallar, roller
belirlendikten sonra, sira ailenin ve sirketin kurumsal yapilanmasina gelir.
Kurumsal yapilanmada oncelikle lizerinde durulmasi gereken caligmalar,
hukuki olanlardir. Ciinkii, hukuki yapilanma gerceklestiriimeden diger
caligmalar, biiylik pay sahibinin vefatiyla bir anda islevsiz hale gelebilir.

Hukuki Yapilanma: Sirket esas sozlesmesi, vasiyetname, hisse devir
sOzlesmesi, mirastan feragat sozlesmesi, mirastan kismi feragat sozlesmesi,
mal rejimi sozlesmesi vb. sozlesmelerin dijital ortama aktarilmasi, daha
da 6nemlisi, sozlesmelerin iceriginde yer alan maddelerin, aile ve sirket
sistemlerinde uygulanabilir sekle doniistiiriilmesi ve her bir maddeye
iliskin degisikligin aninda sistemler tarafindan uygulanmaya alinmasi
olmazsa olmaz temel husustur. Bu ise, ancak stratejik dijital yonetim ile
gerceklesir.
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idari Yapilanma: Yonetim kurulunun, komitelerin, icra kurulunun, aile
forumunun, aile konseyinin olusturulmasi; iiye se¢imi, atama, azil, yeniden
secim, oylama ve karar nisab1 belirleme, serh koyma, 6neri gelistirme, 6neri
gelistiren kisiler, kabul edilen Oneriler ve sonuglart gibi konularin dijital
platformda takibi, tiim kurumun ve ailenin performansinin goriilmesi ve
saglikli karar alma ortaminin hazirlanmasi igin gereklidir.

Yonetsel Yapilanma: Aileye ve sirkete iliskin tiim sistemlerin, deger
olusturacak sekilde yeniden yapilanmasi ya da yeniden siiregleme ile dijital
yapiya uygun hale getirilmesi; uygulama, takip ve kontrol sistemlerinin
isletilmesi gerekir.

Dijital Yapilanma: Aile ve sirket dijitallesmek i¢in, mevcut durum
analizini yaparak dijitallesme stratejileri olusturulmasi, basta yonetim
olmak iizere tiim aile iiyeleri ve galisanlarin dijitallesmenin saglayacaklari
hakkinda bilgilendirilmesi ve yetkinliklerin gelistirilmesi, teknolojiye
yatirim yapilmasi ilizerinde durulmalidir.Aileye ve sirkete katma deger
saglayan, siber glivenlik dnlemlerini i¢eren, kararlarin hizla uygulanmaya
aktarilmasini saglayan, birden fazla sistemden veri ¢eken, aile ve kurum
kiiltiirtine uygun bir sekilde donanimi ve yazilimi yoneten bir sistem
kurulmalidir. Yine, dijital yapi, teknoloji destekli rekabet avantaji, miisteri
bagliligi, yetenekler, ceviklik, is stratejisi, ¢alisanlarin katilima, is ortaklig
iizerine kurgulanmalidir.

Organizasyonel Yapilanma: Islerin, iliskilerin, yetkilerin,sorumluluklarin,
arag-gerecin dijital ortama aktarilmasi; bunlardaki herhangi bir degisikligin,
1§ tanimlarina, is gereklerine ve buradan da iliskili olunan tiim sistemlere
es anli ve koordineli bigimde aktarilmasi i¢in mevcut yapinin dijital
sisteme uygun hale getirilmesi, organik organizasyon yapisinin kurulmasi
onemlidir.

Mali Yapilanma: Ailenin ve aile sirketinin mali acidan yapilanmasi,
stirdiiriilebilirlik ve huzur agisindan son derece onemlidir. Ailenin ve sirketin
mal varliginin yonetiminin, aile ofisi tarafindan gerceklestirilmesi; aile
konseyinin ve yonetim kurulunun performansi bagimsiz denetci tarafindan
denetlenmesi; aile harcamalarinin alternatif kaynaklarla karsilanmasi,
serbest yedek akgelerin olusturulmasi, yedek akgelerin gercekei olmast,
temettii-yatirim politikasinin olusturulmasi, yolsuzluk 6nleme sisteminin
kurulmasi, tek tusla tiim mali yapinin iist yonetim ve hissedarlarca takip
edilmesi saglanmalidur.

Varliklarin yonetilmesi igin, aile ofisi olugturulmali ya da bir aile ofisi ile
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anlagilmalidir. Yapilan tiim islemler, seffaf bir sekilde sistem tarafindan
yetkili ekranlarda anlik olarak paylasilmalidir. Mali yapilanmada, yatirim
ve temettli dagitimi1 dengesi lizerinde dikkatle durmak gerekir. Cogunluk
paya sahip, sirkette aktif olarak calisarak {icret alan bir aile iiyesi, yatirimin
onemine; azinlik paya sahip ve sirkette ¢alismayan temettii ile geg¢imini
saglayan bir aile iiyesi ise, temettiinliin 6nemine inanabilir. Bu durum bir
aile sirketinde, temettiiniin dagitimi ya da yatirima doniismesi konusunu
sorun haline getirebilir. Bu nedenle, yatirnm ve temettii dagitimi bir
politika haline getirilmeli ve dijital platforma taginarak, kontrol altinda
tutulmalidir.

