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ABSTRACT

STRATEGY-BASED COMPETENCY MANAGEMENT IN
INNOVATION MANAGEMENT

This study involves creating a comprehensive list of competencies derived from
both literature and industry sources, as well as analyzing the correlation between the
competencies in the list and companies' innovation strategies. It has been identified that
competency management should be included in the innovation management chain system
(mission-vision-strategy-innovation strategies), which is culturally ingrained in
innovative companies. Competency management is crucial in organizations, particularly
in areas such as recruitment processes, talent retention, rotation, performance, and project
management. Although competency management is often associated with human
resources departments or innovation/R&D departments within companies, it should
actually be a topic that concerns all departments of the company within the scope of the
definition of innovation. Therefore, this thesis aims to identify the critical competencies
for strategic decisions made by top management for the entire company, which will lead
to more efficient utilization of human resources, increased employee motivation, and
more effective planning in terms of training and competency development. This approach
integrates competency management into the innovation management system, taking a
holistic approach. The integration of competency management with strategies is the
unique contribution of this thesis.

Furthermore, it is observed that companies primarily focus on technical
competencies in competency management, and these competencies are often defined
based on positions/roles within the companies and may not be up to date. Another unique
aspect of this thesis is the inclusion of soft competencies in addition to technical
competencies in the created competency index. Out of the 7 categories and 55
competencies in the list, 5 categories primarily consist of soft competencies. The study
utilized survey research and case study methods, obtained radar charts based on strategies,

and reported the analyses.

Keywords: Innovation Management, Competency Management, Organization,
Competency Index, Strategy
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OZET

INOVASYON YONETIMINDE STRATEJI TABANLI
YETKINLIK YONETIMI

Bu caligma, literatiirden ve endiistriden elde edilen yetkinliklerle kapsamli bir liste
olusturmay1 ve sirketlerin inovasyon stratejileriyle olusturulan listedeki yetkinliklerin
iliskilendirilmesine yonelik analizleri icermektedir. Ozellikle inovatif firmalarda
kiiltiirlesmis olan inovasyon yonetiminde zincir sisteminde (misyon-vizyon-strateji-
inovasyon stratejileri) yetkinlik yonetiminin de bulunmasi gerektigi tespit edilmistir.
Yetkinlik yonetimi, kurumlarda 6zellikle ise alim siiregleri, yetenegi elde tutma, rotasyon,
performans, proje yonetimi gibi ¢aligmalarda 6nemli olmaktadir. Yetkinlik yonetimi
ozellikle kurumlarin insan kaynaklar1 departmanlart ya da inovasyon / Arge
departmanlarinda c¢alisilan bu konu olmasina ragmen, aslinda inovasyonun tanimi
kapsaminda tiim girketin departmanlarini ilgilendiren bir konu olmalidir. Bu sebeple, bu
tezde sirketin geneli icin {ist yonetimi tarafindan alinan stratejik kararlar i¢in hangi
yetkinliklerin kritik oldugunun tespit edilmesi, sirketin insan kaynagini daha verimli
kullanmaya, ¢alisanlarin daha motivasyonlu ¢aligmasina, egitim veya yetkinlik kazanim
anlaminda daha etkili bir planlama yapilmasina neden olacaktir ve inovasyon yonetimi
sisteminde yetkinlik yonetimi igeriyor olacaktir. Biitiinsel bir yaklagima sahip olmasiyla
birlikte, yetkinlik yonetiminin stratejilerle iliskilendirilmesi bu tezin 6zgiin ¢alismasidir.
Ek olarak, sirketlerin yetkinlik yonetiminde agirlikli olarak teknik yetkinlikler
calisilmaktadir ve bu yetkinlikler sirketlerdeki pozisyon/rollere gore tanimlanmis, ¢cok da
giincel olmayan yetkinliklerdir. Bu tezdeki bir diger 6zgiin calisma ise, olusturulan
yetkinlik indeksinde teknik yetkinliklerle birlikte, davranissal yetkinliklerin de oluyor
olmasidir. 7 kategori, 55 yetkinlikten olusan listenin 5 kategorisi, agirlikli olarak
davranigsal yetkinlikleri igermektedir. Calismalarda, anket ¢alismalar1 ve vaka analizi
yontemleri kullanilmis, stratejilere gore radar grafikleri elde edilmis ve analizler

raporlanmustir.

Anahtar Kelimeler: Inovasyon Yénetimi, Yetkinlik Yonetimi, Organizasyon,

Yetkinlik Indeksi, Strateji



In the symphony of life, coincidences are the harmonious notes that create

unforgettable melodies
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CHAPTER 1

INTRODUCTION

Creating and implementing a culture of innovation has become one of the
important priorities for companies that plan and think about their future. The business
world is getting more competitive, and technology is advancing. Companies need to be
competent and constantly improve their technological skills while implementing
innovations (Riyanti et al. 2022). Another research conducted that the companies are
facing difficulties in enhancing their competitiveness in today's fast-changing global
market (Hwang, Choi, and Shin 2020) In a dynamic and constantly changing
environment, competency management plays a crucial role in companies by providing a
comprehensive and broad-level definition of jobs or tasks (Gangani Noordeen, n.d.)
Organizations often adopt universally applicable competencies, but successful
competency models also prioritize competencies aligned with corporate strategy for a

competitive advantage (Campion et al. 2011a).

1.1. Definition of Problems

In today's business world, competency lists used internally by companies serve
multiple purposes and are particularly valuable in particular areas such as recruitment,
rotation, performance improvement, and project management. While competencies are
important for all functions and highly valued by companies, their utilization and
management are often limited, and they are generally under the responsibility of the
human resources department. According to article, the major areas in developing a
competency driven HRD strategy are recruitment and hiring, learning and education,
organizational growth, and performance management (Gangani, McLean Garry N., and
Braden 2006). When the scientific literature and industrial applications are examined, the
observations are obtained that competency lists are rarely updated and tailored to specific
job profiles. While competencies in companies are generally planned according to job
positions, the competency requirements assigned to positions can also change over time

1



due to factors such as social culture, nature of the business, work environment,
organizational culture, organizational structure, duties and responsibilities, nature of
processes and assigned activities, as well as the attitudes and motivations of colleagues
(Kaur and Kumar, n.d.). Clearly, competency lists vary extensively depending on the
industry, organizational culture, and functions, highlighting the importance for companies
to base their competency management on a systematic approach in order to stay

competitive.

Moreover, there is a limited amount of research that emphasizes the importance
of competency management in the mission, vision, strategy, and innovation strategy
chain, which are fundamental in innovation management. In the article (Campion et al.
2011b) the researcher emphasizes the following points “Although many organizations
will adopt competencies that are similar in content and can be applied universally
regardless of the organizational context (e.g., adaptability, communication skills),
successful competency models also identify com-potencies that align to corporate

strategy and foster competitive advantage.”
1.2. Aim of The Study

The research proposes a general competency list that aims to create a strategic-based
competency management approach and systemic in innovation management for
especially innovative companies. The list includes competencies that combines technical
and soft competencies and it takes a broad approach to competency management by
incorporating concepts such as holistic approach, cross-functional collaboration,
cooperation-oriented focus, and ownership of an innovative mindset, which are important
in innovation management. This index is developed by incorporating information &
competencies from literature review and insights from professionals in the industry and
academia. The study focuses on identifying the critical competencies for innovation
project portfolios in terms of technical and soft competencies that aligned with innovation

strategies and analyzes their relationship in the systematic establishment process.

1.3. Research Questions

The primary focus of this study is to investigate the following research questions:



e What are the critical individual competencies that are important in innovation
management, especially for innovative companies?
e [s it possible to establish a relationship between the innovation strategies of

companies and the competency index constructed after the study?

1.4. Methodology

The thesis study includes 3 different research methods. The first one is an open-ended
survey conducted with professionals from the industry. In the next step, the competencies
gathered from the literature review and the open-ended survey were analyzed for
frequency, resulting in the finalization of the index.To ensure cross-validation, a closed-
ended survey was conducted with professionals from academia to evaluate the final list.
As the final method, the index was further refined through two online interview sessions
with professionals from the industry. A case study was conducted with two selected
companies to understand the relationship of the index with strategies, and survey and
interview studies were implemented. The details of the methodology are explained in

Chapter 3.
1.5. Structure of the Study

The first chapter consists of the problem statement, research purpose, and a brief
description of the research questions. It provides an overview of the overall framework

of the study.

The second chapter includes a literature review and presents research related to the
general understanding of competency management. It provides a comprehensive
understanding of competency management, covering various aspects and perspectives
related to the topic. One of the aim of the research is understanding relationship between

competencies and strategy, and includes relevant content on the research topic.

Chapter three consists of the methodology section and provides an overview of the
application of qualitative and quantitative methods used in the study. It summarizes how

these methods were implemented in the research.



Chapter four presents the framework of the study, which includes the taxonomy of
the competency list created from the literature and survey studies, as well as a detailed
description of the sources obtained. Additionally, it provides the objectives and

propositions of the research.

The fifth chapter is dedicated to providing a detailed account of the research
outcomes. It includes a comprehensive presentation of descriptive statistics for each
section, accompanied by insightful interpretations. Moreover, the critical expressions

from the interviews are presented in conjunction with the findings from the literature.

The concluding chapter focuses on the comprehensive discussion of the research's

overall concept and the findings obtained.



CHAPTER 2

LITERATURE REVIEW

2.1. General Understanding of Competency Management

The development of technology, the growth of market share, and the volatility of the
economy are some of the factors that are increasing the competitive environment. As a
result of this increase, it has become easier and quicker for customers to access products,
but this process also has its disadvantages. The increase in competition has led to an
increase in options, which has made them more accessible, and there is a need for a
systematic approach to manage this process. Competency mapping can be defined as the
process of identifying the key competencies of a company or institution, as well as the
jobs and functions within it, and the competencies required for a particular job depending
on many factors (Kaur and Kumar, n.d.). Another research conducted that competencies
are necessary not only to meet current demands but also for future planning. Mapping
competencies is connected to thinking about potential risks, career advancement, and

growth within the organization (Singhal 2018).

2.2. Strategic Approach to Competency Management in Innovation

In the current innovation management system, there are business strategies that come
after the mission and vision, followed by innovation strategies. However, research has
revealed a systematic deficiency in managing competencies within project portfolios
identified under innovation strategies. According to (Campion et al. 2011a) “Although
many organizations will adopt competencies that are similar in content and can be applied
universally regardless of the organizational context (e.g., adaptability, communication
skills), successful competency models also identify competencies that align to corporate
strategy and foster competitive advantage.” The mission and vision statements developed
for each strategy defined in innovation management are distinct and aligned with the

company's overall strategy. The research (Snow and Hrebiniak 1980) is conducted that
5



there is a general belief that various strategies could be viable in a specific industry, but
to achieve excellent results, each strategy needs to be accompanied by the appropriate
distinguishing competencies. Another research (Singhal 2018) conducted that achieving
the mission and objectives successfully for an organization, it requires a particular set of
competencies. Linking competencies to potential risks, career progression, and

organizational growth is the basis of competency mapping.

The implementation of competency management may differ among companies
operating in diverse sectors. Its significance is particularly highlighted in recruitment,
promotion, and job transition processes. While its administration is typically centralized
within the human resources department, other departments also utilize it. A thorough
investigation into whether competency management is differed among the companies and
aligned with a company's strategy. Although it is generally concluded that competency-
based strategies have significant potential value, it is also acknowledged that different
organizations have achieved varying levels of success in implementing them (CerinSek

and Dolinsek 2009)



CHAPTER 3

METHODOLOGY

The research commenced with a literature review on the subjects of competency
and innovation management, starting in February 2021. Over the span of two years,
various tasks have been accomplished, and a set of empirical studies have been conducted
as part of the framework's evolution process. The summary of the framework utilized for
the studies conducted during a two-year period can be found in Table 3.1, which provides
an overview of the research conducted. Table serves as a helpful reference point for

gaining an understanding of the studies and their framework.

Table 3. 1 The overview of the research study

Study Date Description
Literature February At the beginning of the study, articles from different databases were
Review 2021 examined, and the treatment of competencies in terms of organizational
and innovation strategies was investigated.
Open-End April 2022 7 Professionals specializing in human resources and innovation units
Questionnaire from innovative companies were requested to respond to 3 open-ended

questions ranging from general to specific, and to provide 10
competencies in their responses.
Frequency April-May  The number of competencies obtained from the literature review was
analysis 2022 initially 2240 and 169 competencies from open-ended survey, through
the application of a frequency analysis method by Academicians group
1, this was reduced to 228 competencies.

Survey May 2022 The 228 competencies that were formed were shared with 4

(partl&2) academicians (Academicians Group 2) who are experts in their
respective fields, and their evaluations were gathered through a survey
study. The final index was constructed by Academicians Group 1 by
reducing to 65 competencies.

Focused Group October A list consisting of 65 competencies in 7 categories was presented in an

Study 2022 online meeting to a focus group consisting of X individuals, allowing
them to share their ideas and gather their opinions. The number of
competencies in the list was reduced to 52 by the academic group 1. The
7 categories remained unchanged.

Real February The index was applied in a selected two companies, and it was examined

Case Study 2023 whether the index is aligned with the company’s strategies.




Below, Figure 3.1. presents a visual representation of the connections between these studies.
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The study aimed to establish a thorough list of competencies by searching various
databases and gathering input from industry professionals through open-ended questions.
The resulting list was streamlined through the input of experts and frequency analysis.
Experts provided input to simplify the list, which was also analyzed for frequency. The
simplified version was presented to academicians for feedback and further refined through
consultations with industry professionals and experts. The final version of the competency
list was applied to a case study of an innovative company to evaluate its compatibility with

innovation strategies.

3.1. Open-Ended Questionnaire

Firstly, an open-ended questionnaire set was prepared for 7 selected professionals, whose
literature research is close to completion. 7 professionals were selected from the human
resources or experts in the field of innovation/entrepreneurship of the innovative companies.
The reason why it is started with the professionals working in companies firstly was to
analyze how well the competency index created based on the literature matches the
competencies adopted in the industry, and whether there are similarities or not. In the open-
ended questionnaire study, which asked 3 questions in total, we first asked the professionals
a general question to determine the competencies that are important in the company. In our
next questions, our goal was to provide a flow from general to specific and to identify
individual competencies. In our last question, we went a little more specific and asked to
determine the competencies required for innovation. It is expected for professionals to give
10 answers to all questions. Table 3.2. includes the questions that are prepared for
professionals work in the innovative companies.

Table 3. 2. The question set for Open-Ended Survey for 7 Professionals

Question 1 What will be the most important competencies that the successful companies of
the future should have / should adapt to? Specify for which function these
competencies will be needed in the company.

Question 2 What will be the competencies (individually) need to adapt (digital
transformation / pandemic / global competition / new business models, etc.) in
order to catch up with change and transformation?

Question 3 What would be the individual competencies required for innovation? For
example: Creativity, teamwork, problem solving.




Table 3. 3. The open-ended survey history of professionals about competencies

Participants  Gender Department Title Sector Duration
1 Male Human Group HR Manager  packaging sector 00:48
Resources
2 Male Human Global Human furniture sector 00:13
Resources Resources Director
3 Male Human Human Resources metal industry 01:01
Resources Manager
4 Male Human Human Resources electronic 00:14
Resources & Corporate
Communication
General Manager
5 Female Human HR Manager automotive 01:36
Resources accessories
6 Female R&D HR Manager technology 01:13
7 Male Administrative Chief Operations technology 00:19
Officer

The study's initial question asked participants to identify the competencies that
successful companies of the future should possess, with 10 areas provided for open-ended
responses. To identify the essential competencies for successful companies, participants were
prompted to indicate which business function (such as production or marketing) each
competency pertained to. The responses were recorded in 10 fields. The objective was to
further classify the competencies and determine if they varied in importance across different
business functions. The second question focused on identifying the specific competencies
that employees need to possess to adapt to changes and transformations. Participants were
asked to provide 10 responses in two main categories: "behavioral competencies" and
"technical competencies" This was done to compare the competencies identified by
participants with those from the literature review and to aid in the categorization of
competencies based on their respective categories. The goal was to ensure a fair comparison
and a more organized classification of competencies. As our research topic is competency
management in line with innovation strategies, the third question asked about the

competencies individuals need to have for innovation. The aim was to determine which
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competencies from the previous questions are relevant to innovation and compare them with

the innovation competencies identified in the literature.

3.2. Frequency Analysis

A wide range of competency list was obtained as a result of literature research and
the frequency analysis method was used to simplify the list by eliminating repeated
competencies and grouping competencies with similar meanings under a single competency.
A list was created of all competencies found in the literature and a pivot table was used to
obtain results on how many times they appeared in articles. A separate list was then created
for all competencies that appeared in at least 2 articles. Initially, the focus was only on the
competencies in this list, and each selected competency was examined one by one in the
articles. This process was carried out in parallel with expert opinions, and the competency
list was simplified. In the next step, competencies that were mentioned only once in the
articles were examined, and necessary competencies were selected from among them and
added to the new simplified list. In parallel, competencies from the open-ended survey
conducted in the first stage were also examined, and additions were made to the list based on
frequency analysis. Thus, competencies were simplified based on frequency analysis under

the following 3 categories:

e Competencies found at least 2 and up to 29 times in the literature review.
e Competencies obtained from experts in HR and innovation in the surveys.

e Competencies found only once in the literature review.

3.3. Survey

3.3.1. Survey with Academicians Group 2

With the frequency analysis, main competencies and sub-competencies from
literature survey were eliminated and listed. In order to ensure the appropriateness of the list
and to carry out a double-check, 4 academicians were selected, and their opinions were
obtained through a survey. In the survey, which was sent via e-mail, participants were asked

the following basic questions that is presented in Table 3.4.
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Table 3. 4. The question set for Survey for 4 Academicians

Question 1 Is the main competency name appropriate? (Appropriate/Inappropriate)
(If there are any suggestions, please share them)

Question 2 If this sub-competency is not under the correct main competency category, which
main competency category would you suggest it to be under? Please write your
answer below. If you believe that it is under the correct main competency category,
leave it blank.

How important do you think this competency will be in the next 5 years in the
Question 3 business world? (Click on the arrow button on the right side of the cell and select
one of the options.) Level of Importance: 5 is critically important, 1 is not important.

Table 3. 5. Demographic of The Academician Group 2

Participants Gender University Title
1 Male University | Dean of Graduate School | Associate
Professor of Marketing | Consultant
2 Female University 2 Assistant Professor
3 Male University 3 Director of Technology Transfer Office

Research and Application Center

4 Male University 4 Assistant Professor

For question 3, participants were requested to provide a rating for each competency. The aim
here was to simplify the list of competencies further and eliminate irrelevant ones.
Participants were asked to assign a score between 1 and 5 to each competency. The purpose
of this study was to identify the standard deviation and mean values, and to gain insights into
which competencies the participants agreed on and which ones they disagreed on. The Table

3.6. serves as a useful reference for understanding the meaning or implications of the scores.
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Table 3. 6. The explanation of the scores that the provided to participants to rate

Importance Level Degree of Importance
Critically Important 5
Important 4
Neutral 3
Unimportant 2
Irrelevant 1

The survey study was sent separately to the participants and necessary environment
was provided to prevent them from being affected by each other's results. The accuracy of
the identified main categories and their relationship with competencies was analyzed. The
aim of the last question was to understand whether the correct choices were made for the

competencies of the future.