Biitgenin yonetimi, ailenin ve aile sirketinin giderleri ile aile harcamalarinin
sirket gelirinden karsilanmasi kurala baglanmali; aile sirketi disindan
bagimsiz bir denet¢i ya da denet¢i kurum, ailenin ve aile sirketinin
hesaplarint denetlemeli; yolsuzluklar1 Onleyici tedbirler almali; vergi
ylikiimliiliiklerini yonetmelidir. Tiim bu bahsi gegen ¢alismalar, anlik uyari
sistemini de icerecek sekilde dijitallestirilmelidir.

Insan Kaynaklar1 Yapilandirmasi: Expat ve CEO okulu, stratejik insan
kaynaklar1 yonetimi, yetkinlik yonetimi, insan kaynaklar1 planlamasi; ise
alma, yerlestirme, oryantasyon, rotasyon; performans 6lgme ve degerleme;
isdegerleme velicret yonetimi; egitim ve kariyer yonetimi, gibi uygulamalar
dijital ortamda gergeklestirilmelidir. Ancak, bu sekilde, etkinlik ve
verimlilik artis1 saglanabilir, aile ve calisanlar siirdiirtilebilir rekabet
avantaji, belirsizlik yonetimi, dijital piyasa rekabeti i¢in hazirlanmalidir.
Insan kaynaklarmin dijitallestirilmesine drnek verilebilir. Ornegin, dijital
insan kaynaklar1 ¢ercevesinde, personel ihbar dilekgesi sisteme diistiigii
anda, otomatik olarak sistem tarafindan bosalacak pozisyonun gerekleri
ile aday havuzundaki adaylarin yetkinlikleri karsilastirilmalidir. Ardindan
performans Olgme ve degerlendirme sonuglar1 dikkate alinmalidir.
Aday havuzundaki aday sayis1 fazla ise ya da adaylar farkli sehirlerde/
iilkelerde yasiyorlarsa, uygun adaylarla chat-bot {izerinden ilk miilakat
gergeklestirilmeli, gerekli ise test yapilmalidir. Aday sayis1 azaldiginda yiiz
ylize goriisme randevusu planlanmali, her bir asama sistem tarafindan kayit
altina alinmalidir. Ayrica, kurumdan ayrilacak adayin ihbar dilekgesini
verdigi andan, yerine baska birinin atanmasina kadar gegen siire ve bunun
maliyeti de yine sistem tarafindan hesaplanmalidir.

Ailede ve sirkette, dijital yapilanma ile dijital ekonominin yeni zorluklarina
yanit verebilmek adina, aile iiyesi olup olmamasina bakilmaksizin en
uygun yetkinlige sahip kisiler ise alinmali; egitilmeli; insanlar ve robotlar
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arasinda yiiksek diizeyde isbirligi saglayacak ¢aligma ortami1 olusturulmali;
hibrit egitimlere gecilmelidir. Bu strateji kapsaminda, makineler monoton
endiistriyel gorevleri, isgiicii yaratici gorevleri, otomasyon robotlar: bakim
ve kalite giivencesi gorevlerini listlenmeli; uygun birimlerde hibrit caligma
modeli uygulanmali; kisisellestirilmis is siirecleri kurgulanmalidir. Nihai
olarak, veri aglara erisimde, bdlgeler arasinda dijital kirilmalara neden
olabilecek bolgesel asimetriler olmamalidir.

SONUC

Aile sirketi olsun ya da olmasin, bir sirketin faaliyetini stirdiirebilmesi i¢in
degisen i¢ ve dis ¢evre kosullarina uyum saglamasi gerekir. Dolayisiyla,
sitketler, stirdiiriilebilir rekabet avantaji saglamak; ortalamanin iizerinde
getiri elde etmek; nadir ve az bulunan kiymetli {iriin ve hizmet tiretmek;
kurum degerini ve itibarini yiikseltmek amaciyla dijital doniisiime ihtiyag
duyarlar. Stratejik dijital yonetime gecisle birlikte, amaclarina ulagsmalarini
saglayacak daha isabetli kararlar alabilirler; planlar1 ile uygulamalarini
entegre edebilirler; faaliyetlerini ve sonuglarii yakindan takip edebilirler;
isler, yetkiler, amaglar arasinda uyum saglayabilirler. Fark edilecegi iizere,
stratejik dijital yOonetim sistemi bir sirketin gelecegini 6nemli 6l¢iide
sekillendirir. Dolayistyla, saglikla kurulmasi ve isletilmesi adina, buraya
kadar anlatilanlar ve asagida yer alan hususlari icermelidir.

*Farkli nesil aile tiyelerinin dijital doniisiime bakislari netlestirilmeli, aile
iiyeleri gerekli yetkinliklerle donatilmali ve doniisiim faydalar1 net bigcimde
acgiklanmalidir.

*Biiyiik hissedar basta olmak iizere, aile iiyeleri degisimi istemeli ve
oncelikle kendileri degismelidirler.

«Stratejik dijital yonetim ve igerisinde yer alacak stratejik konular (hisse
degeri, yonetim kurulu performansini 6l¢gme ve degerleme vb.) da dahil
olmak ilgili konular, hukuki yapilanma icerisine de dahil edilmelidir.
*Aile ve isletme i¢in stratejik nitelikli konularin uygulanmasina iligkin
sonuclar (yonetim kurulu kararlarinin operasyona yansimasi vb. ) tek
tusla, aile tiyeleri tarafindan takip edilebilmelidir.

*Aile sirketlerinin kurumsal kimligi i¢in dnemli olan tiim hususlar (ise
giris kosullarmi-IK/belli bir pozisyonun is gereklerini karsilayan aile
liyeleri-IK, kagan firsatin maliyeti vb.), dijital déniisiimiin igerisine entegre
edilmelidir.

*YOnetsel yapilanma, paralel planlama, idari yapilanma, mali yapilanma,
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organizasyonel yapilanma, mali yapilanma, insan kaynaklarini
yapilandirma ve aile anayasasi dijitallestirilmelidir.

*Egolarini ve bireysel ¢ikarlardan arinmalidir.

*Vizyon ve misyon net bi¢imde olusturmali ve bunlara, stratejik dijital
yonetim hizmet etmelidir.

*Aile sirketi danigsmaninin bagkanliginda, iginde aile tiyelerinin de
bulundugu, stratejik dijital doniistim ekibi olusturulmali ve sistemler bu
ekiple birlikte kurulmalidir.

*Yonetim ve miilkiyet ile ilgili konularin ayrimi yapilmalhdar.

*Amagtan saptamalar1 hizlica géstermelidir.

«Insan hatasini énlemelidir.

*Analitik ve gercek kullanici verilerinden yararlanmalidir.

*Yaratici dijital ¢oziimlere odaklanmalidir.

*Daha giivenle veri depolamalidir.

*Markayi, {irlin ve hizmetleri internet tizerinden tanitmalidir.

*Aileyi ve sirketi cevrimici hale getirmelidir.

«[s siireclerini otomatiklestirmelidir.

*Kurumsal yonetisim ilkeleriyle uyumlu olmalidir.

*Yetkinlikleri gelistirmelidir.

*Aile iletisimini giiclendirmelidir.

*Yetkileri, isleri, is siireclerini netlestirmeli, yetkinin kullanimini
gostermelidir.

*Yedeklenmelidir.

*Kisilere bagimlilig1 sifirlamalidir.

*Aile ve sirket itibarini arttirmalidir.

*Giivenilir olmalidir.

*Kendini yenileyebilmelidir.

*Karar performansini gdstermelidir.

*Siber saldirilara kars1 yliksek koruma saglamalidir.

Sonug itibariyle, stratejik dijital yonetim, tiim sirketler i¢in, olduk¢a 6nemli
degisimleri yaratirken, aile sirketleri icin koklii ve radikal bir degisim
seklinde gerceklesir. Sayet, biiylik pay sahibi, kisisel ve ¢ekirdek ailesinin
menfaatlerini, diger aile liyelerinin ve aile sirketinin menfaatinden iistiin
tutmazsa, yetkiyi paylagsmaktan korkmazsa, ailenin ve aile sirketinin
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stirdiiriilebilir olmas1 i¢in son derece biiylik ve kritik bir atmis olur.
Keza, stratejik dijital yonetim, mekandan zamandan kisilerden bagimsiz
yapilar kurulmasin1 saglar; ailenin ve aile sirketinin marka degerini
ve performansini arttirir ve aile sirketini, gelecegin rekabet kosullarini
belirleyen bir sirket haline getirir.
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Adapting to Environmental Change: The Importance of
Organizational Agility in the Business Landscape

Zafer CAKMAK

ABSTRACT

Business organizations operate in an uncertain environment that is
constantly changing. With this rapid change, companies have certain
business risks, such as needing more opportunities and making the right
decisions. This risk factor can cause companies to downsize or become
unable to operate. On the other hand, uncertain environmental conditions
can create their conditions and provide a great opportunity. Organizational
agility is essential for companies to succeed in an uncertain and ever-
changing environment. It enables organizations to gain a competitive
advantage and sustain their existence. It helps organizations to be more
flexible and adapt to environmental changes. This paper focuses on the
importance of organizational agility under environmental uncertainty. It
discusses the relationship between organizational agility and the concept of
environmental turbulence, which has recently become a better description
of environmental uncertainty. In this context, a comprehensive literature
review was conducted, and the relationship between organizational agility,
environmental adaptation, environmental change, and environmental
turbulence was examined. This article contributes to future research by
consolidating the literature on environmental turbulence and organizational
agility.

Keywords: Organizational Agility, Environmental Turbulence, Adapting
to Change, Uncertainty

(0Y4

Is organizasyonlar1 siirekli degisimin oldugu belirsiz bir g¢evrede
faaliyetlerini ytiriitiirler. Bu hizli degisim altinda firmalar, daha fazla firsata
ihtiya¢ duyar ve daha ¢ok net kararlar almak zorunda kalirlar, bu yiizden
bazi is riskleriyle de karsilasirlar. Bu risk faktorleri sirketlerin kiigiilmesine
veya faaliyet gosteremez hale gelmesine neden olabilir. Ote yandan,
belirsiz ¢evresel sartlar kendi kosullarini yaratabilir ve biiyiik firsatlar
saglayabilir. Kurumsal ¢eviklik, sirketlerin belirsiz ve siirekli degisen bir
ortamda basarili olmalar1 i¢in olduk¢a Snemlidir. Kuruluslarin rekabet
avantaji elde etmelerini ve varliklarini stirdiirmelerini saglar. Kuruluslarin
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daha esnek olmalarina ve cevresel degisikliklere uyum saglamalarina
yardimce1 olur. Bu galigsma, c¢evresel belirsizlik altinda orgiitsel ¢evikligin
onemine odaklanmaktadir. Orgiitsel ¢eviklik ile son zamanlarda cevresel
belirsizligin daha iyi bir tanimi1 haline gelen ¢evresel tiirbiilans kavrami
arasindaki iliskiyi tartigmaktadir. Bu baglamda, kapsamli bir literatiir
taramas1 yapilmis ve oOrgiitsel ceviklik, ¢evresel adaptasyon, ¢evresel
degisim ve cevresel tlirbiilans arasindaki iligki incelenmistir. Bu makale,
cevresel tiirbiilans ve orgiitsel ceviklik konusundaki literatiirii birlestirerek
gelecekteki arastirmalara katkida bulunmaktadir.