3.3.2. Survey with Academicians Group 1

In a survey of academicians, an index of 228 skills in 8 categories was evaluated and
scored using weighted averages. To make the index usable for industry and combine similar
competencies, it was simplified by an expert team to 66 skills in 7 categories. The detailed
information of the expert team is shown in Table 3.7. The expert team evaluated the
simplified index through a similar survey and clarified its final version for the upcoming
online sessions with industry professionals. More information about this simplification is
available in the results section.

Table 3. 7. The demographic of Academicians Group 1

No Gender University Title
1 Female University 1 Assistant Professor
2 Male University 2 Assoc. Prof. Dr.
3 Male University 3 Assistant Professor | Consultant
4 Female University 4 Assoc. Prof. Dr.
5 Female University 5 Master Student
6 Female University 6 Master Student

13



3.4. Focused Group Study

The competency list, that had been simplified through various survey studies, was
prepared for presentation to seven industry professionals who had been surveyed in open-
ended earlier. An online session was arranged, and the individuals were invited to attend. To
help the participants prepare for the session, they were given access to the competency list
before the session. Once the participants had introduced themselves individually, a moderator
provided a summary of the aims, objectives, and work that had been done on the thesis topic.
The moderator then asked the participants questions and proceeded to discuss the first main
group of competencies and the specific sub-competencies under it. The final version of the
list was presented to the participants in Table 3.8, and they were asked to provide feedback
on the alignment of the competencies and main groups. Specifically, they were asked for
their opinions on whether the competencies were compatible with innovation strategies. The
purpose of this feedback was to gather their perspectives on how well the competencies

aligned with innovation strategies.

Table 3. 8. The information of participants of the online meeting

No Gender Company Title
Male Company 1 Organizational Development Manager
2 Male Company 2 R&D and Innovation Manager.
3 Male Company 3 Global Director of Human Resources
Male Company 4 Innovation Leader
5 Male Company 5 HR Organizational Development Leader
6 Female Company 6 R&D Leader
7 Male Company 7 HR Manager

The participants shared their comments throughout the session and another session was
planned to be held. In the Findings chapter, the outcomes of the study conducted with the

participants from industry will be outlined.
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3.5. Evaluation of the Academicians Group 1

Before the second-round online session, modifications were made based on the
feedback received from the participants in the first session. A list was created that includes
descriptions of each competency, some of which were quoted from definitions in articles,
and presented to them for discussion during the session. The objective was to provide
feedback on three aspects related to the competencies listed: whether they have a consistent
interpretation among people, whether they are correctly grouped into categories, and whether
they fit well with their respective categories. Additionally, comments were requested on how

well these competencies align with innovation strategies.

3.6. Case Study with two Companies

After conducting surveys and interviews to align the competency index with company
strategies, the index has been finalized. To ensure the index's compatibility with companies,
a pilot company from the metal industry was selected. The aim is to associate the
competencies with their innovation strategies identified by this chosen company. Pilot
company has 5 main innovation strategies and 20 sub-strategies approved by its top
management that align with its vision and mission. Competency index that was finalized has
been shared with HR innovation team and asked them to match the strategies with the right
competencies. They used a measurement technique with 3 scales and scores of 1-3-5 to assign
a score for each competency for each strategy. The scale and their explanations are shown in

the Table 3.9.

Table 3. 9. The explanation of the scores for evaluation

Evaluation Rating / Score Explanation
1 Represents a lack of competency in the relevant field and subject.
3 Represents basic competency knowledge in the relevant field

and subject and may serve as a starting point for application.
5 Represents conceptual competency knowledge in the relevant field and

subject and may serve for application.

15



An example of the study conducted by the company is shown in Table 3.10. In this
study, the company indicates that analytical thinking skills are not a critical competency

needed for strategy 4.3.

Table 3. 10. An Example Study conducted by the Company

STRATEGIES
1 2-3 4-5
COGNITIVE CATEGORY Not Relevant Required Critical
Analytical Thinking S4.3 S1.1 S1.3
Explanation: S1.2 S1.4
S2.1 S2.2
e Can ecstablish cause-and-effect S3.4 S2.3
relationships between concepts S3.5 S3.1
and topics. 83.7 S3.3
e Analyzes necessary information S4.1 53.6
. } . S4.2 S5.2
in detail for problem-solving and S5.1 S5.3
categorizes topics. S5.4

e Pays attention to details and
specifics rather than general
effects.

After aligning strategies with competencies, an online meeting was arranged by the

company to review the table. Detailed insights will be provided in the results section.
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CHAPTER 4

FRAMEWORK

4.1. Competency Index for Innovation Taxonomy

At the beginning of the research, innovation competencies were sought by conducting
a literature review, and a comprehensive competency index was aimed to be achieved. Taking
into considering that competencies are particularly used in areas such as recruitment, talent
retention, rotation, performance management, and project management in companies, the
views of experts in these fields selected from innovative companies in the industry were also
sought in creating the index, and a survey was conducted. In this original study, a final
competency index was created. The latest version of the competency list shown in Figure

4.1, which has been simplified.

The letter "L" in parentheses indicates the competencies obtained from the literature
review, while the letter "S" indicates the competencies mentioned by industry experts in the

survey.

The final competency list consists of 7 main categories: Cognitive, Social &
Emotional, Innovation, Leadership, Communication, Digital, and Technical. There are a total

of 52 competencies under each main category.
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Table 4. 1. Competencies and related articles

Competency

Literature

Analytical Thinking

Curiosity

Imagination

Active Learning Skills / Lifelong

Learning

Multi-Tasking

Proactivity

Complex Problem Solving

Self-Efficacy

Strategic Thinker

System Thinking

Adapting And Responding to Change

Cooperation

(Grzesik & Piwowar-Sulej, 2018; Hrabal et al.,, 202la;
Kurmanov et al., 2021a; Meduri, n.d.-a, 2021a; Pang et al.,
2019a; Shanujas & Radha Ramanan, 2023a)

(Kurmanov et al., 2021b; Low et al., 2021a; Viale et al., 2022a)

(Kubatova & Krocil, 2022a; Miiller & Turner, 2010a;
Sampaio et al., 2022a)

(Blanka et al., 2022a; Jerman et al., 2020a; Kubatova &
Krocil, 2022b; Lee & Meng, 2021a; Nguyen, 2022a; Pang et
al., 2019b; Plawgo & Ertman, 2021a; Stacho et al., 2021a)

(Maisiri & Van Dyk, 2021a; Meduri, n.d.-b, 2021b;
Podmetina et al., 2018a; van der Waldt et al., 2021a)

(Karacsony & Bokor, 2021a; Kurmanov et al., 2021c¢)

(S. Kannan et al., n.d.-a; Ngayo Fotso, 2021a; Viale et al.,
2022b; Walas et al., 2021a)

(Blanka et al., 2022b; Kurmanov et al., 2021d; Okolie et al.,
2021a; Stenholm et al., 2021a; Wu et al., 2022a)

(Gotz, 2019a; Kurmanov et al., 2021e; Ngayo Fotso, 2021b;
Podmetina et al., 2018b; Tiruneh & Fayek, 2022a; Valk,
2021a)

(Hrabal et al., 2021b; Kubatova & Kroéil, 2022c; Pang et al.,
2019c; van der Waldt et al., 2021b)

(Amoah & Marimon, 2021a; Fontes & Menegon, 2022a;
Gotz, 2019b; Jerman et al., 2020b; S. Kannan et al., n.d.-b;
Kurmanov et al., 2021f, Low et al., 2021b; Ngayo Fotso,
2021c; Nguyen, 2022b; Pang et al., 2019d; Plawgo & Ertman,
2021b; Podmetina et al., 2018c; Santoso et al., 2020a; Souto
& Rodriguez-Lopez, 2021a; Walas et al., 2021b)

(Flores et al., 2020a; Pang et al., 2019e; Rakowska & de
Juana-Espinosa, 2021a; Riyanti et al., 2022b)

(cont. on the next page)

19



Table 4.1. (cont.)

Competency

Literature

Empathy

Ethic

Resilience

Self-Awareness

Flexibility

Stress Management /Tolerance

Time Management

Tolerance To Change and Uncertainty

Failure Tolerance

(Fernandez-Perez & Martin-Rojas, 2022a; Flores et al.,
2020b; Hrabal et al., 2021c; Low et al., 2021c; Meduri, n.d.-c;
Pang et al., 2019f;, Plawgo & Ertman, 2021c; Shanujas &
Radha Ramanan, 2023b; Valk, 2021b; Wu et al., 2022b)
(Blanka et al., 2022¢; Kubatova & Kro¢il, 2022d; Kurmanov
et al., 2021g; Li et al., 2021a; Sampaio et al., 2022b; Souto &
Rodriguez-Lopez, 2021b; Tiruneh & Fayek, 2022b)
(Alvarenga et al., 2020a; Diaz Vidal et al., 2021a; Miiller &
Turner, 2010b; Neumeyer & Santos, 2023a; Pang et al., 2019g;
Plawgo & Ertman, 2021d; Sampaio et al., 2022c)

(Alvarenga et al., 2020b; Asghar et al., 2021a; Blanka et al.,
2022d; Fernandez-Perez & Martin-Rojas, 2022b; Flores et al.,
2020c; S. Kannan et al., n.d.-c; Miiller & Turner, 2010c;
Ngayo Fotso, 2021d; Pang et al., 2019h; Plawgo & Ertman,
2021e; Podmetina et al., 2018d, 2018e; Stenholm et al., 2021b;
Tiruneh & Fayek, 2022¢; Walas et al., 2021c)

(Alvarenga et al.,, 2020c; Flores et al., 2020d; Fontes &
Menegon, 2022b; Hrabal et al., 2021d; Jerman et al., 2020c;
K. S. P. N. Kannan & Garad, 2021a; Lee & Meng, 2021b;
Ngayo Fotso, 2021e; Nguyen, 2022c; Pang et al., 2019i;
Podmetina et al., 2018f, 2018g; Rakowska & de Juana-
Espinosa, 2021b; Tiruneh & Fayek, 2022d; Valk, 2021c;
Walas et al., 2021d; Wu et al., 2022c¢)

(K. S. P. N. Kannan & Garad, 2021b; Kubatova & Krocil,
2022e; Meduri, n.d.-d, 2021c; Podmetina et al., 2018h;
Rakowska & de Juana-Espinosa, 2021c; Sampaio et al.,
2022d; Valk, 2021d)

(Alvarenga et al., 2020d; Amoah & Marimon, 2021b; Barac
et al., 2021a; Souto & Rodriguez-Lopez, 2021c¢)

(Blanka et al., 2022¢; Kubatova & Krocil, 2022f, Ngayo
Fotso, 2021f; Pang et al., 2019j; Rakowska & de Juana-
Espinosa, 2021d; Stenholm et al., 2021c¢)

(Diaz Vidal et al., 2021b; Korzynski et al., 2021a; Podmetina
et al., 2018i; Putri et al., 2021a)

(cont. on the next page)

20



Table 4.1. (cont.)

Competency

Literature

Creativity

Critical Thinking

Networking

Research Skills

Teamwork /Cross

Teamwork

Reflecting  Customer

/Customer Focus

Achievement Orientation

Functional

Expectations

(Blanka et al., 2022f; Go6tz, 2019c; Hrabal et al., 2021e;
Jerman et al., 2020d; K. S. P. N. Kannan & Garad, 2021c;
Kipper et al., 2021a; Kubatova & Krocil, 2022g; Kurmanov et
al., 2021h; Lee & Meng, 2021c; Li et al., 2021b; Maisiri &
Van Dyk, 2021b; Nguyen, 2022d; Plawgo & Ertman, 2021f;
Podmetina et al., 2018j; Sampaio et al., 2022¢; Souto &
Rodriguez-Lépez, 2021d; Stacho et al., 2021b; Stenholm et al.,
2021d; Viale et al., 2022c; Walas et al., 2021¢)

(Amoah & Marimon, 2021c; Kurmanov et al., 20211, 2021j;
Lee & Meng, 2021d; Nguyen, 2022¢; Pang et al., 2019k;
Plawgo & Ertman, 2021g; Putri et al., 2021b; Stacho et al.,
2021c; Viale et al., 2022d)

(Diaz Vidal et al., 2021c; Flores et al., 2020e; K. S. P. N.
Kannan & Garad, 2021d; Li et al., 2021c; Neumeyer & Santos,
2023b; Ngayo Fotso, 2021g; Okolie et al., 2021b; Pang et al.,
20191; Podmetina et al., 2018k, 2018l; Putri et al., 2021c;
Santoso et al., 2020b; Valk, 2021¢; Viale et al., 2022¢)

(Fontes & Menegon, 2022¢; Gotz, 2019d; K. S. P. N. Kannan
& Garad, 2021e; Kipper et al., 2021b; Lee & Meng, 2021¢;
Quartier et al.,, 2020; Santoso et al., 2020c; Souto &
Rodriguez-Lopez, 2021¢)

(Alvarenga et al., 2020e; Flores et al., 2020f; Gotz, 2019¢;
Hrabal et al., 2021f; Kipper et al., 2021c; Li et al., 2021d; Pang
et al., 2019m; Plawgo & Ertman, 2021h; Shanujas & Radha
Ramanan, 2023c; Souto & Rodriguez-Lopez, 2021f; Tirunch
& Fayek, 2022¢; Viale et al., 2022f)

(Alvarenga et al., 2020f; Ngayo Fotso, 2021h, 2021i; Pang et
al., 2019n; Santoso et al., 2020d; van der Waldt et al., 2021c;
Viale et al., 2022g)

(Alvarenga et al., 2020g; Pang et al., 20190; Shanujas &
Radha Ramanan, 2023d; Tiruneh & Fayek, 2022f; Wang et al.,
2022)

(cont. on the next page)
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Table 4.1. (cont.)

Competency

Literature

Conflict Negotiation

Create Vision and Strategy

Plan

Researching And Reading

Role Modelling

Self- Confidence

Active Listening

Cross-Cultural

Cohesion

Collaboration

and

(Alvarenga et al., 2020h; Amoah & Marimon, 2021d; Flores
et al., 2020g; Fohrer et al., 2021; Gotz, 2019f; K. S. P. N.
Kannan & Garad, 2021f, Karacsony & Bokor, 2021b;
Kubatova & Krodil, 2022h; Kurmanov et al., 2021k; Li et al.,
2021e; Meduri, 2021d; Pang et al., 2019p; Podmetina et al.,
2018m; Shanujas & Radha Ramanan, 2023e; THE
DEFINITION AND SELECTION OF KEY COMPETENCIES
Executive Summary, n.d.; Tiruneh & Fayek, 2022g; van der
Waldt et al., 2021d)

(Alvarenga et al., 2020i; Amoah & Marimon, 2021¢; Blanka
et al., 2022g; Crossan et al., 2021; Fontes & Menegon, 2022d;
Korzynski et al., 2021b; Kubatova & Krocil, 2022i; Low et al.,
2021d; Miiller & Turner, 2010d; Neumeyer & Santos, 2023c;
Ngayo Fotso, 2021j; Okolie et al., 2021c; Stenholm et al.,
2021e)

(Amoah & Marimon, 2021f; Asghar et al., 2021b; Blanka et
al., 2022h; Kurmanov et al., 20211, 2021m; Lee & Meng,
2021f; Ngayo Fotso, 2021k; Pang et al., 2019q; Riyanti et al.,
2022c; Santoso et al., 2020e; Shanujas & Radha Ramanan,
2023f; Souto & Rodriguez-Lopez, 2021g; Stenholm et al.,
2021f; van der Waldt et al., 2021¢; Walas et al., 2021f)
(Flores et al., 2020h)

(Kubatova & Krocil, 2022j)

(Diaz Vidal et al., 2021d; Fernandez-Perez & Martin-Rojas,
2022c¢; Kubatova & Krocil, 2022k; Pang et al., 2019r; Valk,
20211)

(Barac et al., 2021b; Kubatova & Kro¢il, 20221; Ngayo Fotso,
20211; Pang et al., 2019s)

(Ivanovic et al., 2021a; Kurmanov et al., 2021n, 20210; Li et
al., 2021f; Maisiri & Van Dyk, 2021c; Ngayo Fotso, 2021m;
Nguyen, 2022f; Plawgo & Ertman, 2021i; Podmetina et al.,
2018n, 20180; Valk, 2021g, 2021h; Wu et al., 2022d)

(cont. on the next page)
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Table 4.1. (cont.)

Competency

Literature

Machine Learning

Updating job  knowledge  with
technology advancements
Optimizing/improving business
processes

Big Data Analytics

Coding

Cybersecurity

Programming

Artificial Intelligence
Digital literacy

(Maisiri & Van Dyk, 2021d)
(S. Kannan et al., n.d.-d)

(Gotz, 2019g; Kubatova & Krocil, 2022m; Ngayo Fotso,
2021n; Plawgo & Ertman, 2021j)

(Flores et al., 2020i; Li et al., 2021g; Maisiri & Van Dyk,
2021e; Nguyen, 2022g; Rakowska & de Juana-Espinosa,
2021e)

(Flores et al., 2020j; K. S. P. N. Kannan & Garad, 2021g;
Maisiri & Van Dyk, 2021f; Plawgo & Ertman, 2021k)
(Flores et al., 2020k; Li et al., 2021h)

(Flores et al., 20201; Hrabal et al., 2021g; Ivanovi¢ et al.,
2021b; Plawgo & Ertman, 20211; van der Waldt et al., 2021f)
(Maisiri & Van Dyk, 2021g)

(Ngayo Fotso, 20210)

4.2. Research Framework and Questions

The thesis employs 5 different research models (surveys, frequency analysis,

interviews, case study, taxonomy) starting with a literature review and then being supported

by surveys and interviews to conduct taxonomy. Afterward, a case study model was selected

for understanding the relationship the innovation strategies with competencies and

understand importance level of roles in project portfolios. The literature review provides

propositions to begin constructing the research framework based on feedback received from

companies. The research objectives and propositions are listed in Table 4.2.
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Table 4. 2. Objectives and Propositions

Objectives

Propositions

To investigate the critical individual
competencies in innovation management,

especially for innovative companies

The identification of critical competencies
required for strategic decisions taken by the
top management of the company as a

whole.

To examine the critical innovation competencies
based on the literature, then an original
competency index will be created by combining
surveys and interviews will be conducted with
industry professionals and academicians.

Using the case study method in a selected 2
companies, the alignment between the
competency index and the innovation strategies of

the company will be analyzed.