Anahtar Kelimeler: Orgiitsel Ceviklik, Cevresel Tiirbiilans, Degisime
Uyum Saglamak, Belirsizlik
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INTRODUCTION

Environmental uncertainty and the activities of companies under this
uncertainty are becoming increasingly important. In this context, it has
become one of the most discussed topics in practices that can respond
to changing environmental factors. One of them is organizational agility.
Variables such as environmental changes, market changes, technological
developments, political factors, and demand changes affect the current
situation of businesses (Liu & Yang, 2020: 62). The importance of
organizational agility increases even more in companies operating
under these variable conditions.Organizational agility is a concept that
enables organizations to adapt to rapidly changing conditions and gain a
competitive advantage. It creates a flexible business structure that enables
rapid decision-making. Organizational agility is necessary to adapt to
changing market conditions, seize opportunities, and minimize risks.
On the other hand, environmental uncertainty can cause organizations to
fail to anticipate future conditions, manage risks, and miss opportunities
(Zitkiene ve Deksnys, 2018: 119). Environmental uncertainty has been
increasing rapidly and has started to affect businesses, especially in recent
years. New technological developments, changing market demands,
political and social changes, natural disasters, and unexpected situations
such as pandemics are uncertainties organizations face (Choi, 2015: 446).
These uncertain conditions force organizations to engage in planning and
strategic decision-making processes, making it difficult for companies to
assess the risks and opportunities they face. Organizational agility can help
organizations adapt to these changing conditions. Creating a flexible and
dynamic structure enables the organization to operate effectively (Panda
& Rath, 2017: 812). Organizational agility can also help organizations
respond quickly to customer demands and adapt to market variability.
This article aims to describe the changing environmental conditions
in the context of environmental turbulence and to examine in depth the
concept of organizational agility that enables businesses to succeed in
this environment. In this article, the steps of organizational agility are
presented, the dimensions of organizational agility are explained, and
these are discussed with environmental uncertainty.
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AGILITY AND ORGANIZATIONAL AGILITY

Agility is the ability to move quickly and easily and change direction or
easily adapt to new circumstances. It is a trait or quality of being nimble,
quick, and responsive (Nafei, 2016: 162). Agility can be applied to various
contexts, from physical movement to mental or cognitive flexibility.
Agility is a term often used in the context of organizational management.
Organizational agility refers to an organization’s ability to adapt quickly
to changing market conditions, customer needs, and new technologies in
a dynamic world. In the organizational management area, agility is often
associated with flexibility, speed, innovation, and the ability to learn
and adapt (Darvishmotevali & Tajeddini, 2020). Agile organizations are
structured to respond quickly to changing market conditions, customer
needs, and technological advances while focusing on business outcomes.
Agility is a critical capability for organizations in a rapidly changing
business environment. Organizational agility refers to an organization’s
ability to sense and respond quickly and effectively to environmental
changes while focusing on achieving its strategic goals (Yildiz & Aykanat,
2021: 767). Organizational agility is increasingly seen as a critical
capability for companies seeking to remain competitive in a rapidly
changing business environment, where disruptive technologies, changing
customer preferences, and global economic forces are constantly reshaping
markets and industries.

Agility is the ability of an organization to adapt quickly and effectively to
changes in its environment. It includes the flexibility and speed required to
understand customer needs and demands, find new opportunities, prevent
threats, and adapt to changing conditions. An agile organization achieves
sustainable competitive advantage through a culture of high-performance
teamwork, innovation, shared decision-making, learning, and continuous
improvement processes and systems.

Therefore, organizational agility is a critical capability that enhances the
success of organizations (Ganguly A, Nilchiani R, Farr JV., 2009: 415).
Organizational agility is the key to success for companies that continuously
redefine and increase the value they create through innovation in their
products, services, channels, and market segmentation. Agile companies
continuously identify competitive opportunities in their product market
areas and organize the necessary knowledge and assets to exploit them.
This situation enables them to stay ahead of the competition by constantly
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redefining and increasing the value they provide to their customers
(Sambamurthy, 2003: 242). A review of the literature on organizational
agility reveals that different authors have defined the concept in different
ways (Table 1).

Table 1: Definitions of Organizational Agility

Author

Organizational Agility Definition

Sharifi and Zhang, 1999

Agility is the ability of organizations to survive
change, cope with adverse factors, and seize
opportunities.

Naylor, Naim, and Berry,1999

The basis of agility is to use market knowledge
in a changing environment to seize
opportunities and generate revenue.

Gunesekaran and Yusuf, 2002

Organizational agility is the ability to survive
and thrive in a competitive environment. They
argue that this adaptation can be achieved by
responding quickly and effectively to changing
markets

Sambamurthy, Bharadwaj, and Grover (2003

Agile organizations can identify market
opportunities faster than their competitors.
Agile companies are aware of the possibilities
in the environment to gain a competitive edge,
and they combine foresight and dynamic
structure to seize these possibilities.

Sherehiy, Karwowsk, and Layer, 2007.

Agile organizations are a solution to adapt
to and manage a changing and dynamic
environment.

Ganguly, Nilchiani, and Farr, 2009

Agility is the organization's ability to find
differences in the external environment. In this
way, organizations can quickly communicate
with their stakeholders and explain the use of
available resources and necessary policies.

Lu and Ramamurthy, 2011

Organizational agility is the speed with which
companies can respond to unexpected changes
and innovative approaches.

Teece, Peteraf, and Leih, 2016

Agility is the best use of the organization's
resources according to environmental
conditions.
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Even if organizational agility has been explained in different ways, the
authors emphasize some concepts/values. These are the basic components
of agility within the organization. Speed, flexibility, responsiveness,
adaptation, mindfulness, and dynamic structure are the most basic and
common values.

* Speed: It is an essential component of agility. Agile organizations
can survive in a changing environment by moving fast. Agility allows
organizations to stay ahead of their competitors. It provides a major
competitive advantage.

* Flexibility: It is often used in conjunction with agility. Agile organizations
are known for their flexible structures. As long as organizations are flexible,
they can renew themselves in the face of radical changes.

* Responsiveness: Organizations are not only influenced by their
environment, but they also influence it. Agile organizations have a higher
level of responsiveness and more power to influence the environment.

» Adaptation: It is the common ground of all these components. Agile
organizations progress by constantly adapting to their environment. In this
way, they follow the changing conditions and become a part of the change.
* Mindfulness: Change does not only create negativities, but it also brings
opportunities. Being aware of all these situations is the main characteristic
of agile organizations. In this way, it is possible to always stay ahead of
competitors.

* Dynamic structure: To achieve agility, the structure of the organization
must be suitable for this. Organizations with a dynamic structure can move
more quickly. It can also transform itself according to the direction and
speed of change.

CHARACTERISTICS OF AGILE ORGANIZATIONS

Agility is a concept that encompasses the entire structure and design of an
organization and is considered a critical factor in achieving organizational
competitive advantage. It refers to an organization’s ability to perceive
and respond to change quickly and effectively. Therefore, agility is the
key to sustainable success (Liu & Yang, 2020: 62). Agile organizations
can effectively manage knowledge and continuously improve their
learning ability. These organizations embrace customer focus, creativity
and innovation, high-performance teamwork, flexibility, and a culture of
continuous improvement. In addition, they regularly review and update
their business processes and systems as needed (Brozovic, 2018: 12).
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Agile organizations have several key features that distinguish them
from more traditional, rigid organizations. These characteristics include
(Sherehiy, Karwowsk & Layer, 2007: 451):

* Customer-centric

* Collaborative

* Adaptive

* Empowered

* Learning oriented

* Technology-enabled
* Transparent

Customer-centric: Agile organizations prioritize understanding and
meeting customer needs and preferences. Customer-centricity refers to an
organizational approach or culture that prioritizes meeting and exceeding
customer needs and expectations. This situation includes understanding
the customer’s perspective and designing products, services, and
experiences. A customer-centric organization places the customer at the
center of all decision-making and works to build long-term relationships
based on trust, loyalty, and satisfaction. By maintaining a strong customer
focus, organizations can gain a competitive advantage, increase customer
retention, and drive growth and profitability (Cai, Liu, Huang & Liang,
2019: 428).

Collaborative: Agile organizations foster a culture of collaboration and
teamwork, where people work together to solve problems and achieve
common goals. Collaboration refers to an organization’s ability to
collaborate and share resources, knowledge, and skills to achieve common
goals. A collaborative organization values teamwork and cooperation
and encourages employees to communicate and work together to solve
problems and innovate. Collaboration can take many forms, including
cross-functional teams, partnerships with external stakeholders, and
sharing of resources and information across departments and locations
(Navarro & Landroguez, 2020: 462). A collaborative organization fosters
a culture of openness and trust, where employees are encouraged to share
ideas and feedback with management.

DOI: 10.17932/IAU.FCPE.2015.010/fcpe_v08i1004
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Adaptive: Agile organizations can quickly adapt to changing
circumstances, whether in response to market shifts, new technologies, or
other disruptions. Adaptive refers to an organization’s ability to adjust and
respond to changes in the environment, whether in customer needs, market
conditions, or technological advances (Lu and Ramamurthy, 2011: 942).
An adaptive organization can anticipate and respond quickly to changes
in its environment and is willing to experiment and try new approaches
to remain competitive (Cai, Liu, Huang & Liang, 2019: 429). This ability
requires a learning culture and a willingness to be flexible and open to
change.

Empowered: Agile organizations empower workers to make decisions and
take responsibility for their work, which fosters a sense of accountability
and commitment. Empowered organizations are those that give employees
the autonomy and authority to make decisions and take actions that
move the organization forward (Teece, Peteraf & Leih, 2016: 18). They
encourage employees to take ownership of their work and enable them
to use their skills and expertise to make meaningful contributions to the
success of the organization. Empowered organizations also have a culture
of trust and respect.