24



CHAPTER S

FINDINGS

5.1. Open-Ended Survey

While scanning competencies in the literature review, open-ended questions were
conducted to professionals primarily working in human resources and innovation
departments, selected from matured companies in the field of innovation management. The
goal was to obtain 10 responses for each of the three questions. The question set was designed
to gather competencies, starting from general competencies and moving towards individual
competencies. The survey aimed to explore the critical competencies valued by the company,
the competencies individuals should possess, and then the innovation competencies within
individuals. As the study was related to strategic competency management, it was important
to understand the expected competencies of the organization. Because in innovation
management, after the company's overall mission and vision, innovation strategies come into
play, moving from the general to the specific. This would enable a meaningful transition
from strategic priorities and competencies within the organizational culture to individual
competencies. The first question, "The competencies that successful companies of the future
should have," was answered by half of the participants, with three out of seven providing
their responses. As for the second question, "The competencies that employees should have
individually," only one person completed all ten expected answers. The last question, "The
individual competencies required for innovation," had a higher response rate compared to the
other questions. When examining the details of the second question, it is observed that
competencies mentioned under the Behavioral Competencies category, such as Adaptation
to Change, Technology Development, Lean Approach, Visionary Management, and Digital
Aptitude, were also provided under the Technical Competencies category. Additionally,

Agility and Critical Thinking competencies were suggested by different participants under
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the Behavioral Competencies, indicating their importance.The details can be found in

Appendix A.1.

According to correlation analysis (SPSS was used), the correlation coefficient is
found as 0,692 which can be drawn that there is a significant relationship between the
individual competencies and organizational competencies based on the findings. The

correlation analysis results are presented in Table 5.1.

Table 5. 1. SPSS results for correlation analysis

IC 1c Ol

Individual Pearson Correlation 1 -0,047 .692%*
Comptencies (IC) Sig. (2-tailed) 0,829 0,004

N 60 24 15
Individual Innovation Pearson Correlation -0,047 1 -0,341
Competencies (IIC) g5 (5 ailed) 0,829 0,334

N 24 40 10
Organizational Pearson Correlation .692%* -0,341 1
Competencies (OI) Sig. (2-tailed) 0,004 0,334

N 15 10 34

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

The responses to the questions, moving from general to specific, were analyzed under
two different headings. In the first part, the relationship between the individual competencies
valued by the company and the innovation competencies that individuals should possess was
examined. As shown in Table 5.2, competencies such as Creativity, Innovation, Divergent
Thinking, Perspective, Research Skills, and Critical Thinking can be considered critical
competencies that individuals should have in line with the company's innovation strategies,
which would make an impact for innovation. These competencies can be seen as important
for individuals in innovation projects. On the other hand, with zero difference observed in
competencies such as Change, Communication, Self-Development, Lean Approach,
Questioning, Conceptual Thinking, Collaboration/Teamwork, Technological Aptitude,

Entrepreneurship, Statistical Knowledge, Decision-Making, and Future Awareness, it can be
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interpreted that these competencies are currently prioritized by the company and are also
sought after in the context of innovation strategies. In the case of Learning, Agility, Problem
Solving, Emotional Intelligence, Analytical Thinking, and Digitalization competencies,
where a negative difference was observed, it can be concluded that these competencies have
a high level of awareness and important within the company but may not have a significant

impact in terms of impact in line with innovation strategies.

Table 5. 2. Relationship between the number of individual competencies and the number of
innovation competencies

Competencies Individual Individual Innovation | Organizationa Tota Differenc
Comptencie Competencies 1 1 e
s Competencies
Creativity 1 5 1 7 4
Innovation 2 3 2 7 1
Divergent Thinking 2 3 5 1
Perspective 1 2 0 3 1
Research Skills 1 2 0 3 1
Critical Thinking 1 2 0 3 1
Change 2 2 2 6 0
Communication 2 2 1 5 0
Self Development 2 2 0 4 0
Lean Approach 1 1 1 3 0
Questioning 1 1 0 2 0
Conceptual Thinking 1 1 0 2 0
Collaboration / Teamwork 1 1 0 2 0
Technological Aptitude 1 1 0 2 0
Entrepreneurship 1 1 0 2 0
Statistical Knowledge 1 1 0 2 0
Decision-Making 1 1 0 2 0
Future Awareness 1 1 0 2 0
Learning 2 1 5 8 -1
Agility 2 1 3 6 -1
Problem Solving 3 2 0 5 -1

(cont. on the next page)
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Table 5.2. (cont.)

Competencies Individual Organizational
Individual . . Total  Difference
Innovation Competencies
Comptencies Competencies
Emotional Intelligence 2 1 0 3 -1
Analytical Thinking 3 1 1 5 -2
Digitalization 5 1 6 12 -4

In the second part, the relationship between the competencies that companies should
possess and the innovation competencies found in individuals was examined. As shown in
Table 5.3. there is a positive difference for competencies such as Creativity, Innovation, and
Communication. From this, it can be interpreted that these competencies are much more
effective, important, and needed for innovation competencies compared to the competencies
possessed by the company. For competencies such as Respect, Change, Lean Approach, and
Analytical Thinking, the difference is 0, indicating that these competencies are critical in both
companies and the field of innovation. For competencies such as Agility, Learning, and
Digitalization, the difference is negative, suggesting that these competencies, although
adopted within the company, are not considered as expected competencies in line with

innovation strategies.

Table 5. 3. Relationship between the number of individual innovation competencies and the
organizational competencies

Competencies Individual Individual Organizational Total Difference
Comptencies | Innovation Competencies
Competencies
Creativity 1 5 1 7 4
Innovation 2 3 2 7 1
Communication 2 2 1 5 1
Respect 0 1 1 2 0
Change 2 2 2 6 0

(cont. on the next page)
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Table 5.3. (cont.)

Lean Approach 1 3 0
Analytical 1 5 0
Thinking

Agility 1 6 -2
Learning 1 8 -4
Digitalization 1 12 -5

5.2. Frequency Analysis

The competencies collected from the literature review and open-ended survey were

extensively analyzed within a group consisting of 5 academics (referred to as Academicans

Group 1). The most frequently mentioned competencies were determined using the Keyword

Cloud Tool, and visualizations were created. Thanks to the used tool, all the competencies

that have been found are compiled in a way that the most frequently occurring words are

displayed together. Competencies written in larger font sizes occur more frequently, while

skills written in smaller font sizes are repeated at least 1-2 times.The Figure 5.1. represents

the frequencies of the collected competencies.
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ablllty achievement adaptability . agility ay ambiguity

analysis.,analytical application u» apply
awareness building..business change
collaboration commitment communication
competence computer conflict control
cooperation Cl’eatIVIty critical cultural
curiosity an customer data dealing decision design
development digital effective
emotional empathy entrepreneurial environment ethics
evaluation experience external feedback o financial flexibility
general ideas influence
information . initiative ., iINNOvation .. integrity intelligence
interaction internal interpersonal kﬂOWlEdge
languages «» leadership learning literacy making
Management .. marketing
motivation negotiation .. networking ., openness opportunities
organization .. organizational ., Orientation .. others
personal planning presentation

problem-solving prOblem process product professional programming

project quality related o5 relationship research us resilience
resource ., responsibility u results o, risk self-awareness
self Service us share u S ||S social
software solving stakeholder ., StrategicC ., strategy
systems team ., teamwork «, technical .. technology
thinking tolerance a» tools understanding . values vision
web work

Figure 5. 1. Visualisation of the competencies according to frequency

The group of academics, examining both the literature review (2240 competencies)
and the open-ended survey results (169 competencies), conducted a thorough analysis to
reduce the number of competencies and perform a categorization study. Based on the results
of the frequency analysis, key competencies such as leadership, innovation, management,
and communication were identified as main groups. The 228 competencies identified under
these main groups were further classified as sub-competencies. Competencies such as
Analytical Thinking, Conceptual Thinking, Curiosity, Proactivity, Empathy, Critical

Thinking, Role Modeling, Confidence, Initiative, and Empathy were selected from the open-
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ended survey and found to align with the literature in terms of their relevance and importance.

The final version of the competency list (has 228 competencies created by Academicians

Group 1 is presented in Table 5.4.

Table 5. 4. The competency list created by academicians group 1 after frequency analysis

Core Competency

Competency List

Cognitive

Ability To Conceptualize Ideas
Ability To Synthesize

Attention To Details

Analytical Thinking
Attentiveness

Cognitive Compexity
Conceptual Thinking

Curiosity

Decision Making

Decisive

Dependability

Entrepreneurial Mindset

Fine Manipulative Abilities
General Knowledge

Goal Orientation

Imagination

Improvement Orientation
International Affairs

Judgment

Lateral Thinking

Active Learning Skills / Lifelong Learning
Multi-Tasking

Organization Of Own Activities
Pattern Recognition

Perception Of Criticism And Feedback
Perseverance In Achieving Goals

Perspective

(cont. on the next page)
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Table 5.4. (cont.)

Core Competency

Competency List

Cognitive

Social & Emotional

Proactivity

Complex Problem Solving
Responsibility, Risk-Taking
Self-Efficacy

Strategic Thinker

System Thinking

Training Setup

Vision

Willingness To Change
Result Orientation
Ambiguity Tolerance
Achievement Orientation
Adaptability/Flexibility
Adapting And Responding To Change
Autonomy

Coach And Mentor
Conflict Management
Conscientiousness And Responsibility
Concern For Others
Cooperation

Discipline And Focus
Emotional Self-Awareness
Emotional Self-Control
Empathy

Enthusiasm

Ethics

Influence
Initiative/Proactivity
Interpersonal Sensitivity
Integrity

Intuitiveness

(cont. on the next page)
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Table 5.4. (cont.)

Core Competency Competency List
Social & Emotional  Learning And Researching
Organizational Awareness
Patience
Persuading

Innovation

Physical Strength Abilities

Resilience / Endurance

Self Awareness

Self Control

Self Regulation

Self-Motivation

Self Tolerance

Sensivity

Stress Management /Tolerance

Social Perceptiveness

Time Management

Tolerance To Change And Uncertainty
Failure Tolerance

Communication Competencies

Creating A Win-Win Situation
Creativity

Critical Thinking

Curiosity

Idea Generation

Inspires

Mindset For Change

Networking

Openness

Project Management

Research Skills

Teamwork /Cross Functional Teamwork
Share Knowledge And Ideas Externally /Internally
Reflecting Customer Expectations /Customer Focus

Opportunity Recognition

(cont. on the next page)
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Table 5.4. (cont.)

Core Competency

Competency List

Communication

Cross-cultural

Ability To Communicate At Multiple Levels
Ability To Compromise

Ability To Persuade

Active Listening

Attention

Behavioural Flexibility

Debate And Discussion Diversity And Intercultural Orientation

Handling Ambiguity

Holistic Thinking

Increased Virtual Communication Capabilities
Interactive Involvement

Intercultural Communication Competence
Inviting Action

Listening

Mastery Of New Media Technologies
Negotiation

Open Communication

Oral Communication

Persuasion

Presentation Skills

Respect For Cultural Differences

Role Modeling

Verbal Skills

Cross-Cultural Collaboration And Cohesion
Cross-Cultural Empathy

Cross-Cultural Relationship Building
Cultural Empathy

Emotional Stability

Flexibility

General Self Efficacy

Non-Ethnocentrism

Open-Mindedness

Relational Skills

Social Initiative

(cont. on the next page)
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Table 5.4. (cont.)

Core Competency

Competency List

Leadership

Achievement Orientation
Active Listening

Change Management
Coaching

Collaboration
Commitment
Confidence
Coordination

Conflict Negotiation
Create Vision And Strategy
Creating Change

Critical Anaylsis And Judgment
Decision-Making
Demonstrating Initiative
Empathy

Enthusiasm
Ethical/Moral Reasoning
Evaluation

Excellence

Inclusion

Initiative

Intelligence

Instructing

Loyalty

Managing Diversity
Managing Resources
Mentoring

Mindfulness

Mission

Mobilize People

(cont. on the next page)
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Table 5.4. (cont.)

Core Competency

Competency List

Motivating Others

Monitoring

Perception Management

Persuasion

Plan

Presentation Skills

Problem Solving

Promote Innovation And Guide Change
Providing Feedback

Receiving Feedback

Relationship Development
Researching And Reading

Resiliency

Respect

Responding To Ambiguity

Review And Analysis Of Results
Role Modeling

Self-Assessment

Self-Awareness

Self-Development

Self-Discipline And Self- Confidence
Social Justice

Social Responsibility

Stakeholder Management

Strategic And Action Planning
Synthesis

Team Development

Time Management

Tolerance For Uncertainty And Risk-Taking
Uphold Integrity And Respect

Vision Creation

(cont. on the next page)
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Table 5.4. (cont.)

Core Competency

Competency List

Technical skills

Digital

Increased Job Knowledge Due To Automated Processes
Awareness Of Data Security

Equipment Maintenance

Equipment Selection

Higher Technical And Media Skills For New Technologies
Installation

Job Related

Repairing

Operation And Control

Operation Monitoring

Understanding It Security

Advanced Robotics

Big Data Analytics

Cloud Computing

Coding

Computer Usage

Cybersecurty

Data Analytics

Programming

Technology Design

Yani Nesnelerin Interneti, Biiyiik Veri

Using 3D Printing

Using Different Programming Languages, Including Java, Php, Xml
Data Migration

Using Electronic Bibliographic

Using Internet Search Engines

Using Semantic Web Applications

Using Simulation And Agumented Reality Applicaitons
Using Synchronous And Asynchronous Communication Tools
Using Various Types Of Digital Networks

Using Web2 Applications

Web Development
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5.3. Survey

The survey study was conducted in two different stages, aiming to obtain participant
ratings on a Likert scale ranging from 1 to 5 for each competency in the created competency
list. To gather diverse perspectives on the competency list developed by Academicians Group
1 (228 competencies, 8 groups), a survey was planned to be conducted among a separate
group (Academicians Group 2) consisting of 4 different academicians from the first group
(Academicians Group 1). The next step was analyzing the survey conducted on
Academicians Group 2 by Academicians Group 1. Academicians Group 2 also addressed the
issue of the competency list being too extensive and some competencies overlapping. To
address this, Academic Group 1 conducted an internal simplification process, reducing the
list from 228 competencies to 65. They then conducted an internal survey using a 1-5 Likert

scale.

5.3.1. Survey with Academicians Group 2

To obtain opinions from different individuals, a separate group of 4 academics
(referred to as Academicians Group 2) was conducted independently from the first group
(Academicians Group 1). A survey with a Likert scale ranging from 1 to 5 was conducted
among these participants. They were asked to rate each of the 228 competencies on a scale
of 1 to 5. The survey was sent via email, ensuring that participants did not have access to
each other's responses. The analysis of the survey results is presented in Table 5.5. and Table
5.6.

Table 5. 5. Descriptive statistics of the first step of survey

Competency Main Count of Average of  Averageof  Min of Max of
Group Competencies StdDEV Total Total Total
Soft Competencies 96 0,38 16,07 11 19
Hard 33 0,43 17,12 12 19
Management and 99 0,16 16,20 14 18
Communication
Grand Total 228 0,29 16,28 11 19
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Table 5. 6. The detail descriptive statistics of the first step of survey

Competency Competency Count of Average of Average Min Max
Main Group Group sn StdDEV of Total of of
Total Total
Behavioural/Soft Cognitive 40 0,45 15,68 11 19
Competencies
Innovation and 18 0,32 16,89 16 19
Creativity
Social and 38 0,34 16,11 11 18
Emotional
Behavioural/Soft Competencies 96 0,38 16,07 11 19
Total
Hard Competencies Digital 22 0,52 17,68 16 19
Technical 11 0,23 16,00 12 18
HARD Total 33 0,43 17,12 12 19
Business and Communication 25 0,29 16,16 14 18
Management
Cross-cultural 11 0,14 16,36 16 18
Leadership 63 0,11 16,19 15 17
Business and 99 0,16 16,20 14 18

Management Total
Grand Total 228 0,29 16,28 11 19

The category with the lowest standard deviation value (0,11) is determined to be
"leadership," indicating that participants generally agree on the competencies under the
leadership category.

The category with the highest standard deviation value of 0.59 is analyzed as the
"digital" category. This indicates that there is a lack of consensus among participants
regarding the evaluation of digital competencies. The possible reason for this could be the
varying industry sectors, organizational cultures, and strategies of the participants' respective
organizations. As digital competencies may vary in their specific job requirements, different

evaluations might have been given within this category.
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5.3.2. Survey with Academicians Group 1

The survey results from Academicians Group 2 were reviewed by Academicians
Group 1, and based on the feedback was reviewed again, the list was revised. In accordance
with the feedback from Academicians Group 2, efforts were made to reduce the number of
competencies in the list, resulting in the removal of 1 category and 163 competencies. The
competencies that have been removed are listed in Appendix A.2. The final version of the
list has been organized to consist of 65 competencies and 6 categories. Table 5.7. displays

the list created after the survey conducted by Academicians Group 2.

Table 5. 7. The competency list after evaluation by Academicians Group 2

Main Competency Group Competency

Cognitive Analytical Thinking
Conceptual Thinking
Curiosity

Entrepreneurial Mindset
Imagination
Active Learning Skills / Lifelong Learning
Multi-Tasking
Proactivity
Complex Problem Solving
Self-Efficacy
Strategic Thinker
System Thinking
Reskilling/ upskilling
Social & Emotional Adaptability/Flexibility
Adapting And Responding To Change
Cooperation
Empathy
Ethics
Initiative/Proactivity
Resilience / Endurance
Self Awareness

Self Control

(cont. on the next page)
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Table 5.7. (cont.)

Main Competency Group

Competency

Social & Emotional

Innovation

Communication

Leadership

Digital

Stress Management / Tolerance

Time Management

Tolerance To Change And Uncertainty
Trustworthiness

Failure Tolerance

Communication Competencies

Creativity

Critical Thinking

Idea Generation

Networking

Research Skills

Teamwork /Cross Functional Teamwork
Entrepreneurial And Commercial Thinking
Reflecting Customer Expectations /Customer Focus
Ability To Persuade

Active Listening

Behavioural Flexibility

Holistic Thinking

Intercultural Communication Competence
Cross-Cultural Collaboration And Cohesion
Achievement Orientation

Conflict Negotiation

Create Vision And Strategy

Mobilize People

Motivating Others

Plan

Promote Innovation And Guide Change
Researching And Reading

Role Modeling

Self-Development

Self-Discipline And Self- Confidence
Advanced Robotics

Big Data Analytics

Cloud Computing

(cont. on the next page)
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Table 5.7. (cont.)

Main Competency Group Competency

Digital Coding
Computer Usage
Cybersecurty
Programming
Technology Design
Digital Literacy
Technical Machine Learning
Increased Job Knowledge Due To Automated Processes

Process optimization / understanding?

The competency list, which has been reduced to 65 competencies, was re-evaluated
by Academicians Group 1 using a Likert scale ranging from 1 to 5 before being presented to
industry professionals in a group work session. The descriptive statistics of the conducted
survey is shown in Table 5.8. Only the analysis of the main competency groups is provided
in the table. The detailed analysis of each competencies can be found in Appendix A.2.2.