Learning Oriented: This refers to the characteristic of agile organizations
to continually develop and improve their knowledge and skills. Agile
organizations are committed to continuous learning and improvement,
encourage experimentation, and take risks in pursuing new ideas. They
prioritize learning and growth at both the individual and organizational
levels and foster a culture of experimentation and risk-taking. Recognizing
that learning is essential to remaining relevant and competitive in a
rapidly changing business environment, they invest in employee training,
knowledge sharing, and continuous improvement processes (Sherehiy,
Karwowski, and Layer, 2007: 452).

Technology-enabled: Agile organizations use technology to increase
efficiency and productivity. Technology-enabled means that agile
organizations use technology to improve their agility and responsiveness.
Theyusetechnology solutionsto facilitate communicationand collaboration,
collect and analyze data, and make informed decisions quickly (Nafei,
2016: 299). By using technology effectively, agile organizations can
quickly adapt to changing market conditions and customer needs.
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Transparent: Agile organizations value open communication and
transparency, sharing information and feedback across all parts of the
organization. Transparent refers to being open and honest in communication
and decision-making. In the context of agile organizations, transparency
means that information is readily available and shared across all
organization units, facilitating collaboration and rapid decision-making.
Transparent organizations value honesty and integrity and aim to build
trust with their stakeholders, including employees, customers, and partners
(Harsch & Festing, 2020: 54).

Table 2: Characteristics of Agile Organizations

Characteristic

Summary

Author

Customer-centric

Customer-centricity
refers to an organizational
approach or culture that
prioritizes meeting and
exceeding customer needs
and expectations.

Cai, Liu, Huang and Liang,
2019: 428

Collaborative The agile organization Navarro and Landroguez,
encourages employees to 2020: 462
create joint solutions and
collaborate continuously.
Adaptive Agile organizations adapt | Lu and Ramamurthy, 2011:
faster to change in their 942
environment. In this way,
they become part of the
change.
Empowered Agile organizations Teece, Peteraf and Leih,

empower their employees
by giving them more
authority. In this context,
employees become the real
owners of their work.

2016: 18

Learning oriented

Being learning-oriented is
a key characteristic of agile
organizations. To adapt

to the environment, it is
necessary to acquire new
knowledge.

Sherehiy, Karwowski, and
Layer, 2007: 452
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Technology-enabled An organization must Nafei, 2016: 299
keep up with technological
developments to be flexible
and act quickly.

Transparent In agile organizations, Harsch and Festing, 2020:
transparency is the delivery | 54

of information to all units,
making it available to
everyone.

These characteristics enable agile organizations to be more responsive,
innovative, and adaptable, positioning them for long-term success in a
rapidly changing business landscape.

THE BENEFITS OF ORGANIZATIONAL AGILITY

Organizational agility offers several benefits to companies that embrace it
as a core principle. Agile organizations can quickly identify and respond
to market changes more effectively than their slower-moving competitors.
This advantage allows them to stay ahead of the competition and capitalize
on emerging opportunities. Organizational agility allows companies
to respond more quickly to changes in the market, whether it is new
customer needs or emerging competition (Kogyigit & Akkaya, 2020: 114).
Organizations that can quickly adapt to changes in the market are more
likely to succeed and maintain their competitive advantage.

Agile organizations are more responsive to customer needs and can
quickly adapt to changes in customer preferences. This adaptation results
in higher levels of customer satisfaction and loyalty. Organizational agility
can lead to improved customer satisfaction in several ways. By responding
quickly to customer needs and preferences, agile organizations can provide
products and services that better meet customer expectations. In addition,
agile organizations are more flexible and adaptable, which allows them
to handle customer complaints and issues. This ability leads to improved
customer retention.

Agile organizations foster a culture of innovation and experimentation,
allowing them to develop new products and services more quickly and
efficiently. This culture enables companies to remain competitive in a
rapidly changing business environment. Agile organizations can quickly
identify and respond to potential risks and threats due to their real-
time monitoring, quick decision-making, flexibility, and emphasis on
collaboration (Teece, Peteraf & Leih, 2016: 22).
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Organizational agility leads to greater efficiency and productivity by
eliminating unnecessary bureaucracy, empowering teams, applying
lean principles, and fostering collaboration. Organizing processes
and workflows allow companies to achieve their goals faster and more
effectively, increasing competitiveness and success in the marketplace.
Agile organizations prioritize customer needs and feedback in developing
products and services. This approach can lead to increased customer
satisfaction, loyalty, and retention. Organizational agility can help
companies improve customer satisfaction by responding quickly to
customer inquiries and requests, being flexible and adaptable to change,
fostering collaboration, and continuously improving products and services
(Harsch & Festing, 2020: 54). By keeping the customer at the center of
their operations. Agile organizations can achieve long-term success and
growth. Overall, organizational agility is critical to an organization’s
success in a rapidly changing business environment. Agile organizations
can achieve long-term success and growth by fostering a culture of
innovation, responding quickly to change, effectively managing risk,
improving efficiency, and prioritizing customer satisfaction.

BUILDING AN AGILE ORGANIZATION

Building an agile organization is very important to adapt to changing
environmental conditions. There are different approaches in literature and
practice to create such an organization. In general, it is necessary to design
the organization in the context of the characteristics mentioned above of
an agile organization. For this purpose, the following generally accepted
steps can be followed (Marshall, 2018: 1).
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Figure 1: The Steps to Build an Agile Organization
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Source: (Marshall, 2018: 1)

These six steps are a guide to building an agile organization. The first
step is to change the organizational design. At this stage, the transition of
organizations from hierarchical and vertical structures to flat structures will
contribute to the process. Hierarchical structures are tiered structures formed
by functional units that serve a specific purpose and are interdependent.
In this structure, all units under top management are interdependent,
and the units are directly dependent on the unit at the top. However, flat
structures are preferred in today’s business world, especially in a world
of accelerating technological developments and changing ways of doing
business. In this structure, business managers directly oversee the different
functional areas of the business. The communication and decision-making
process is faster and more flexible, which helps the company to adapt more
quickly to changing conditions (Harsch & Festing, 2020: 51).

Giving power and control is related to empowerment. For the organization
to achieve its goals, it needs people who embrace them and work for
them. Empowerment helps employees to be more efficient and effective
in their work and gives companies a competitive advantage. It also
increases employees’ happiness and satisfaction with their jobs, increases
organizational motivation, and reduces employee turnover (Walter,
2021: 350). Collaboration and teamwork are significant factors for agile
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organizations. Collaboration means that employees communicate with
each other, share ideas, and work together to achieve common goals.
Collaboration increases employee motivation, enables the emergence of
innovative ideas, increases the organization’s productivity, and strengthens
relationships among team members. It enables organizations to be more
flexible and agile.

Customer focus is the activities that companies undertake to meet the needs
and exceed the expectations of their customers. Customer orientation is a
critical factor for business success. In addition, involving customers in the
business processes of organizations, adapting to their needs, and receiving
feedback from them will increase the competitiveness of organizations.

Organizations cannot be successful in their every operation, and sometimes
they have to struggle with failure. The important thing is to learn from
those failures. Agile organizations also learn from their failures and take
positions accordingly. Finally, the step that affects all steps is culture.
Building a healthy culture within the organization is one of the most
fundamental steps toward an agile organization. Organizations should
consider leadership, teams, processes, innovation, and training factors to
build an agile culture. The harmonious functioning of these factors will
enable the organization to act quickly and flexibly, adapt to changing
market conditions, and gain a competitive advantage (Droge, Calantone &
Harmancioglu, 2008: 279).

RAPIDLY CHANGING BUSINESS ENVIRONMENT:
ENVIRONMENTAL TURBULENCE AND ORGANIZATIONAL
AGILITY

Organizations operate in a rapidly changing environment. Various factors
such as technological developments, globalization, competition, and
changes in customer demand cause the business environment to change
continuously (Calantone, Garcia & Droge, 2003). The rapidly changing
business environment requires organizations to continuously generate
innovative ideas, be flexible, and make quick decisions. Therefore, the
concept of organizational agility is becoming increasingly important.

Organizations must continuously provide products and services in line with
customer demands in a rapidly changing business environment to gain and
maintain a competitive advantage. As a result, organizations must generate
innovative ideas and implement them quickly. The rapidly changing
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business environment also poses risks for companies. If companies have
difficulty adapting to changing conditions, they may face the consequences
such as loss of customers and financial losses. Therefore, it is essential for
companies to continuously monitor their environment, adapt to changing
conditions and develop risk management strategies (Droge, Calantone &
Harmancioglu, 2008: 281).

Various concepts in the literature have explained the dynamic environmental
structure in which firms operate. Today, one of the best concepts to
explain it is environmental turbulence. Environmental turbulence is the
unexpected changes and uncertainties in the external environment in
which an organization operates. Environmental turbulence presents many
challenges to organizations. For example, organizations may need to
constantly update their strategies, stay informed about new opportunities
and risks, and make quick decisions (Calantone, Garcia & Droge, 2003).
However, environmental turbulence also presents opportunities for firms.
For example, new markets may open up due to technological advances;
new regulations may be introduced due to political events, and these
regulations may create new business opportunities. Companies need to be
nimble and flexible to take advantage of these opportunities.

Environmental Turbulence

Organizations are structures that constantly interact with their environment.
This interaction presents opportunities and risks that can cause
organizations to succeed or fail. One of the concepts that best describes the
environment in which organizations operate is environmental turbulence.
Environmental turbulence refers to sudden and uncertain changes caused
by factors beyond an organization’s control. Environmental turbulence is
a natural phenomenon and refers to rapid and unexpected environmental
changes. In a stable environment, changes are few and predictable, but
many unexpected changes can occur in a dynamic environment, increasing
unpredictability. Causes of environmental turbulence include macro effects
such as technological advances, demographic changes, and political and
economic factors (Choi, 2015: 445; Roberts, 2015: 2429).

Environmental turbulence can lead to uneven competition, increased need
for innovation, and information, rapid development cycles, and difficulties
in predicting customer needs. Therefore, businesses should adopt
flexibility, rapid adaptation, risk management, and innovation strategies to
be resilient to environmental turbulence. In addition, companies need to
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closely monitor changes in environmental factors and increase their agility
to respond quickly to customer needs.

In the literature, environmental turbulence is analyzed along three different
dimensions. These dimensions are competitive, market, and technological
turbulence. Environmental turbulence refers to all these dimensions (Ma
etal., 2018: 324).