Table 5. 8. The descriptive statistics of the survey by Academicians Group 1

Main Competency Group Count of Average of Averageof Min of Max of
Total Total StdDEV Total Total
Cognitive 13 21,08 0,50 17 25
Digital 9 19,33 0,55 12 25
Communication 6 19,50 0,23 16 21
Innovation 10 22,00 0,50 18 25
Leadership 11 21,45 0,34 19 25
Methodic / Technical 3 20,33 0,15 20 21
Social / Emotional 13 19,23 0,53 10 23
Grand Total 65 20,49 0,45 10 25

According to the analysis, it is evident that participants reach a consensus on the
competencies within the Communication, Leadership, and Technical/Methodological main
groups based on their standard deviation values (0.23, 0.34, 0.15, respectively). This

indicates a consensus among participants regarding these competencies.
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In the section where open-ended comments were allowed, participants shared their
opinions about certain competencies. For instance, they provided feedback on the similarity
or appropriate categorization of competencies such as "Entrepreneurial Mindset" under the

"Cognitive" category and "Initiative/Proactivity" under the "Social & Emotional" category.

“The competency "Initiative/Proactivity"” under the "Social & Emotional"” category appears
to be sufficient. As for the competency under the "Cognitive" category, it can be eliminated

as it carries a similar meaning.” (GA, Teaching Assistant)

“There is a repetition of the competency "Initiative/Proactivity” under the "Social &

Emotional” category.” (MA, Assoc. Prof. Dr.)

“The competency "Entrepreneurial Mindset" under the Cognitive category seems efficient.
The competency under the Social & Emotional category can be removed as it carries a

similar meaning.” (CO, Assoc. Prof. Dr.)

When the average values of the survey were calculated and sorted from smallest to largest
(2,33 to 5.00), the groups and competencies in Table 5.9. were identified as potential
competencies for removal from the list by Academicians Group 1. These competencies have
been flagged for further evaluation during the future focused group study with industry
professionals.

Table 5. 9. Potential Competencies for removal from the list according to mean value

Main Competency Group Sub Competency Mean
Social & Emotional Self Control 2,33
Digital Cloud Computing 3,00
Digital Advanced Robotics 3,17
Cognitive Entrepreneurial Mindset 3,33
Social & Emotional Self Awareness 3,33
Social & Emotional Stress Management /Tolerance 3,50
Innovation & Creativity Entrepreneurial And Commercial Thinking 3,50
Digital Programming 3,50
Social & Emotional Empathy 3,67

(cont. on the next page)
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Table 5. 10. (cont.)

Main Competency Group Sub Competency Mean
Social & Emotional Resilience / Endurance 3,67
Cognitive Self-Efficacy 3,83
Social & Emotional Ethics 3,83
Digital Coding 3,83

5.4. Focused Group Study

The table presented in Table 5.7, as shown in the previous sections, has been finalized
by Academician Group 1 after the survey studies, and the preparations for the focused group
work have been completed. The competency list, which was reduced to 65 competencies,
was finalized after the survey studies. As the next step, the objectives of the online Zoom

meeting arranged with 7 industry professionals are provided below:

e Conducting a detailed analysis of each competency and discussing its significance in
innovation management.

e Deciding whether each competency should be included or excluded from the list.

o Ensuring consensus among participants regarding the appropriate categorization of

each selected competency.

In the meeting that lasted approximately 2 hours, only the competencies of 2 categories
could be assessed, and it was concluded that another session is required to proceed further.
In the first session, participants expressed the need to have the meanings of the competencies
clearly stated for everyone to understand. Therefore, for the second session, the list was

presented to the participants with the meanings of each competency included.

5.4.1. Competencies based on innovation management taxonomy details

and focused group study examples.

The competencies mentioned below involve sharing the most debated data in the

group work and sharing the findings encountered during the literature research. The
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commented competencies have been reviewed again by Academic Group 1 after focused

group study. The details are provided in Section 5.4.2.
e Conceptual Thinking :

Although conceptual thinking is a competence that is mentioned less frequently in the
literature survey, it was decided by Academicians Group 1 to include it under Cognitive in
the list of competencies due to its recommendation by industry professionals in the initial
open-ended survey. The research (Pang et al. 2019) included that the conceptual thinking is
included in the category of "Hard Skills" and its meaning is described as pattern recognition,

insight, critical thinking, problem definition, hypothesis generation, and linking.

In another article (Grzesik and Piwowar-Sulej 2018a) , conceptual thinking is
mentioned under the cognitive category and described as a critical competency that project
managers should possess in terms of leadership qualities. In another article that was reviewed,
conceptual thinking was defined as the act of bringing together and comprehending the
components in a situation or problem.(Y. T. Lee 2010). During the focused group study, 5
out of 7 participants provided positive feedback and agreement regarding the suitability of
the conceptual thinking competency under the cognitive category. However, 2 individuals
expressed their opinion that conceptual thinking could be a subcategory of analytical thinking

or could be related to imagination. Their thoughts during the session are presented below :

“When I consider imagination and conceptual thinking together, I believe they can both be
classified under the cognitive category.” (SC, Global Director of Human Resources

JFurniture Sector)

“I think it should not be under the "Cognitive" category because it should have subcategories
based on logic. Analytical thinking appears to be a subcategory of conceptual thinking, which
is based on logic.” (SK, R&D Leader, Plastic Package Sector)

¢ Entrepreneurial Mindset & Entrepreneurial And Commercial Thinking :

The competency of "Entrepreneurial Mindset" under the "Cognitive" category and the

competency of "Entrepreneurial and Commercial Thinking" under the "Innovation and
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Creativity" category were extensively discussed by Academicians Group 1 during the survey
studies, and both were included in the previous list before the focused group study (as
detailed under section 5.3.2, see Table 5.9). According to literature survey, Entrepreneurial
skills comprise the knowledge and abilities that contribute to success in generating and
developing business opportunities or ideas, and it requires having an entrepreneurial mindset.
(Low, Gao, and Ng 2021; Plawgo and Ertman 2021). In some articles, entrepreneurial
competencies have been expressed alongside the concepts of innovation and leadership.
Project managers should have essential competencies including leadership, commitment,
creativity, entrepreneurship, teamwork skills, and individuals with entrepreneurial
competence are capable of realizing a specific vision and possess core abilities in creativity

and innovation. (Viale, Ruel, and Zouari 2022a; Igielski 2020).

“Do we need to be entrepreneurs in order to be innovative? While innovation is undergoing
a cultural change as a cultural entity within organizations, some companies may not
necessarily engage with an entrepreneurial mindset in their journey towards innovative
transformation. There is a connection between the two that complements each other but
doesn't necessarily have the same goal, in my opinion. Entrepreneurship can generally be
described as bringing something into existence without necessarily taking action, but being
innovative doesn't appear to be closely associated with that definition.” (MU, R&D and

Innovation Manager, Banking Sector)

“Entrepreneurial mindset is essential for a startup, but it is not necessarily a requirement for

innovation.” (SC, Global Director of Human Resources ,Furniture Sector)

“When we combine proactiveness with curiosity and imagination, it significantly represents

the competency of an entrepreneurial mindset.” (EA, HR Manager, Nutrition Sector)

“When we associate it with innovation, it implies taking action. The entrepreneurial mindset
can be seen differently in this context. After the idea emerges, when work related to
innovation is conducted, there is a risk of both success and failure. The decision of whether
to proceed or not is predominantly encompassed within the entrepreneurial mindset. I believe

it is closely related to innovation.” (SC, HR Org. Development Leader, Packaging)

46



o Initiative / Proactivity :

During the survey studies, proactivity was identified as one of the competencies
discussed by Academicians Group 1. Although there were concerns about its association with
entrepreneurship and the possibility of repetition in the list, it was included in the list under
the social/emotional category to gather feedback from the focused working group. In
literature research, it is apparent that in some examples, entrepreneurship is associated with

the proactivity, while in others, it is separately addressed under different categories.

In an article (Viale, Ruel, and Zouari 2022b) that aims to understand the individual
competencies that PSM professionals need to have in order to contribute added value to
innovation, proactivity is listed under the category of "Internal Enterprise Competencies". In
another article (RezaeiZadeh et al. 2017), the most important entrepreneurship competencies
list includes the category of "Motivation”. In the competencies defined for innovation
managers in the context of innovative economic development, proactivity is included under
the cognitive category.(Kurmanov et al. 2021). In the focused group study, the concept of
proactivity has been extensively compared to entrepreneurial mindset, and similarities have
been observed. According to the opinions of some participants, it has been suggested that the

competency of taking action can be associated with proactivity.

“I comsider proactivity as the ability to take initiative and act independently, rather than

considering it as foreseeing.” (EA, HR Manager, Nutrition Sector)

“Being  proactive in  the  cognitive  category  shows  similarities  with
entrepreneurship/proactivity in the social-emotional category.” (SC, HR Org. Development
Leader, Packaging)

e Self Control :

It is a competency that has been encountered in the literature review, but it has the lowest
average value in survey studies. Academics Group 1 aimed to gather opinions in the focused
group study due to the examples found in the literature, and it was included in the list. The

competency of self-control is found under the "emotional intelligence" category in the article
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(Sampaio et al. 2022), and it is described as the ability to accurately perceive and express
emotions, perform well under pressure, and control emotions. This definition is supported by
references from various sources. In another article (Bonesso, Gerli, and Bruni 2020), self-
control competency is defined as the control of emotions in difficult and stressful situations.

In project management, especially for innovation projects, self-control is included under
the category of "personal effectiveness". (Grzesik and Piwowar-Sulej 2018b). The
participants in focused group study, agreed unanimously on the removal of self-control from

the list and they didn’t share any additional comments regarding this.
e Trustworthiness :

In the literature, trust has been highlighted as a significant factor, especially in the context
of entrepreneurship and leadership. As mentioned in article (Podmetina et al. 2018a) , it is
important to include the competency of trust alongside entrepreneurial and leadership skills
for a successful innovation project manager. Trust plays a crucial role in external
collaborations and is vital for building trustworthy relationships, which are highly critical in
innovation efforts. In a study examining competencies in the banking sector, the competency
of trustworthiness was found to be included under the "emotional competencies" category
and was identified as having a high factor analysis score. (Shanujas and Radha Ramanan
2023). The participants in the focused group study extensively compared trustworthiness
with ethics. Additionally, they mentioned that trustworthiness is already considered as a
required characteristic in individuals within the existing projects and that it is included in HR

policies.

“I couldn't find much mention of innovation. Why should I seek trustworthiness? When I think
about innovation, I'm not entirely sure how much ethics and trustworthiness are needed for
innovation. Can there be innovation without ethics? Similarly, can there be innovation

without trustworthiness? (SC, HR Org. Development Leader, Packaging)

“Internal integrity is defined as trust in oneself. I can't say directly whether it should be
present in someone who will innovate. I will search for it, but I'm not sure if it is according
to the literature. I understand the perspective on what trust and ethics mean for innovation.

Sometimes even negative things can be innovative. For example, if we have an idea, we need
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to be trusted for others to believe in us. Similarly, if an investor is going to invest money, they

need to have trust in us.” (SC, Global Director of Human Resources ,Furniture Sector)

“The competency of trust should be approached differently when considering the company's
policy, especially in the context of innovation management, whether it should be included in

the list or not.” (MU, R&D and Innovation Manager, Banking Sector)
e Communication Competencies :

Another competency frequently encountered in literature research was communication. It
was included in the list by Academic Group 1 as both a main competency under the category
of "Communication" and as a sub-competency under the category of "Innovation" titled
"Communication Skills". To gather opinions in the focused group study, two approaches
were employed, considering both categories. In an article (Kipper et al. 2021) analyzing the
competencies required for Industry 4.0 and based on literature reviews, communication
competency is included as one of the critical 16 competencies identified. In a article (Viale,
Ruel, and Zouari 2022c¢) assessing the current competency profile of senior managers in the
South African local government sector, communication competency is found under the "core
competency" category.In a study aiming to develop a competency model for open innovation,
the research findings revealed that communication competencies were selected as the most
highly important competency among the participants. (Podmetina et al. 2018b)
In focused group study, the participants associated teamwork and networking competencies
with communication competencies and expressed that there could be a relationship between
them. Although they noted that it should not be categorized under “innovation and
creativity”, they suggested that communication is a separate competency that can be

supported by various sub-competencies.

“When we consider innovation as a 360-degree perspective on creativity, communication
becomes essential. To ask the right question, one must have strong communication skills. In
innovation, it is the teamwork rather than individual effort that brings results.
Communication is indispensable in innovation and creativity. Examples also demonstrate its
importance. Without communication skills, teams struggle to progress.” (SC, HR Org.

Development Leader, Packaging)
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“Before we begin, I would like to mention that communication skills were already included
within the categories of innovation and creativity. Why were they not placed under the
communication competency below? The communication competency seems to be
overshadowed by innovation and creativity. I would suggest placing it under the

communication category below.” (SC, HR Org. Development Leader, Packaging)
“I completely agree, communication is an essential competency.” (ZM, HR Manager)

“Being a team player is a highly important competency. It can be related to communication,
but it is not solely dependent on it. You can have excellent communication skills, but still be

a poor team player.” (MU, R&D and Innovation Manager, Banking Sector)
e Holistic Thinking :

The competency of holistic thinking was encountered in literature survey and
included under the Communication category by Academic  Group 1.
In a study conducted in the field of purchasing and supply management, aimed at identifying
the competencies of buyers for enabling innovation, buyers are required to have a
comprehensive perspective on their supply chain partners and the market. This competency
enables them to think and act holistically, improve their negotiation abilities, and choose the
most suitable suppliers for an innovation project. (Viale, Ruel, and Zouari 2022d). This refers
to the ability to comprehensively assess the situation and generate creative solutions to
communication problems while ensuring that the cultural sensitivities of others are not
harmed. (Kumari and Nirban 2018). In group study, participants were unsure whether the
competency of holistic thinking was placed in the correct category. The discussions generally

revolved around this point.

“I found it difficult to associate the competency of holistic thinking with the Communication

category.” (SC, Global Director of Human Resources ,Furniture Sector)

“I also believe that holistic thinking should not be categorized under communication

competency group.” (MU, R&D and Innovation Manager, Banking Sector)
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“In my opinion, it can be considered under the innovation categoy.” (SK, R&D Leader,

Plastic Package Sector)

“I agree with you and MU, it should not be under the communication category.” (ZM, HR
Manager)

e Mobilize People and Motivating Others :

In literature research, competencies related to inspiring and motivating others have been
encountered, and Academic Group 1 has placed both competencies under the "Leadership"
category while creating the list. The competency of mobilizing people means to inspire,
energize, and involve others. In addition it includes the skills such as interacting with others,
building consensus, collaborating and involving stakeholders in assignments. (Stenholm et
al. 2021; Blanka, Krumay, and Rueckel 2022). In another article (Korzynski et al. 2021), the
competency referred to as the ability to inspire employees to put an extraordinary effort into
their work. For classification examples, in the article (Crossan, Coté, and Virgin 2021)
focused on identifying key leadership competencies for federal public service executives,
one of the identified competencies is the mobilizing others. When examining the list of
elements of managers' competencies in modern organizations, the category of Leadership
includes managing, motivating, and developing others. (Nikitina and Lapina 2019a). These
are important competencies for which participants were asked to provide their comments in
the focused group study are as follows. Participants sometimes believed that the two concepts
had similar meanings, but different opinions were also shared emphasizing the need for their
separation. When questioned about whether the separate competencies of mobilizing People
and Motivating Others create confusion in terms of concepts, the participants shared their

opinions sequentially.
“In my opinion, they should be separate. Being able to mobilize others to take action does
not necessarily mean being proficient in providing motivation.” (MU, R&D and Innovation

Manager, Banking Sector)

“I find motivation and mobilizing to be closely related. In my view, motivating others may

also involve stakeholders, and I see it as a separate concept from being a role model.
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However, I agree that mobilizing people and motivating them are similar concepts in terms

of inspiring action.” . (SC, HR Org. Development Leader, Packaging)

“I agree with SC as well. The two competencies should be merged.” (ZM, HR Manager)

“Mobilizing means taking the lead in a significant action, while motivating is about uplifting
someone's spirits, especially when they are feeling down. For example, someone can be good
at motivating others without being skilled at mobilizing them. Similarly, social media
influencers may inspire their followers to buy a certain outfit, but that doesn't necessarily
mean they are mobilizing them. Both competencies are important and should be considered

separate abilities.” (MU, R&D and Innovation Manager, Banking Sector)

"Mobilizing others" to me implies increasing or initiating an action, while "motivating" feels
like a slightly more passive activity. I agree with MU,, they are separate competencies.” (SK,

R&D Leader, Plastic Package Sector)
e Self-Development and Researching & Reading

Along with the analysis of the results of previous survey studies, another commonly
encountered competencies in the literature are self-development and research & reading.
These competencies are often placed under the leadership category, mainly due to their
inspiring nature. In the focus group study, the aim was to gather opinions about these two
competencies and then decide, based on the comments, whether to eliminate one of them or
keep both. In the article that identifies the critical competencies for guiding curriculum
developers of engineering education programs in the innovative and dynamic working
environment of the big data industry, which is based on a highly qualified workforce, the
competency of self-development is listed, and its meaning is described as self-improvement,
career development, individual growth, creating an environment, and fostering growth
(Gurcan 2019). In a research conducted to define the competencies of a manager in an
organization, self-development has been identified as one of the top 10 essential
competencies and placed under the category of personality traits. (Nikitina and Lapina
2019b). "Research" competency has been identified in various articles as well. In the articles

analyzing leadership competencies and understanding of communication professionals
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regarding the digital changes brought by the Industry 4.0 revolution, the "research"
competency has been identified and placed under the cognitive category. (Seemiller 2021; J.

J. Lee and Meng 2021).

In the focus group study, participants shared their thoughts on the competencies of
"self-development" and "research and reading" under the leadership category. They
unanimously agreed that these competencies should be included under the leadership
category. Considering that the competency of research and reading is believed to be a part of

self-development, they suggested merging these two competencies together.

“When we talk about leadership, I think of it as managing a team. I asked myself if research
and reading should be part of leadership. I also think the same thing for self-development.”
(SC, HR Org. Development Leader, Packaging)

“Research and reading can be considered as part of self-development. I believe they should
be included under the category of leadership, in the right place. I believe that leaders should
continuously work on self-improvement.” (MU, R&D and Innovation Manager, Banking

Sector)

“To lead innovation, it is necessary for the person to engage in research in order to broaden
their team's horizons. I believe that all 11 items under the leadership category should be
included here. However, we can place the competency of research and reading under the

"self-development" category.” (SC, Global Director of Human Resources ,Furniture Sector)
e Computer Usage :

Due to the development of technology, digital skills have become crucial in today's
world. As many tasks are now performed using computers, the skill of "computer usage" has
been included in the list of digital competencies identified by Academic Group 1. In the
article (Siddiqui, Thaheem, and Abdekhodaee, n.d.) aiming to develop a taxonomy of digital
skills needed to digitalize the construction industry, computer usage is included under the
Digital Literacy category. The participants in the focus group study extensively questioned
the digital competencies, including computer usage, under the digital category. They

mentioned that digital competencies for innovation activities tend to be highly technical and
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require specific expertise. Further details regarding this will be provided in Section 5.4.2.
The participiants unanimously agreed that computer usage should be removed from the list
as it is now considered a fundamental skill expected from all employees, assuming that

everyone has already acquired it.