Figure 2: Environmental Turbulence Dimensions
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Source: (Ma, Liu, Gu & Dou 2018: 334)

Market turbulence refers to situations in which a market changes rapidly
and unexpectedly. These changes can be caused by factors such as market
size, level of competition, consumer behavior, technological advances,
or regulatory changes. Market turbulence requires companies to rethink
their business strategies and plans and adapt to these changes (Choi,
2015: 446). Especially in increased competition, companies may need
to develop innovative solutions to create new opportunities or innovate
existing products and services. Otherwise, market turbulence can damage
the existence and competitiveness of firms.

Competitive turbulence refers to changes in the intensity and nature of
competition in a market. These changes can be caused by competitors
introducing new products or services, changing prices, changing customer
needs, or new competitors entering the market (Danneels & Sethi, 2011:
1030). Competitive turbulence requires a company to reevaluate its
business strategies and develop innovative solutions to maintain or increase
its competitive advantage. This situation can be done by improving
a company’s existing products or services or entering new markets.
Competitive turbulence can also occur when one or a few large companies
dominate a market in a particular industry, and smaller competitors adapt.
It can happen even in less competitive sectors and can lead to significant
changes in the market (Cepeda & Perez, 2019: 204).

Technological turbulence refers to situations in which technological
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innovations accelerate and transform changes in business models and
industries. These changes can be caused by rapid and unexpected
technological advances, rapid digitization of industries, and new business
models (Terawatanavong, Whitwell, Widing & O’Cass, 2011: 916).
Technological turbulence requires companies to rethink their business
strategies and plans and adapt to these changes. Especially in traditional
industries, new technologies can disrupt business models and create
opportunities for new competitors. Companies must develop new business
models or integrate technology into existing ones (Danneels & Sethi,
2011: 1030). Technological turbulence also refers to the transformation
that technological innovations, such as Industry 4.0, artificial intelligence,
and blockchain technology, bring to business and the economy. These
innovations enable companies to increase efficiency, create new business
opportunities, and improve customer experiences. At the same time,
however, these innovations’ rapid realization and diffusion may lead to the
disappearance of some business lines and business models.

MINIMIZE THE NEGATIVE IMPACT OF ENVIRONMENTAL
TURBULENCE: THE IMPORTANCE OF AGILITY

Environmental turbulence, or a rapidly changing business environment,
causes many organizations to fail. One of the main reasons for this failure
is that organizations have difficulty adapting to their environment. These
organizations become obsolete and disappear. Organizations that fail
to respond to rapid changes in competitors, markets, and technology in
environmental turbulence cannot maintain their status (Roberts, 2015:
2429).

Organizational agility is necessary to create new opportunities, offer new
products and services, and meet customer needs quickly and effectively.
All these requirements make organizations more responsive to their
environment. When organizations react more quickly, they notice the rapid
environmental changes sooner. One of the essential characteristics of agile
organizations is their flexibility. Flexibility helps the organization make
quick decisions and adapt to changing conditions, especially in strategic
planning, product and service delivery, workforce management, and
financial management. The more flexible an organization is, the faster it
can make decisions and adapt to changing conditions. Also, the greater the
organization’s flexibility, the faster and more accurately it can respond to
customer needs, reduce operating costs and increase productivity (Ferreira,
Coelho & Moutinho, 2020: 97).
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The impact of environmental turbulence is magnified when there is a
lack of communication in organizations or when information cannot
circulate quickly enough through the organization. Action is delayed
when information cannot be shared across units (Roberts, 2015: 2429).
In this context, hierarchical structures are more affected. A horizontal
organizational structure, one of the steps of organizational agility, will
minimize these adverse effects. Horizontally organized units will have faster
responses. Since information is shared between units and communication
1s vital, decisions can be made faster.

Agile organizations quickly change and improve their products and services
by understanding customer needs. This situation increases customer
satisfaction and helps the company maintain customer loyalty. It also
allows them to know the market better. In the event of market turbulence,
these organizations can notice changes immediately and act (Nafei, 2016:
159). In the face of rapid changes in the market, agile organizations are in
a better position than other organizations.

CONCLUSION

Environmental change is a significant factor in the success of businesses
today. Theenvironmentischangingrapidly,andthe conceptofenvironmental
turbulence is used to explain this situation better. Environmental
turbulence refers to rapid and sudden change, and organizations that fail to
adapt are eliminated. Environmental turbulence presents both challenges
and opportunities for organizations. While it can create uncertainty and
unpredictability, it can also create new markets, foster innovation, and
stimulate growth. In such an environment, organizations must be able to
identify emerging trends and threats and take action to mitigate risks and
capitalize on opportunities. Organizational agility is an essential asset to
avoid negative impacts and seize opportunities that may arise.

Organizational agility refers to the adaptability of organizations, especially
in the context of environmental change. The ability of organizations to
respond to changing situations is related to their agility. Organizational
agility isa crucial success factor inarapidly changing business environment.
Organizations can adapt to changing environmental conditions and
identify opportunities when they become agile. Organizations can have an
agile characteristic from their inception or acquire it later. Organizations
can reach a certain level by changing their organizational structure and
creating an agile organizational culture. Increasing collaboration within
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the organization, empowering employees, focusing on the customer, and
learning from experience are other agility steps.

Intoday’s business world, where environmental uncertainty is at its highest,
developing organizational agility is critical to success. By recognizing
the importance of agility and developing it, organizations can position
themselves for long-term success and growth in an ever-changing world.
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