“Even those who are technically strong will know it. However, in innovation, we rely on
everyone's knowledge. Therefore, it is useful to consider these competencies in a functional
manner. I think the computer usage competency can be eliminated. Everyone knows it.” (SC,

HR Org. Development Leader, Packaging)

“It's not easy to measure these subjects, and it's challenging to expect people to have
immediate knowledge of cloud computing and similar topics. However, having awareness is
crucial. Even if someone engaged in innovation is not familiar with these competencies, they
should still have a sense of awareness.” (SC, Global Director of Human Resources

JFurniture Sector)

“In this age, these competencies act as supportive tools for fostering innovation. While we
cannot say that innovation is impossible without them, being familiar with these competencies
and raising awareness about them serves as a catalyst for introducing new ideas. We cannot
deny the significance of these competencies in driving innovation.” (SC, Global Director of

Human Resources ,Furniture Sector)

“In the digital age, education has moved towards a digital platform. There is a need for
individuals who can adapt to these changes. Within the next 2 years, local curricula will be
changing. Even human resources department needs to be knowledgeable about these updates.
They are trying to incorporate artificial intelligence and other technologies into their internal
processes. According to the literature, I can understand that these topics will become

prominent in the coming days.” (SK, R&D Leader, Plastic Package Sector)
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5.4.2. Evaluation of The Competency List by Academicians Group 1 After
Focused Group Study

The list of competencies, consisting of 65 competencies, created by Academic Group 1,
was evaluated in a focus working group consisting of 7 industry experts through 2 online
meetings. After taking notes on the evaluations and re-examining the literature, Academic
Group 1 decided to eliminate the competencies of Conceptual Thinking, Entrepreneurial
Mindset, Initiative/Proactivity, Self Control, Trustworthiness, ~Communication
Competencies, Idea Generation, Behavioural Flexibility, Holistic Thinking, Mobilize People,
Promote Innovation And Guide Change, Self-Development, Advanced Robotics, Computer
Usage, Entrepreneurial And Commercial Thinking. Some competencies were directly
excluded, while others were excluded based on their similarity to other competencies in the
list. For example, the Mobilize People competency was associated with the "motivating
others" competency. The Self-Development competency was linked to the
"Research/Reading" competency. The competencies of Trustworthiness and Computer
Usage were excluded as they were considered to be skills that everyone already possesses.
The excluded competencies "communication" and "behavioral" were thought to be not
individual competencies but rather competency groups. The "self-control" competency had
the lowest average score in the survey studies, and based on the comments from the focus
working group, it was determined that it should be excluded. It was believed that some of the
consolidated competencies should be evaluated separately. For instance, the competency
"reskilling/upskilling" was split and positioned as two separate competencies within the
cognitive category. Similarly, the competency "Stress Management/Tolerance" was
simplified to "stress management" as there was already a competency called "Tolerance To
Change And Uncertainty" on the list. Likewise, the competencies "Self-Discipline And Self-
Confidence" were separated and categorized as two distinct competencies under the
Leadership category. As a result, the list has been reduced to 52 competencies while keeping
the 7 category sections’ name unchanged. Table 5.10 illustrates the list presented during the
focus group study, the revised version prepared by Academic Group 1, and the actions taken

based on these revisions.
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Table 5. 11. The actions of the competency list for reorganization by Academic Group 1

Main Competency Group Competency List-1* Competency List-2** Action

Cognitive Analytical Thinking Analytical Thinking No change
Conceptual Thinking - Eliminated
Curiosity Curiosity No change
Entrepreneurial Mindset - Eliminated
Imagination Imagination No change
Active Learning Skills / Active Learning Skills / No change
Lifelong Learning Lifelong Learning
Multi-Tasking Multi-Tasking No change
Proactivity Proactivity No change
Complex Problem Solving Complex Problem Solving  No change
Self-Efficacy Self-Efficacy No change
Strategic Thinker Strategic Thinker No change
System Thinking System Thinking No change
Reskilling/ upskilling Reskilling Seperated

Upskilling

Social & Emotional Adaptability/Flexibility Flexibility Seperated
Adapting And Responding To Adapting And Responding No change
Change To Change
Cooperation Cooperation No change
Empathy Empathy No change
Ethics Ethics No change
Initiative/Proactivity - Eliminated
Resilience / Endurance Resilience / Endurance No change
Self Awareness Self Awareness No change
Self Control - Eliminated
Stress Management /Tolerance  Stress Management Seperated

/Tolerance

Time Management Time Management No change
Tolerance To Change And Tolerance To Change And No change
Uncertainty Uncertainty
Trustworthiness - Eliminated

Innovation Failure Tolerance Failure Tolerance No change
Communication Competencies - Eliminated
Creativity Creativity No change

(cont. on the next page)
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Table 5.10. (cont.)

Main Competency Competency List-1* Competency List-2** Action

Group

Innovation Critical Thinking Critical Thinking No change
Idea Generation - Eliminated
Networking Networking No change
Research Skills Research Skills No change
Teamwork /Cross Functional Teamwork /Cross Functional No change
Teamwork Teamwork
Entrepreneurial And - Eliminated
Commercial Thinking
Reflecting Customer Reflecting Customer Expectations No change
Expectations /Customer /Customer Focus
Focus

Communication Ability To Persuade Ability To Persuade No change
Active Listening Active Listening No change
Behavioural Flexibility - Eliminated
Holistic Thinking - Eliminated
Intercultural Communication Intercultural Communication No change
Competence Competence
Cross-Cultural Collaboration Cross-Cultural Collaboration And No change
And Cohesion Cohesion

Leadership Achievement Orientation Achievement Orientation No change
Conflict Negotiation Conflict Negotiation No change
Create Vision And Strategy ~ Create Vision And Strategy No change
Mobilize People - Eliminated
Motivating Others Motivating Others No change
Plan Plan No change
Promote Innovation And - Eliminated
Guide Change
Researching And Reading Researching And Reading No change
Role Modeling Role Modeling No change
Self-Development - Eliminated
Self-Discipline And Self- Self-Discipline Seperated
Confidence

Self- Confidence

(cont. on the next page)
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Table 5.10. (cont.)

Main Competency Group Competency List-1* Competency List-2** Action

Digital Advanced Robotics - Eliminated
Big Data Analytics Big Data Analytics No change
Cloud Computing - Eliminated
Coding Coding No change
Computer Usage - Eliminated
Cybersecurty Cybersecurty No change
Programming Programming No change
Technology Design Technology Design No change
Digital Literacy Digital Literacy No change

Artificial intelligence Addition

Technical Machine operation skills Machine operation skills No change
Increased Job Knowledge Increased Job Knowledge No change
Due To Automated Due To Automated Processes
Processes
Process  optimization / Process optimization / No change
understanding understanding

*Competency List-1 : After survey studies and literature research reviews, the competency list that was
finalized by Academic Group 1 prior to the focus group study
**Competency List-2 : After focus group study and literature research reviews, the competency list that was

finalized by Academic Group 1 prior to the Case Study with industries

5.5. Case Study with two Companies

Through survey studies and focus group research, a competence list, fed off the
literature, was finalized. To understand its connection with innovation strategy, case studies
were conducted within two selected innovative companies. While the first selected company
operates as a global solution partner for international brands, providing brass, aluminum,
magnesium, and stainless steel parts, the second company is active in the wood-based panel
industry sector. The companies carried out an exercise to align the competencies listed in the

shared list with their respective strategies. The participants were asked to match each
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competency with their strategies using the evaluation metrics of critical, required, and not
relevant. The strategies of the companies are presented in Table 5.11.

Table 5. 12. The strategies of Company 1 and Company 2

No Strategies of Company 1 Strategies of Company 2

S1 Sustainable Growth* Sustainable Growth*

S2 Innovation and R&D Activities* Innovation and Sustainability*

S3 Investing in People* People and Nature-Focused Approach*
S4 Digitization and Institutionalization* Digital Transformation*

S5 High Added Value Customer and User Focus

S6 - Global Thinking

S7 - Operational Excellence and Agility

*The similar strategies identified for the two companies have been highlighted.

Following the alignment of strategies with competencies, the responses of the
companies were analyzed. The weighted average of competencies was calculated for each
company's strategies, and radar charts were created based on these averages especially for
similar strategies. The analysis of the strategies where the companies differentiate from each

other is provided in Appendix A.4. in detail.

5.5.1. Strategy 1 - Growing Continuously & Sustainable Growth

The competencies aligned by the companies themselves within their respective
industries for the purpose of growth were analyzed, and the radar charts of the two companies
were examined. Table 5.12 presents a detailed overview of the sub-strategies that contribute

to main strategy.

Table 5. 13. Strategies and Sub-Strategies of Company 1 & 2

Name Strategies Sub-Strategies

Company 1 Growing S1.1 Ability to sell products as a team externally, serving
external customers S1.2 Capability to serve different
sectors with 4 different raw materials and technologies
S1.3 Conducting strategic review meetings with customers
in line with portfolio optimization S1.4 Increasing
operational efficiency and profitability through continuous
process improvement activities"

Continuously

(cont. on the next page)
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Table 5.12. (cont.)

Name Strategies Sub-Strategies

Company 2 Sustainable Growth S1.1 Strengthening our position among the world's
largest companies in our industry by evaluating global
growth opportunities S1.2 Continuing the strategy of
investing in sustainable raw material sources and high-
potential markets S1.3 Managing growth processes

and risks in a rational manner

Below, you can see the analysis of two companies regarding the growth strategy. The
competency list was provided to the companies in 7 categories, and they matched the
competencies. The weighted average scores of the competencies they rated were calculated
for each category. Table 5.13, 5.14, 5.15, 5.16, 5.17, 5.18, 5.19 provides a detailed overview
of the analysis for the two companies in relation to the growth strategy and the Figure 5.2,
5.3,5.4,5.5,5.6,5.7, 5.8 displays the radar graphic of the distribution of competencies based
on the calculations.

Table 5. 14. Weighted average score of both companies in Cognitive Category

Competencies of Weighted average Weighted average % %
Cognitive score of Company score of Company 1 Company2 Companyl
Category 2

Active Learning 1,13 2,00 0,08 0,11
Skills / Lifelong

Learning

Analytical Thinking 1,63 2,00 0,11 0,11
Reskilling 1,13 1,63 0,08 0,09
Upskilling 1,13 1,13 0,08 0,06
Multi-Tasking 0,75 0,75 0,05 0,04
Imagination 0,38 0,38 0,03 0,02
Complex Problem 1,63 1,00 0,11 0,05
Solving

Curiosity 1,13 2,00 0,08 0,11
Self-Efficacy 1,13 1,75 0,08 0,09

(cont. on the next page)
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Table 5.13. (cont.)

Competencies of

Weighted average  Weighted average %

%

Cognitive score of Company score of Company 1 Company2 Companyl
Category 2

Proactivity 1,38 2,00 0,09 0,11
System Thinking 1,63 2,25 0,11 0,12
Strategic Thinker 1,88 2,00 0,13 0,11
Total 14,88 18,88

Cognitive

=@="1, Company2 % Company 1

Active Learning Skills
Lifelong Learning
0,14

Strategic Thinker 0,12

Analytical Thinking

QA0
System Thinking 0 Reskilling
0,06
0,04
0,02
Proactivity 0,00 Upskilling
Self-Efficacy Multi- Tasking
Curiosity Imagination

Complex Problem Solving

Figure 5. 2. The radar graph of Company 1 & 2 shows the distribution of competencies under

Cognitive category

When looking at the competencies under the Cognitive category, it is observed from

the radar chart that both of the companies have generally similar results. In the context of the

growth strategy, Imagination is identified as the least critical competency for both companies

The high criticality of complex problem-solving competency for Company 2 indicates that

Company 2 operates with a more technical approach, likely due to the nature of its industry,

and takes firm steps forward. For Company 1, the high criticality of Curiosity signifies its

more exploratory and open-minded culture towards new projects.
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Table 5. 15. Weighted average score of both companies in Social & Emotional Category

Competencies of  Weighted average Weighted average score of % %
Social&Emotiona score of Company 2 Company 1 Company2 Company
1 Category 1
Tolerance To 1,63 1,38 0,11 0,10
Change And

Uncertainty

Resilience / 1,13 1,63 0,08 0,12
Endurance

Adapting And 1,38 2,00 0,10 0,14
Responding To

Change

Empathy 1,38 1,50 0,10 0,11
Flexibility 1,38 2,00 0,10 0,14
Ethics 1,88 0,38 0,13 0,03
Cooperation 1,38 1,75 0,10 0,12
Self Awareness 1,13 0,38 0,08 0,03
Stress 1,88 1,38 0,13 0,10
Management

/Tolerance

Time 1,13 1,75 0,08 0,12
Management

Total 14,25 14,13

Social & Emotional

=@== ) Company?2 ==@=9% Company |

Tolerance To Change And
Uncertainty
0,16

Time Management 0,14 Resilience / Endurance

Adapting And R esponding
To Change

Stress Management
/Tolerance

Self Awareness Empathy

Cooperation Flexibility

Ethics
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Figure 5. 3. The radar graph of Company 1 & 2 shows the distribution of competencies
under Social & Emotional Category

When examining the Social & Emotional category, differences can be observed

compared to the Cognitive category. Company 2 places much greater importance on

individuals being Ethical compared to Company 1. This difference may result from a change

in corporate culture. Empathy and Collaboration competencies are considered important for

both companies, and their scores are similar. Flexibility and Adaptability competencies have

lower scores for Company 2, indicating that the company embraces a slightly more rigid and

inflexible structure. For Company 1, the lower rating of the Self-Awareness competency may

be attributed to the high support of training programs and the expectation that individuals

have confidence in acquiring competencies at any given moment.

Table 5. 16. Weighted average score of both companies in Innovation

Competencies of Weighted Weighted average score % Company2 % Companyl
Innovation average score of Company 1
of Company 2
Networking 1,63 2,00 0,16 0,16
Research Skills 1,88 1,75 0,18 0,14
Failure Tolerance 1,38 2,00 0,13 0,16
Critical Thinking 1,13 1,75 0,11 0,14
Reflecting 1,38 2,25 0,13 0,18
Customer
Expectations
/Customer Focus
Teamwork /Cross 1,88 1,75 0,18 0,14
Functional
Teamwork
Creativity 1,13 1,00 0,11 0,08
Total 10,38 12,50
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Figure 5. 4. The radar graph of Company 1 & 2 shows the distribution of competencies
under Innovation Category

The distribution of competencies under the Innovation category in the radar chart is
found to be similar for both companies. When considering that both companies have high
innovation scores, it was expected to see a similar outcome. It appears that research skills are
expected more in Company 2, indicating the company's emphasis on the development of
innovative ideas and the expectation of a higher number of patented projects in their growth
strategies. While it is somewhat interesting that Creativity has the lowest score for both
companies among the innovation competencies, it is important to note that in the context of
innovation, which is considered as "value-adding innovation," creating value for customers
or buyers is much more crucial. Therefore, the high emphasis on “Customer Focus”

competency explains this situation.
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Table 5. 17. Weighted average score of both companies in Communication

Competencies of Weighted average Weighted average % Company?2 % Company1l
Communication score of Company 2 score of Company 1
Active Listening 1,88 1,50 0,25 0,18
Ability To Persuade 1,88 2,25 0,25 0,27
Intercultural 1,88 2,25 0,25 0,27
Communication
Competence
Cross-Cultural 1,88 2,25 0,25 0,27
Collaboration And
Cohesion
Total 7,50 8,25
Communication

=@=—9, Company2 ==@="9 Company |

Active Listening
0,30

Cross-Cultural Collaboration

And Cohesion Ability To Persuade

Intercultural Communication
Competence

Figure 5. 5. The radar graph of Company 1 & 2 shows the distribution of competencies
under Communication Category
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While there is generally parallelism in the communication competencies within the
growth strategy, the skill of active listening seems to be more critical for Company 2. The
higher scores in the ethical and teamwork competencies in previous categories explain this
observation for the company. Other competencies (Cross-cultural collaboration and
cohesion, ability to persuade, intercultural communication competence) , on the other hand,

have slightly higher scores for Company 1.

Table 5. 18. Weighted average score of both companies in Leadership

The Weighted average Weighted average % Company2 % Companyl
competencies  score of Company 2 score of Company 1
of Leadership
Researching And 1,13 0,38 0,12 0,03
Reading
Achievement 1,13 1,75 0,12 0,13
Orientation
Conflict Negotiation 0,00 2,50 0,00 0,18
Motivating and 1,38 0,75 0,14 0,06
Mobilizing Others
Self-Discipline 1,13 1,75 0,12 0,13
Self- Confidence 1,38 1,50 0,14 0,11
Plan 1,13 1,75 0,12 0,13
Role Modeling 1,13 1,50 0,12 0,11
Create Vision And 1,38 1,75 0,14 0,13
Strategy
Total 9,75 13,63
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Figure 5. 6. The radar graph of Company 1 & 2 shows the distribution of competencies
under Communication Category

The growth strategy shows the most distinct representation among categories in the
Leadership category. The competencies that have the most significant differences are
"Researching and Reading," "Conflict Negotiation," and "Motivating and Mobilizing
others”. In the leadership competencies, the competency of "Researching and Reading" was
included in the list due to its criticality in inspiring leadership. For Company 1, the low scores
for the competencies of "Motivating and Mobilizing others" and "Researching and Reading"

in a similar manner indicate that these results are as expected here.

Table 5. 19. Weighted average score of both companies in Digital

Competencies Weighted average score =~ Weighted average score % %

of Digital of Company 2 of Company 1 Company2 Companyl
Big Data 0,8 0,38 0,40 0,50
Analytics

Digital 1,1 0,38 0,60 0,50
Literacy

Coding 0,0 0,00 0,00 0,00
Programming 0,0 0,00 0,00 0,00
Cybersecurty 0,0 0,00 0,00 0,00

(cont. on the next page)
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Table 5.18. (cont.)

Competencies Weighted average score = Weighted average score % %
of Digital of Company 2 of Company 1 Company2 Companyl
Technology 0,0 0,00 0,00 0,00
Design
Artificial 0,0 0,00 0,00 0,00
intelligence
Total 1,9 0,75
Digital
=@, Company2 % Company 1
Big Data Analytics
0,60
0,50
Attificial intelligence 0,40 "\ﬁl)igitz\] Literacy

0,30

0,20

0,10

0,00

Technology Design Coding

Cybersecurty Programming

Figure 5. 7. The radar graph of Company 1 & 2 shows the distribution of competencies
under Digital Category

The participants in the focus group study found the digital competencies to be highly
technical. They had concerns about seeking these competencies in everyone. However,
Academic Group 1 decided to include them in the list because they knew that these types of
competencies would be required for projects created in line with innovation strategies. In
their growth strategies, the companies marked "not relevant" for competencies such as
artificial intelligence, technology design, cybersecurity, programming, and coding. While
Company 1 considered Big data analytics competency to be more critical, Company 2 viewed

digital literacy competency as critical.
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Table 5. 20. Weighted average score of both companies in Methodic / Technic

Competencies Weighted average Weighted average % Company2 % Companyl
of Methodic / score of Company 2 score of Company 1
Technic

Process 1,13 0,63 1,00 0,50
optimization /

understanding

Machine 0,00 0,00 0,00 0,00
operation skills

Increased Job 0,00 0,63 0,00 0,50
Knowledge Due

To Automated

Processes

Total 1,13 1,25

Methodic / Technic
=o—9% Company?2 % Company1

Process optimization /
understanding
1,00
0,90
0,80
0,70
0,60
0,50
0,49
050
0,20
0,10
0,009

Increased Job Knowledge Due To

Machine operation skill
Automated Processes chine operatios s

Figure 5. 8. The radar graph of Company 1 & 2 shows the distribution of competencies
under Methodic / Technic

69



Regarding methodical/technical competencies, similar observations were made as in
the digital category. In line with their growth strategies, both companies consider machine
learning skills as "not relevant." While both companies have the same score for competency
“Increased job knowledge due to automated process”, competency process optimization /

understanding is perceived as more critical for Company 2.

5.5.2. Strategy 2 - Innovation and R&D Activities & Innovation and
Sustainability

The competencies aligned by the companies within their industries for the innovation
and R&D activities strategy were analyzed, and the radar charts of the two companies were
reviewed. Table 5.20. provides a detailed overview of the sub-strategies that contribute to the

main strategy.

Table 5. 21. Strategies and Sub-Strategies of Company 1 & 2

Name Strategies Sub-Strategies

Company 1 Innovation and R&D Activities ~ S3.1. Establishing joint R&D and development
projects with stakeholders S3.2. Embracing open
innovation S3.3. Actively utilizing innovative
manufacturing methods S3.4. Supporting
domestic machinery suppliers and fostering
collaborations to increase the use of domestic
machinery S3.5. Patenting and commercializing
internally developed production equipment S3.6.
Increasing involvement in external national and
international R&D and collaboration projects
S3.7. Engaging in international academic and

technological clusters and actively participating.

(cont. on the next page)
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Table 5.20. (cont.)

Name Strategies Sub-Strategies

Company 2 Innovation and Sustainability S5.1 Collaborating with our stakeholders to
develop innovative products, services, and
business models that differentiate our company
and enhance our competitiveness based on the
needs of customers and users. S5.2
Implementing R&D projects that can bring
competitive advantage to the company in line
with  technological  developments  and
innovations in the industry. S5.3 Continuing to
reduce resource usage and improve our
economic, social, and environmental
sustainability performance in accordance with
the "Sustainability Strategy." S5.4 Developing
projects that generate shared value in

collaboration with our suppliers.

In the analysis of the innovation strategy for the two companies, a competency list
was given to them in 7 categories, and they matched the competencies accordingly. The
weighted average scores were calculated for each category based on the competencies they
rated. Table 5.21, 5.22, 5.23, 5.24, 5.25, 5.26 and 5.27 provide a detailed overview of the
analysis for the two companies in relation to the innovation strategy. Figure 5.9, 5.10, 5.11,
5.12, 5.13, 5.14, and 5.15 display the radar graphics illustrating the distribution of
competencies based on the calculations.

Table 5. 22. Weighted average score of both companies in Cognitive Category

Competencies of = Weighted average Weighted average score % %
Cognitive score of Company 2 of Company 1 Company2 Companyl
Active Learning 2 2,75 0,09 0,09
Skills / Lifelong

Learning

Analytical 2 3 0,09 0,10
Thinking

Reskilling 2 2,25 0,09 0,08

(cont. on the next page)
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Table 5.21. (cont.)

Competencies of Weighted average Weighted average % %
Cognitive score of Company 2 score of Company 1 Company2 Companyl
Upskilling 2 2,25 0,09 0,08
Multi-Tasking 2 1,875 0,09 0,06
Imagination 1,5 1,125 0,07 0,04
Complex Problem 2 1,75 0,09 0,06
Solving
Curiosity 2 3 0,09 0,10
Self-Efficacy 1,5 2,25 0,07 0,08
Proactivity 2 3,25 0,09 0,11
System Thinking 1,5 2,75 0,07 0,09
Strategic Thinker 1,5 3 0,07 0,10
Total 22 29,25

Cognitive

=@, Company2 ==@=9% Companyl

Active Learning Skills /
Lifelong Learning
0,12

Strategic Thinker Analytical Thinking

System Thinking Reskilling

Proactivity

Upskilling

Self-Efficacy Multi-Tasking

Curiosity

Imagination

Complex Problem Solving

Figure 5. 9. The radar graph of Company 1 & 2 shows the distribution of competencies

under Cognitive Category
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Table 5. 23. Weighted average score of both companies in Social & Emotional

Competencies of Social Weighted average Weighted average % %
& Emotional score of Company 2 score of Company 1 Company2 Companyl
Tolerance To Change 2,00 3,5 0,10 0,15
And Uncertainty
Resilience / Endurance 2,00 2,125 0,10 0,09
Adapting And 2,00 2,125 0,10 0,09
Responding To Change
Empathy 1,50 1,5 0,08 0,07
Flexibility 2,00 2,75 0,10 0,12
Ethics 2,50 2 0,13 0,09
Cooperation 2,25 3 0,12 0,13
Self Awareness 1,50 0,75 0,08 0,03
Stress Management 2,00 2,25 0,10 0,10
/Tolerance
Time Management 1,50 2,75 0,08 0,12

Total 19,25 22,75 1 1
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Figure 5. 10. The radar graph of Company 1 & 2 shows the distribution of competencies
under Social & Emotional Category

Table 5. 24. Weighted average score of both companies in Innovation Group

Competencies of Weighted average  Weighted average % % Company1l
Innovation score of Company score of Company 1 Company2
Networking : 2,25 3 0,15 0,16
Research Skills 2 3 0,14 0,16
Failure Tolerance 2 3 0,14 0,16
Critical Thinking 2 3 0,14 0,16
Reflecting Customer 2,25 2,375 0,15 0,13
Expectations

/Customer Focus

Teamwork /Cross 2,25 3,25 0,15 0,17
Functional Teamwork

Creativity 2 1,375 0,14 0,07

Total 14,75 19 1,00 1,00
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Figure 5. 11. The radar graph of Company 1 & 2 shows the distribution of competencies
under Innovation

Table 5. 25. Weighted average score of both companies in Communication Group

Competencies of Weighted average Weighted average % %
Communication score of Company 2 score of Company 1 Company2  Companyl
Active Listening 2,25 2,75 0,33 0,24
Ability To 1,5 2,875 0,22 0,25
Persuade
Intercultural 1,5 3 0,22 0,26
Communication
Competence
Cross-Cultural 1,5 3 0,22 0,26
Collaboration And
Cohesion
Total 6,75 11,625 1,00 1,00
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Figure 5. 12. The radar graph of Company 1 & 2 shows the distribution of competencies

under Communication Category

Table 5. 26. Weighted average score of both companies in Leadership Group

Competencies of Weighted average Weighted average score %

Leadership score of Company 2 of Company 1 Company2 Companyl
Researching  And 1,75 3 0,14 0,14
Reading

Achievement 1,5 2,5 0,12 0,12
Orientation

Conflict Negotiation 0 2,5 0,00 0,12
Motivating and 1,5 2,5 0,12 0,12
Mobilizing Others

Self-Discipline 1,5 2,25 0,12 0,11
Self- Confidence 1,5 2,5 0,12 0,12
Plan 1,5 2,75 0,12 0,13
Role Modeling 1,5 1,125 0,12 0,05
Create Vision And 1,5 2 0,12 0,09
Strategy

Total 12,25 21,125 1,00 1,00
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Figure 5. 13. The radar graph of Company 1 & 2 shows the distribution of competencies under
Leadership Category

Table 5. 27. Weighted average score of both companies in Digital Group

Competencies of Weighted average Weighted average score of % %
Digital score of Company Company 1 Compan Compan

2 y2 yl
Big Data Analytics 1,50 0,62 0,40 0,19
Digital Literacy 1,50 0,62 0,40 0,19
Coding 0 0,37 0,00 0,11
Programming 0 0,37 0,00 0,11
Cybersecurty 0 0,37 0,00 0,11
Technology Design 0,75 0,37 0,20 0,11
Artificial intelligence 0 0,62 0,00 0,19
Total 3,75 3,37 1,00 1,00
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Figure 5. 14. The radar graph of Company 1 & 2 shows the distribution of competencies
under Digital Category

Table 5. 28. Weighted average score of both companies in Methodic / Technic Group

Competencies of Weighted average Weighted average score of % %

Methodic / Technic score of Company Company 1 Compan Compan
2 y2 yl

Process optimization / 1,5 1,875 0,50 0,42

understanding

Machine operation 0 0,75 0,00 0,17

skills

Increased Job 1,5 1,875 0,50 0,42

Knowledge Due To

Automated Processes

Total 3 4,5 1,00 1,00
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Figure 5. 15. The radar graph of Company 1 & 2 shows the distribution of competencies
under Methodic / Technic Category

5.5.3. Strategy 3 - Digitization and Institutionalization & Digital

Transformation

An analysis was conducted on the competencies that the companies identified and
aligned with their respective industries for the strategy of digitalization. Additionally, the
radar charts for both companies were examined. Table 5.28. provides a detailed overview of

the sub-strategies that contribute to the main strategy.

Table 5. 29. Strategies and Sub-Strategies of Company 1 & 2

Name Strategies Sub-Strategies
Company 1 Digitization and S5.1. Establishing a sustainable and systematic
Institutionalization approach  through project management

processes. S5.2. Automating and transferring
manual processes to engineering SAP through
RPA. S5.3. Adapting digital R&D and
engineering products to business processes
(ARGEsoft). S5.4. Digitizing selected

engineering processes (Paperwork, SAP).

(cont. on the next page)
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Table 5.28. (cont.)

Name Strategies Sub-Strategies

Company 2 Digital Transformation S4.1. Implementing digitalization projects that
support our company's priorities and strategies
to make our processes smart and digital. S4.2.
Implementing projects that add value to our
company in areas such as big data, Industry 4.0,

artificial intelligence, etc.

The competencies aligned by the two companies within the digitalization strategy
were analyzed. They were provided with a competency list in 7 categories, and they matched
the competencies accordingly. Weighted average scores were calculated for each category
based on their ratings. Detailed analysis of the results for the two companies in relation to
the digitalization strategy can be found in Table 5.29, 5.30, 5.31, 5.32, 5.33, 5.34, and 5.35.
The radar graphics in Figure 5.16, 5.17, 5.18, 5.19, 5.20, 5.21, and 5.22 visually represent
the distribution of competencies based on the calculations.

Table 5. 30. Weighted average score of both companies in Cognitive

Competencies of = Weighted average Weighted average score of % %
Cognitive score of Company 2 Company 1 Company2 Companyl
Active Learning 0,75 2,50 0,07 0,10
Skills / Lifelong

Learning

Analytical 1,00 2,25 0,09 0,09
Thinking

Reskilling 1,25 2,25 0,11 0,09
Upskilling 1,25 2,25 0,11 0,09
Multi-Tasking 0,75 1,75 0,07 0,07
Imagination 0,75 1,50 0,07 0,06
Complex Problem 1,25 2,25 0,11 0,09
Solving

Curiosity 0,75 1,50 0,07 0,06
Self-Efficacy 0,75 1,50 0,07 0,06
Proactivity 0,75 2,25 0,07 0,09

(cont. on the next page)
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Table 5.29. (cont.)

Competencies of

Weighted average Weighted average % %
Cognitive score of Company 2 score of Company 1 Company2  Companyl
System Thinking 1,25 2,50 0,11 0,10
Strategic Thinker 0,75 1,75 0,07 0,07
Total 11,25 24,25 1,00 1,00
Cognitive
—8—9% Company2 =—®=% Company1l

0,12
Strategic Thinker

System Thinking

Proactivity

Active Learning Skills /...

Analytical Thinking

Reskilling

Upskilling
Self-Efficacy Multi-Tasking
Curiosity Imagination

Complex Problem Solving

Figure 5. 16. The radar graph of Company 1 & 2 shows the distribution of competencies

under Cognitive Category

Table 5. 31. Weighted average score of both companies in Social & Emotional

Competencies of Weighted average score Weighted average score of % %
Social & of Company 2 Company 1 Company2 Companyl
Emotional
Tolerance To 0,75 2,25 0,09 0,13
Change And
Uncertainty
Resilience / 0,75 1,50 0,09 0,09

Endurance

(cont. on the next page)
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Table 5.30. (cont.)

Competencies of Weighted average score Weighted average score of % %
Social & of Company 2 Company 1 Company Company
Emotional 2 1
Adapting And 0,75 2,50 0,09 0,14
Responding To
Change
Empathy 0,75 1,50 0,09 0,09
Flexibility 0,75 1,50 0,09 0,09
Ethics 1,25 1,75 0,16 0,10
Cooperation 0,75 1,75 0,09 0,10
Self Awareness 0,75 1,50 0,09 0,09
Stress Management 0,75 1,50 0,09 0,09
/Tolerance
Time Management 0,75 1,75 0,09 0,10
Total 8 17,50 1,00 1,00

Social & Emotional

@@= 9% Company2 «==@=% Companyl

Tolerance To Change And
Uncertainty
0,16

Time Management 8,14 Resilience / Endurance

Stress Management
/Tolerance

Adapting And Responding To
Change

Self Awareness Em pathy

Cooperation Flexibility

Ethics

Figure 5. 17. The radar graph of Company 1 & 2 shows the distribution of competencies

under Social&Emotional Category
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Table 5. 32. Weighted average score of both companies in Innovation

Competencies of Weighted average score ~ Weighted average score of % %
Innovation of Company 2 Company 1 Compan Compan
y2 yl
Networking 0,75 1,75 0,14 0,12
Research Skills 0,75 2,25 0,14 0,16
Failure Tolerance 0,75 1,50 0,14 0,11
Critical Thinking 0,75 2,50 0,14 0,18
Reflecting 0,75 2,25 0,14 0,16
Customer
Expectations
/Customer Focus
Teamwork /Cross 0,75 1,75 0,14 0,12
Functional
Teamwork
Creativity 0,75 2,25 0,14 0,16
Total 5,25 14,25 1,00 1,00
Innovation

—=@=—% Company2 ==@==9% Companyl

Networking
0,20

Creativity Research Skills

Teamwork /Cross Functional

Failure Tolerance
Teamwork

Reflecting Customer

Critical Thinki
Expectations /Customer Focus ritical Thinking

Figure 5. 18. The radar graph of Company 1 & 2 shows the distribution of competencies

under Innovation Category
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Table 5. 33. Weighted average score of both companies in Communication

Competencies of Weighted average score ~ Weighted average score of % %
Communication of Company 2 Company 1 Compan Compan
y2 yl
Active Listening 0,75 1,75 0,25 0,27
Ability To 0,75 1,75 0,25 0,27
Persuade
Intercultural 0,75 1,50 0,25 0,23
Communication
Competence
Cross-Cultural 0,75 1,50 0,25 0,23
Collaboration And
Cohesion
Total 3,00 6,50 1,00 1,00

«=@==% Company2

Cross-Cultural Collaboration And
Cohesion

Communication

«=@==% Companyl

Active Listening

Inter cultural Communication
Competence

Ability To Persuade

Figure 5. 19. The radar graph of Company 1 & 2 shows the distribution of competencies

under Communication Category
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Table 5. 34. Weighted average score of both companies in Leadership

Competencies of Weighted average score ~ Weighted average score of % %
Leadership of Company 2 Company 1 Compan Compan
y2 yl
Researching And 0,75 2,25 0,11 0,14
Reading
Achievement 0,75 1,50 0,11 0,09
Orientation
Conflict 0,00 1,75 0,00 0,11
Negotiation
Motivating and 0,75 1,50 0,11 0,09
Mobilizing Others
Self-Discipline 0,75 1,50 0,11 0,09
Self- Confidence 0,75 1,50 0,11 0,09
Plan 1,25 1,75 0,19 0,11
Role Modeling 0,75 2,50 0,11 0,15
Create Vision And 1,00 2,25 0,15 0,14
Strategy
Total 6,75 16,50 1,00 1,00
Leadership

Q== Company2 ==@==% Companyl

Researching And Reading
0,20

Create Vision And Strategy 015 Achievement Orientation

Role Modeling Conflict Negotiation
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Figure 5. 20. The radar graph of Company 1 & 2 shows the distribution of competencies
under Leadership Category
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Table 5. 35. Weighted average score of both companies in Digital

The competencies = Weighted average score =~ Weighted average score of % %
of Digital of Company 2 Company 1 Compan Compan

y2 yl
Big Data Analytics 1,25 2,25 0,19 0,15
Digital Literacy 1,25 2,25 0,19 0,15
Coding 0,75 2,25 0,11 0,15
Programming 0,75 2,25 0,11 0,15
Cybersecurty 0,75 1,13 0,11 0,08
Technology Design 0,75 2,25 0,11 0,15
Artificial 1,25 2,25 0,19 0,15

intelligence
Digital

=@=9 Company2 ==@=% Companyl

Big Data Analytics
0,20

Artificial intelligence Digital Literacy

Technology Design Coding

Cybersecurty Programming

Figure 5. 21.The radar graph of Company 1 & 2 shows the distribution of competencies

under Digital Category
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Table 5. 36. Weighted average score of both companies in Methodic / Technic

Competencies of Weighted average score =~ Weighted average score of % %

Methodic / Technic of Company 2 Company 1 Compan Compan
y2 yl

Process 1,25 2,50 0,38 0,53
optimization /
understanding
Machine operation 0,75 0,00 0,23 0,00
skills
Increased Job 1,25 2,25 0,38 0,47
Knowledge Due To
Automated
Processes
Total 3,25 4,75 1,00 1,00

Methodic / Technic

=@==9 Company2 ==@=% Companyl
Process optimization /
understanding
0,60

Increased Job Knowledge Due To

Machine operation skills
Automated Processes pe

Figure 5. 22. The radar graph of Company 1 & 2 shows the distribution of competencies
under Methodic / Technic Category
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5.5.4. Strategy 4 - Investing in People & People and Nature-Focused

Approach

The competencies that the companies identified and matched with their respective

industries for the people strategy were analyzed. The radar charts of both companies were

also reviewed. A comprehensive overview of the sub-strategies that contribute to the main

strategy can be found in Tabke 5.36.

Table 5. 37. Strategies and Sub-Strategies of Company 1 & 2

Sub-Strategies

Name Strategies
Company 1 Investing in People
Company 2 People and  Nature-Focused
Approach

S4.1. Efforts to develop innovative
competencies identified in line with our
innovation strategies (Innovation Academy).
S4.2. Increasing awareness of lean production
practices (6S and Kaizen) and developing
competencies in this area. S4.3. Motivational
initiatives aimed at promoting an innovation
culture. S4.4. Support for master's and doctoral
students.

S7.1. Focusing on the development of our
stakeholders with an equal opportunity
approach. S7.2. Maintaining a team spirit and
working climate based on trust and respect.
S7.3. Valuing the ideas of our stakeholders and
respecting cultural differences. S7.4. Creating
healthy and safe working environments. S7.5.
Engaging with our stakeholders through social
projects.

An examination was conducted on the competencies that the two companies aligned

with their people strategy. The companies were provided with a list of competencies in 7

categories, and they matched the competencies accordingly. Weighted average scores were

calculated for each category based on their assessments. Detailed analysis of the findings for

the two companies regarding the people strategy can be found in Table 5.37, 5.38, 5.39, 5.40,

5.41,5.42, and 5.43. The distribution of competencies based on these calculations is visually

represented by radar graphics in Figure 5.23, 5.24, 5.25, 5.26, 5.27, 5.28, and 5.29.
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Table 5. 38. Weighted average score of both companies in Cognitive

Competencies of Weighted average Weighted average % %
Cognitive score of Company 2 score of Company2  Companyl
Company 1

Active Learning SKkills / 1,88 1,38 0,09 0,09
Lifelong Learning

Analytical Thinking 1,50 0,75 0,08 0,05
Reskilling 1,88 1,63 0,09 0,11
Upskilling 1,88 1,63 0,09 0,11
Multi-Tasking 0,75 1,38 0,04 0,09
Imagination 0,38 1,00 0,02 0,07
Complex Problem 2,13 0,38 0,11 0,03
Solving

Curiosity 1,50 1,13 0,08 0,08
Self-Efficacy 1,88 1,13 0,09 0,08
Proactivity 2,13 1,38 0,11 0,09
System Thinking 2,13 1,13 0,11 0,08
Strategic Thinker 1,88 1,63 0,09 0,11
Total 19,88 14,50 1,00 1,00

Cognitive
=@==% Company2 e=@=% Companyl

System Thinking

Figure 5. 23. The radar graph of Company 1 & 2 shows the distribution of competencies
under Cognitive Category

Proactivity

Self-Efficacy

Active Learning Skills /...

Strategic Thinker 0,12

Curiosity

Imagination

Complex Problem Solving

Reskilling

Analytical Thinking

Multi-Tasking
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Table 5. 39. Weighted average score of both companies in Social & Emotional

Competencies of Weighted average score of Weighted average % %
Social & Emotional Company 2 score of Company Comp Comp
1 any2 anyl
Tolerance To Change 1,875 1,13 0,09 0,09
And Uncertainty
Resilience / 1,875 1,38 0,09 0,11
Endurance
Adapting And 1,875 1,63 0,09 0,13
Responding To
Change
Empathy 2,875 1,13 0,13 0,09
Flexibility 2,375 1,38 0,11 0,11
Ethics 3,125 1,38 0,15 0,11
Cooperation 2,875 1,88 0,13 0,14
Self Awareness 1,875 0,38 0,09 0,03
Stress Management 1,875 1,63 0,09 0,13
/Tolerance
Time Management 0,75 1,13 0,04 0,09
Total 21,375 13,00 1,00 1,00

Social & Emotional

a=@== % COmpany2 ==@==% Companyl

Tolerance To Change And

Uncertainty
0,15
Time Management Resilience / Endurance

Stress Management
/Tolerance

Adapting And Responding
To Change

Self Awareness Empathy

Cooperation Flexibil ity

Ethics
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Figure 5. 24. The radar graph of Company 1 & 2 shows the distribution of competencies
under Social & Emotional Category

Table 5. 40. Weighted average score of both companies in Innovation

Competencies of Weighted average score Weighted average % %
Innovation of Company 2 score of Company 1 Company Company
2 1
Networking 2,125 1,63 0,15 0,18
Research Skills 1,875 1,13 0,13 0,12
Failure Tolerance 1,875 1,13 0,13 0,12
Critical Thinking 2,125 1,38 0,15 0,15
Reflecting Customer 2,125 1,00 0,15 0,11
Expectations

/Customer Focus

Teamwork  /Cross 2,125 1,88 0,15 0,20

Functional

Teamwork

Creativity 1,875 1,13 0,13 0,12

Total 14,125 9,25 1,00 1,00
Innovation

=@==% COmpany2  ==@==% Companyl

Networking
0,25

0,20

Creativity Research Skills

Teamwork /Cross

. Failure Tolerance
Functional Teamwork

Reflecting Customer
Expectations /Customer Critical Thinking
Focus

Figure 5. 25. The radar graph of Company 1 & 2 shows the distribution of competencies
under Innovation Category
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Table 5. 41. Weighted average score of both companies in Communication

Competencies of Weighted average score of Weighted % %
Communication Company 2 average score of Comp Comp
Company 1 any2 anyl
Active Listening 2,63 1,63 0,27 0,27
Ability To Persuade 1,88 1,63 0,19 0,27
Intercultural 2,63 1,38 0,27 0,23
Communication
Competence
Cross-Cultural 2,63 1,38 0,27 0,23
Collaboration And
Cohesion
Total 9,75 6,00 1,00 1,00

Communication

=@==% COmpany2 e=@==% Companyl

Active Listening
0,30

Cross-Cultural Collaboration

Ability ToP
And Cohesion ility ToPersuade

Intercultural Communication
Competence

Figure 5. 26. The radar graph of Company 1 & 2 shows the distribution of competencies
under Communication Category
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Table 5. 42. Weighted average score of both companies in Leadership

Competencies of Weighted average score of Company Weighted average % %
Leadership 2 score of Company Comp Comp
1 any2 anyl
Researching And 1,88 1,13 0,11 0,09
Reading
Achievement 1,88 1,13 0,11 0,09
Orientation
Conflict Negotiation 1,50 1,88 0,09 0,14
Motivating and 2,38 1,88 0,14 0,14
Mobilizing Others
Self-Discipline 1,88 1,13 0,11 0,09
Self- Confidence 1,88 1,13 0,11 0,09
Plan 1,88 1,63 0,11 0,12
Role Modeling 2,38 1,63 0,14 0,12
Create Vision And 1,88 1,63 0,11 0,12
Strategy
Total 17,50 13,13 1,00 1,00
Leadership

=@==% COmpany2 e=@==% Companyl

Researching And Reading
0,15

Create Vision And

Achievement Orientation
Strategy

Role Modeling Conflict Negotiation

Motivating and

Plan Mobilizing Others

Self- Confidence Self-Discipline
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Figure 5. 27. The radar graph of Company 1 & 2 shows the distribution of competencies
under Leadership Category

Table 5. 43. Weighted average score of both companies in Digital

Competencies of Weighted average score Weighted average % %

Digital of Company 2 score of Company 1  Company2 Companyl
Big Data Analytics 0,38 - 0,33 -
Digital Literacy 0,38 - 0,33 -
Coding 0 - 0,00 -
Programming 0 0,00 0,00 0,00
Cybersecurty 0 - 0,00 -
Technology Design 0,38 - 0,33 -
Artificial 0 - 0,00 -
intelligence

Total 1,125 0,00 1,00 -

Digital

=@==% Company2 e=@=% Companyl

Big Data Analytics
0,35
0,30
0,25
0,20
0,15
0,10
0,05
0

Artificial intelligence Digital Literacy

Technology Design Coding

Cybersecurty Programming

Figure 5. 28. The radar graph of Company 1 & 2 shows the distribution of competencies
under Digital Category
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Table 5. 44. Weighted average score of both companies in Methodic / Technic

The competencies of Weighted average score of Weighted % %

Methodic / Technic Company 2 average score of Comp Comp
Company 1 any2  anyl

Process optimization / 0,38 1,88 0,50 0,42

understanding
Machine operation skills 0 0,75 0,00 0,17
Increased Job Knowledge 0,38 1,88 0,50 0,42
Due To Automated Processes

Total 0,75 4,50 1,00 1,00

Methodic & Technic

=@==% Company2 ==@=% Companyl

Process optimization /
understanding

Increased Job Knowledge
Due To Automated
Processes

Machine operation skills

Figure 5. 29.The radar graph of Company 1 & 2 shows the distribution of competencies

under Methodic / Technic Category
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CHAPTER 6

CONCLUSION

In today's rapidly evolving era of technology and innovation, competencies are being
utilized in various fields. Particularly in the industry, competency analyses and mapping
studies are conducted in areas such as recruitment, rotation, and project management. It is
crucial for these processes, which are generally managed in the human resources department,
to affect all employees throughout the company. Within the innovation chain system
encompassing mission, vision, strategy, and innovation strategies, it has been determined that
competency management should also be incorporated, and the gap in this area has been

identified.

In this thesis, within the scope of the identified topic, an extensive list of
competencies was sought through suggestions from both the literature and industry experts
in the field. With the feedback received, the list was streamlined and finalized as 7 categories
and 55 competencies to be used in industries. The next stage was the matching of
competencies with strategies in the chain, and case studies were conducted on 2 innovative
companies. As a result of evaluating competencies and strategies based on three criteria
(critical, relevant, not relevant), radar charts of competencies were obtained for each strategy,

and interpretations were made.

The study suggests that it will have a significant impact, particularly in areas such as
training/development, cross-functional collaboration in projects, adoption of strategies by all
units, more effective job openings, and efficient utilization of talent.

6.1. Implications

In the study, a comprehensive pool of competencies was created by conducting a

literature review and surveying professionals in the industry. A crucial step in the thesis was
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the detailed analysis conducted by academic Group 1 to classify and categorize the
competencies. The final list, consisting of 7 categories and 55 competencies, was categorized
into soft and technical skills.

One distinctive aspect of this study was the integration of the competency set with
innovation strategies within the innovation management chain. This involved using radar
charts to visually represent the alignment of competencies with company strategies. The
results provided valuable insights into the critical competencies associated with each
strategy.

Based on the findings, companies can benefit in various areas, such as improving
employee engagement, optimizing recruitment processes, promoting cross-functional
collaboration in projects, and enhancing factors like rotation and performance.

This thesis is unique for two reasons. Firstly, the list was developed based on inputs
from professionals in academia, industry, and the literature, distinguishing it from other
studies. Secondly, it focused on the relationship between competencies and innovation

strategies. There is limited availability of resources on this particular subject.

6.2. Limitations

Although both the literature and companies were considered in determining and
finalizing the list of competencies, it was observed that soft competencies were adopted and
interpreted for companies participating in surveys or case studies. However, two out of the
seven categories (Digital and Technic/Methodic) showed variations based on companies'
industries, cultures, and strategies. Therefore, the competencies in these categories were kept
limited, and the idea of allowing companies to add or remove competencies was embraced.
Based on some survey results (considering that mainly human resources and innovation
departments participated in the survey), the competencies in these categories remained too

technical and posed challenges for interpretation.

Furthermore, the case analysis of matching competencies with strategies was conducted
in two companies, and although it could be applied, it was observed that the differences in
sectors (Company 1: plastic, Company 2: wood) and variations in the defined headings under
strategies and innovation success levels could lead to different results when evaluated in more

companies.
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6.3. Further Works

As understood from the case studies, one of the companies intends to use the list created
in the thesis to identify competency gaps and adjust their training plans accordingly,

particularly for competency development purposes.

Furthermore, the thesis emphasized the importance of determining which competencies
are critical for specific strategies, and a case study was conducted in this regard. In the future,
there is potential for further research to be conducted on aligning project profiles, created
based on innovation strategies, with the necessary competencies and identifying

competencies based on specific roles.

Additionally, the list created within the scope of the thesis, which was derived from both
literature and industry sources, can be distributed to a larger number of companies. It can be
integrated into competency management systems, and survey studies can be organized to
compare the results once again. This would enable a broader validation of the list and provide

further insights into the required competencies across different organizations.
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APPENDIX A

SURVEY

A.1. Open-Ended Survey

Multiple Choice (One Answer) Page1~ inovasyon Yénetiminde insan- Strateji Tabanli Btiinlegik Yetkinlik Yénetim Modiili Geligtirme .
Projesi
(M  Multiple Choice (Many Answers) n
Dropdown  (One Answer) ‘
&3 Dropdown (Many Answers) Py s e
A\
(2  Image Selection ‘ K w
' Rating Sosle Degerli katimei,
Y StarRating isletmelerin degisen rekabet kosullarina gére giincellenmis yetkinlik indeksi ile

organizasyonel ve kiiltirel yapilarina 6zgij, is ve inovasyon stratejileri ile
eslestirebilecegi bir yetkinlik modeli olugturmasini saglamak Uizere jenerik bir
yetkinlik indeksi olusturulacaktir. 21. ylizyil yetkinliklerini kapsayan giincel ve
evrensel jenerik yetkinlik indeksi olusturulmasi igin agagidaki sorulara iligkin
goruslerinizi paylagsmanizi rica ederiz.

" Soru 1 : Gelecegin bagarili sirketlerinin sahip olmasi gereken/adapte etmesi
gereken en 6nemli 6zellikler neler olacaktir? Bu 6zelliklerin isletmede hangi
fonksiyon igin intiyag duyulacagini belirtiniz.

Orn: Pazara hizl rin sunma-Uretim, Dijitallesme-Pazariama.

d!g \ ‘
*Kritik Ozellik® (Anahtar kelimeler isletmede hangi fonksiyon igin

formatinda yazimasini ihtiya duyulacak?
gerekmektedin)* (Uretim/Pazariama vb.)

Ozellik 1 -
Ozellik 2 -
Ozellik 3 -
Ozellik 4 -
Ozellik 5 -
Ozellik 6 -
Ozellik 7 -
Ozellik 8 -
Ozellik 9 -

Ozellik 10 -

Figure A.1. 1 Open Ended Survey Questions by Zotero
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" Soru 2 : Galiganlarin (bireysel olarak) degisim ve déntisiimii yakalayabilmesi igin
(dijital dontigim/ pandemi/global rekabet/yeni is modelleri vb.) adapte etmesi
gereken yetkinlikler neler olacaktir?

Orn: Degisim Odaklilik(Davranigsal), Girigimei Yaklagim (Davranigsal), Makine Ogrenimi (Teknik)

e

Davranigsal Yetkiniik Oneri (Anahtar Teknik Yetkinlik Oneri (Anahtar

kelimeler formatinda yazimasini kelimeler formatinda yazimasini

gerekmektedin) gerekmektedir)

Yetkinlik 1 -
Yetkinlik 2 -
Yetkinlik 3 -
Yetkinlik 4 -
Yetkinlik 5 -
Yetkinlik 6 -
Yetkinlik 7 -
Yetkinlik 8 -

Yetkinlik 9 -

Yetkinlik 10 -

Soru 3 : inovasyon igin gerekli olan bireysel yetkinlikler neler olabilir?

Orn: Yaraticilik, takim galigmas, problem ¢ézme.

Yetkinlik Oneri

Yetkinlik 1 -
Yetkinlik 2 -
Yetkinlik 3 -
Yetkinlik 4 -
Yetkinlik 5 -
Yetkinlik 6 -
Yetkinlik 7 -
Yetkinlik 8 -
Yetkinlik 9 -

Yetkinlik 10 -

Diger gorusleriniz?

Figure A.1.1: Open Ended Survey Questions by Zotero (cont.)
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Table A.1. 1. The responds of the questions

1.SORU
1. 2. 3. 4. 5. 6. 7.
dijitallesme  Esneklik Yapay Zeka Yaraticih Degisim Innovasyon Dijital
Calismalan k Yonetimi pazarlama
liretim, ik, Tim Bilgi Tim Ust Ar-ge Pazarlama
pazarlama fonksiyonla  Teknolojileri ~ fonksiyonl Yonetim
r ar
esneklik Ceviklik Dijital Yalin Belirsizlikl Organizasyon Uyum
Teknoloji yonetim e Bas Etme yonetimi saglayabil
Yetkinliklerin  yaklasim me
in artirilmasi
iiretim Tim Insan Uretim, Ust Stirdiiriilebilirl Sirket
Fonksiyonl Kaynaklari arge, Yonetim ik ve personel geneli
ar pazarlama refahi
otomasyon Degisime Sosyal Ogrenme Ceviklik Pazar analizi Hibrit
uyum Yetkinliklerin  cevikligi calisma
artirilmasi
iiretim Tim Insan Tim Ust Ar-ge Sirket
Fonksiyonl Kaynaklari fonksiyonl Yonetim geneli
ar ar
nitelikli is Yenilige Calisan Analitik Dijital Dijitallesme Kiiltiirel
giicii Acik Deneyimi zeka Doniigiim cesitlilik
olmak faaliyetleri
tiim Tim Insan Tim Tim Pazarlama Sirket
fonksiiyonl = Fonksiyonl Kaynaklari fonksiyonl = Departmanl geneli
ar ar ar ar
ceviklik ~ Ogrenmey Robotik Ogreticili ~ Miisteri Egitim Inovasyon
e Acik Proses k ihtiyaclarin
Olmak Otomasyonu 1iyi analiz
edebilme
tiilm Tim Bilgi Tim Pazarlama Tiim alanlar Sirket
fonksiyon = Fonksiyonl = Teknolojileri ~ fonksiyonl geneli
liderleri ar ar

(cont. on the next page)
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Table A.1. 2. (cont.)

inovasyon Seffahik Egitim Esneklik Yetenegi Siirekli
Modelinin Elde gelistirm
Yapilanmasi Tutma e destegi
tilm Tiim Fonksiyonlar Insan Insan IK Uretim
fonksiyonl Kaynaklar1 kaynaklart,
ar satis,pazarla
ma
Acik iletisim Otomasyon  Dijitallesme Yeni Dijital is
calismalarin Calisma siirecleri
mn Modellerin
entegrasyon e
u Adaptasyo
n
Tiim Fonksiyonlar Uretim / Tim IK Insan
Miihendislik  fonksiyonlar kaynakla
11
Reskiling/Upskili Coziim Teknoloji Yetenek
ng odakhihik Gelistirme yonetimi
Tiim Fonksiyonlar Tim IT Insan
fonksiyonlar kaynakla
11
Cevreye duyarh Matris Hizh
olmak yonetim Model
Degisimi
Tiim Fonksiyonlar Tim Uretim
fonksiyonlar
Insana Saygi Challenge Verimlilik
ruhu
Tiim Fonksiyonlar Uretim

(cont. on the next page)
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Table A.1. 3. (cont.)

2.SORU
1. 2. 4. 5. 6. 7. 8.
DAVRANISSAL YETKINLIK
Ceviklik Esneklik Gelecek  Analitik  Yenilige A¢ik Olmak  Proaktif  Biitiinciil
Farkindali zeka olma bakabil
81 me

Yaraticihk Degisime uyum Adapte Yalin Degisim Y Onetimi Egitime  Elestirel

Olabilme /  yaklasi acik bakis
Degisime m olma
Uyum
Becerisi
Farkh Yenilige Acik Dayaniklil  Vizyonl Ceviklik Ozgiiven  Iletigim
Diisiinme olmak 1k / Stresle u
Becerisi Basa yonetim
Cikma
Karmagik Ogrenmeye Acik  Elestirel Dijital Belirsizlikle Bag Hedef  Arastirm
Problem Olmak Diiglinme okur Etmek odakl a
Cozme yazarlik olma
Becerisi
Belirsizlikler Acik Iletisim Isbirligi/  Bilimse Duygusal Daha Komple
le Basa Takimile 1bakis Dayaniklilik iyiyi ks
Cikabilme caligma agist hedefle  problem
me ¢0zme
Reskiling/Upskili  Rol Model Arastirmak/Bilgi
ng Olma Toplamak
girisimcilik Esneklik Kendini Gelistirmek
teknolojik Kendi Ozgiinliik
yatkinlik Kendine
Ogrenme
sorgulama Etkili Karar Verme
He.tisim /
Ikna
farkli agilardan Tutarlilik Kritik Diisiinme

bakabilme

(cont. on the next page)
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Table A.1. 4. (cont.)

TEKNIK YETKINLIK
Teknolojiye Yapay Zeka Programlama  Istatistik Dijital Davranigs RPA -
Yatkinhk Becerisi bilgisi  yatkimlik/dijit al Robotic
al process
okuryazarhk automation
Bilgisayar Makine Veri Analitigi Yalin Analitik Davranigs Temel
Kullanim Ogrenmesi Yapabilme egitim Diisiinmek al tasarim
Makine Digital okur Teknolojiyi Vizyonl Verileri Davranigs Bulut
Kullanma yazarlik Kullanma u Analiz Etme al teknolojiler
Becerisi yonetici i
Is Bilgisi Derin Ogrenme  Dijital Tasarim  Dijital Muhakeme Davranigs Degisim
Becerisi cagile  Etme/Mantik al yonetimi
iligli Yiiriitme
egitimler
Kodlama ve Sosyal Medya  Makale Sistem Davranigs ~ Algoritma
Programlam Kullanim okuma Analizi al kurabilme
a
Karmagik
Problemleri
Cozebilme
Makine
Ogrenimi
Teknoloji
geligtirme
Kavramsal
Diisiinme
Finansal
Okuryazarlik

(cont. on the next page)
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Table A.1. 5. (cont.)
3.SORU
1. 2. 3. 4. 5 6. 7.
Teknolojiye =~ Merakli olma Statiikoyu Sanatsal Yenilige A¢tk  Sorun Dogru
yatkinlhik Sorgulama / bakis agist Olmak ¢Ozme aragtirma
Meydan istegi yapabilme
Okuma
Yaratica Ogrenmeye Elestirel Yaraticilik Yaraticilik Degisi Yapict
diisiinme agiklik Diiglinme m tartisma-
istegi iletisim
Karmasik  Yenilige agiklik Girisimeilik Takim Takim Iyilesm Cok
Problem oyunculug Calismast eistegi  yonliilik
Cozme u (sanat,
Becerisi bilim vb)
Kavramsal  farkli agilardan Yaraticilik Tim Kendini Mutlu  Uyarlama
diisiinme bakabilme fikirlere Gelistirmek olmak
saygl
duyma
Analitik ticari Yeni olani Dijital Problem Umutlu  Biitiinciil
diisiinme farkindalik Bagarma Istegi yetenek Cozmek olmak  bakabilme
(Kararlilik)
Kendini deger liretme Yeni Fikirle Istatistik  Arastirmak/Bil Beklent  Degisim
Gelistirme bakis agis1 Acik Olma ( bilgisi gi Toplamak  isahibi  yOnetimi
Kabul) olmak
Farkh aragtirma Risk Yalin [letisim Teknoloji
Diisiinme yapma iistlenebilme yaklagim okur-
Becerisi yazarlig1
alisilagelmis Biitiinsel Farkli Degisim Cizerek
kaliplarin Diistinme ekiplerle Yonetimi anlatabilm
disinda calisabilm e
diisiinme e
sorgulama Duygusal Zeka Iletisim Ceviklik
becerisi kullanimi1
Empati Sonug
Odaklilik
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A2,

Survey with Academicians

Group 1 & 2

IDEGERLENDIRME 1: ANA YETKINLIK
isMi UYGUN MUDUR?
(UYGUNDUR/UYGUN DEGILDIR)
(Varsa onerilerinizi paylaginiz)

ALT YETKINLIK

[DEGERLENDIRME 2: Bu alt yetkinlik dogru ana yetkinlik
Jsinifinda degilse hangi alt yetkinligin hangi ana yetkinlik
basiii altinda olmasini dnerirsiniz litfen yaziniz.

Dogru ana yetkinlik bas!ig altinda oldugunu disindyorsaniz

IDEGERLENDIRME 3: Yetkinligin nimizdeki 5 yil igerisinde
is hayatinda ne kadar 6nemli olacagmi distndyorsunuz?
(Hicre icerisinde sagda gikan ok butonuna basarak
[seceneklerden birini seginiz.)

bos birakiniz. [Onem Dizeyi
[Analitik Dasinme (Analytical Thinking)
[Kavramsal Diisiince (Conceptual Thinking) foremt
[Merak (Curiosity)
Gi Mindset)
Hayal
ktif Orenme Becerileri / Yasam Boyu O (Active L Lifelong Learning)
BILISSEL oklu king)
s roaktif Olma (Proactivity)
S armasik Problem Cozme (Complex Problem Solving)
10. 2 Yeterlilik (Self-Efficacy)
11 [Stratejik Disinme (Strategic Thinker)
12._[sistemsel Dstnme (System Thinking)
3 ing/ upskilling
Adapte Olma / Esneklik
eisime Uyum Saglamak Ve Cevap Vermek (Adapting And Responding To Change)
I tion)
mpati (Empathy)
ik (Ethics)
SOSYAL m / Proaktivite (Intitive/Proactivity)
ayanikilik (Resilience / Endurance)
& DUYGUSAL 2 Farkindalik (Self Awareness)
Oto Kontrol (Self Control)
tres Yonetimi / Toleransi (Stress [Tolerance)
aman Yoneti
[ Degisim ve in Tolerans (Tolerance To Change And Uncertainty)
_‘G—_uvenmmk i
[Basanisizlik Tolerans: (Failure Tolerance)
letisim Yeterlilikleri (C 2
araticiik (Creativity)
: |4 [elestirel Dustnme (Critical Thinking)
INOVASYON Fikir Oretimi (Idea Generation)
VE YARATICILIK |Ag Olusturma
[Arastirma Beceril
s akim Calismas: / Capraz Fonksiyonel EKip Calismas! (Teamwork /Cross Functional
9. [Girisimci Ve Ticari Dstinme ial And Commercial Thinking)
10 |Musteri / Misteri Odagin: Yansitma (Reflecting Customer
_[ikna Yetene (Ability To Persuade)
[Aktif Dinleme (Active Listening)
. Davranissal Esnekiik Flexibility)
ILETISIM [ 4 [Butansel Disanme (Holistic Thinking)
[ 5. |Kaltirleraras iletisim Yeterlligi mpetence)
. [Kaltirleraras isbirligi Ve Uyum (Cross-Cultural Collaboration And Cohesion)
—[Basan Orientation)
3 tisma Cozimi (Conflict ion)/ yonetimi
. |Vizyon Ve Strateji Olustma (Create Vision
. [insanlan Harekete Gegirmek (Mobilize People)
o . [Baskalanini Motive Etmek (Motivating Others)
LIDERLIK . lan (Plan)
. |Venilige Tesvik Ve Degisime Rehberlik (Promote Innovation And Guide Change)
. |arastirma Ve Okuma ing And Reading)
ol Model Olma (Role Modeling)
. |Kendini Gelistirm
11|02 Disiplin Ve Ozgiiven (Self-Discipline And Self- Confidence)
|1 [Gelismis Robotik (Advanced Robotics]
|2 [Biyuk Veri Analizi (Big Data Analytics) / Veri analitig:
. [Bulut Bilsim (Cloud Computing)
|4 |Kodlama (Coding)
DIJITAL [ s Bilgisayar Kullanimi (Computer Usage)
Siber Gavenlik (Cy
. [Programlama
[ eknoloji Tasarimi (Technology Design)
. |Dijital Okuryazarlik
METODIK/ 1. |Makine Kullanma Becerisi
TEKNIK 2 |otomatikSurele Nedeniyle Atan s B! Job Knowledge Due To Automated

A.2. 1. The template of Survey Form
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A.2. 2. Competencies removed from the list by Academicians G1

YETKINLIK PAKETI ANA YETKINLIK Cikarilanlar

DAVRANISSAL-SOFT BILISSEL Nezaket (Attentiveness)

DAVRANISSAL-SOFT BILISSEL Hedeflere Ulagsmada Sebat (Perseverance In Achieving
Goals)

DAVRANISSAL-SOFT BILISSEL Fikirleri ~ Kavramsallagtirabilme ~ (Ability ~ To
Conceptualize Ideas)

DAVRANISSAL-SOFT BILISSEL Bilissel Karmagiklik (Cognitive Compexity)

DAVRANISSAL-SOFT BILISSEL Giivenilirlik (Dependability)

DAVRANISSAL-SOFT BILISSEL Diagnostik Diisiinme (Diagnostic Thinking)

DAVRANISSAL-SOFT BILISSEL Ince Motor Yetenekleri (Fine Manipulative Abilities)

DAVRANISSAL-SOFT BILISSEL Genel Bilgi (General Knowledge)

DAVRANISSAL-SOFT BILISSEL Tyilestirme Oryantasyonu (Improvement Orientation)

DAVRANISSAL-SOFT BILISSEL Elestii Ve Geri Bildirim Algist (Perception Of
Criticism And Feedback)

DAVRANISSAL-SOFT BILISSEL Sonug Oryantasyonu (Result Orientation)

DAVRANISSAL-SOFT BILISSEL Detaylara Dikkat Etme (Attention To Details)

DAVRANISSAL-SOFT BILISSEL Karar Verme (Decision Making)

DAVRANISSAL-SOFT BILISSEL Kararlilik (Decisive)

DAVRANISSAL-SOFT BILISSEL Bireyse Faaliyetlerin Organizasyonu (Organization Of
Own Activities)

DAVRANISSAL-SOFT BILISSEL Desen Tanima (Pattern Recognition)

DAVRANISSAL-SOFT BILISSEL Perspektif (Perspective)

DAVRANISSAL-SOFT BILISSEL Sorumluluk, Risk Alma (Responsibility, Risk-Taking)

DAVRANISSAL-SOFT BILISSEL Egitim Kurulumu (Training Setup)

DAVRANISSAL-SOFT BILISSEL Vizyon (Vision)

DAVRANISSAL-SOFT BILISSEL Hedef Oryantasyonu (Goal Orientation)

DAVRANISSAL-SOFT BILISSEL Uluslararas {ligkiler (International Affairs)

DAVRANISSAL-SOFT BILISSEL Yargi (Judgment)

DAVRANISSAL-SOFT BILISSEL Yanal Diisiinme (Lateral Thinking)

DAVRANISSAL-SOFT BILISSEL Matematiksel Beceri (Numeracy)

DAVRANISSAL-SOFT BILISSEL Belirsizlige Tolerans (Ambiguity Tolerance)

DAVRANISSAL-SOFT BILISSEL Sentezleme Yetenegi (Ability To Synthesize)

DAVRANISSAL-SOFT BILISSEL Degisime Isteklilik (Willingness To Change)

(cont. on the next page)
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A.2. 3. (cont.)

HARD DIJITAL Endiistri 4.0 Teknolojilerinin Yénetimi (Yani
Nesnelerin interneti, Biiyiik Veri) (The Management
Of Industry 4.0 Technologies (L.E. Iot, Big Data
Analytics, 3D Printing, Simulation, Augmented And

Virtual Reality))

HARD DIJITAL 3B Bask1 Kullanma (Using 3D Printing)

HARD DIJITAL Yapay Zeka Araglart Ve Yazilimm Kullanma (Using
Artificial Intelligence Tools And Software)

HARD DIJITAL Elektronik Arsivleme Sistemlerini Kullanma (Veri
Gogti) (Using Electronic  Archiving Systems(Data
Migration))

HARD DIJITAL Simiilasyon Ve Akilli Gergeklik Uygulamalarini
Kullanma (Using Simulation And Agumented Reality
Applicaitons)

HARD DIJITAL Senkron Ve Asenkron Iletisim Araglari Kullamimi (Using
Synchronous And Asynchronous Communication Tools)

HARD DIJITAL Anlamsal Web Uygulamalari Kullanimi (Using Semantic
Web Applications)

HARD DIJITAL Cesitli Dijital Aglar Kullanma (Using Various Types Of
Digital Networks)

HARD DIJITAL Web2  Uygulamalarimi  Kullanma (Using Web2
Applications)

HARD DIJITAL Veri Analizi (Data Analytics)

HARD DIJITAL Java, Php, Xml Dahil Olmak Uzere Farkli Programlama

Dillerini Kullanma (Using Different Programming

Languages, Including Java, Php, Xml)

HARD DIJITAL Elektronik Bibliyografik Kullanma (Using Electronic
Bibliographic)

HARD DIJITAL Internet Arama Motorlarim1 Kullanma (Using Internet
Search Engines)

HARD DIJITAL Web Gelistirme (Web Development)

IS (Yonetim ve iletisim) ILETISIM Belirsizlik Tasima (Handling Ambiguity)

IS (Yonetim ve iletisim) ILETISIM Etkilesimli Tutulum (Interactive Involvement)

IS (Yonetim ve iletisim) ILETISIM Sunum Becerileri (Presentation Skills)

IS (Yonetim ve iletisim) ILETISIM Uzlasma Yetenegi (Ability To Compromise)

IS (Yonetim ve iletisim) ILETISIM Miizakere Ve Miizakere Cesitliligi Ve Kiiltiirleraras

Oryantasyon (Debate And Discussion Diversity And

Intercultural Orientation)

(cont. on the next page)
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A.2. 4. (cont.)

IS (Yonetim ve iletisim) ILETISIM Artan Gorsel lletisim Yetenekleri (Increased
Virtual Communication Capabilities)
IS (Yonetim ve iletisim) ILETISIM Herekete Gegirme (Inviting Action)
IS (Yonetim ve iletisim) ILETISIM Dinleme (Listening)
IS (Yonetim ve iletisim) ILETISIM Yeni Medya Teknolojilerinde Ustalik (Mastery Of
New Media Technologies)
IS (Yonetim ve iletisim) ILETISIM Miizakere (Negotiation)
IS (Yonetim ve iletisim) ILETISIM Sézsiiz Iletisim (Non-Verbal Communication)
IS (Yonetim ve iletisim) ILETISIM Acik Iletisim (Open Communication)
IS (Yonetim ve iletisim) ILETISIM Sézlii Tletisim (Oral Communication)
IS (Yonetim ve iletisim) ILETISIM Ikna (Persuasion)
IS (Yonetim ve iletisim) ILETISIM Kiiltiirel Farkliliklara Saygi (Respect For Cultural
Differences)
IS (Yonetim ve iletisim) ILETISIM Sézel Beceriler (Verbal Skills)
IS (Yonetim ve iletisim) ILETISIM Yazma Becerileri (Writing Skills)
IS (Yonetim ve iletisim) ILETISIM Birden Fazla Seviyede Iletisim Kurabilme (Ability To
Communicate At Multiple Levels)
IS (Yonetim ve iletisim) ILETISIM Dikkat (Attention)
DAVRANISSAL-SOFT INOVASYON(INOVAYY  lham Vermek (Inspires)
ON VE YARATICILIK)
DAVRANISSAL-SOFT INOVASYON(INOVAYY  Proje Yénetimi (Project Management)
ON VE YARATICILIK)
DAVRANISSAL-SOFT INOVASYON(INOVAYY  Kazan-Kazan Durumu Yaratmak (Creating A Win-Win
ON VE YARATICILIK) Situation)
DAVRANISSAL-SOFT INOVASYON(INOVAYY  Kritik Diisiince (Critical Thinking)
ON VE YARATICILIK)
DAVRANISSAL-SOFT INOVASYON(INOVAYY Degisim Odakli Zihniyet (Mindset For Change)
ON VE YARATICILIK)
DAVRANISSAL-SOFT INOVASYON(INOVAYY  Aciklik (Openness)
ON VE YARATICILIK)
DAVRANISSAL-SOFT INOVASYON(INOVAYY Bilgi Ve Fikirleri Harici Olarak / Dahili Olarak
ON VE YARATICILIK) Paylasim (Share Knowledge And Ideas Externally
/Internally)
DAVRANISSAL-SOFT INOVASYON(INOVAYY  Firsat Tanima (Opportunity Recognition)
ON VE YARATICILIK)
IS (Yonetim ve iletisim) KULTURLER-ARASI Kiiltiirleraras1 ~ Iliski ~ Kurma  (Cross-Cultural

Relationship Building)

(cont. on the next page)
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A.2.5. (cont.)

IS (Yonetim ve iletisim) KULTURLER-ARASI Kiiltiirleraras:  Isbirligi Ve Uyum (Cross-Cultural
Collaboration And Cohesion)

IS (Yonetim ve iletisim) KULTURLER-ARASI Iliskisel Beceriler (Relational Skills)

IS (Yonetim ve iletisim) KULTURLER-ARASI Kiiltiirlerarast Empati (Cross-Cultural Empathy)

IS (Yonetim ve iletisim) KULTURLER-ARASI Kiiltiirel Empati (Cultural Empathy)

IS (Yonetim ve iletisim) KULTURLER-ARASI Esneklik (Flexibility)

IS (Yonetim ve iletisim) KULTURLER-ARASI Etnik Merkezci Olmama (Non-Ethnocentrism)

IS (Yonetim ve iletisim) KULTURLER-ARASI Acik Fikirlilik (Open-Mindedness)

IS (Yonetim ve iletisim) KULTURLER-ARASI Sosyal Girisim (Social Initiative)

IS (Yonetim ve iletisim) KULTURLER-ARASI Duygusal Stabilite (Emotional Stability)

IS (Yonetim ve iletisim) KULTURLER-ARASI Genel Oz Yeterlik (General Self Efficacy)

IS (Yonetim ve Iletisim) ~ LIDERLIK Etik / Ahlaki Muhakeme (Ethical/Moral Reasoning)

IS (Yonetim ve iletisim)  LIDERLIK Isbirligi (Collaboration)

IS (Yonetim ve iletisim)  LIDERLIK Koordinasyon (Coordination)

IS (Yonetim ve iletisim)  LIDERLIK Giiclendirme Ve Desteklilik (Empowerment And
Supportiveness)

IS (Yonetim ve iletisim)  LIDERLIK Degerlendirme (Evaluation)

IS (Yonetim ve iletisim)  LIDERLIK Farkindalik (Mindfulness)

IS (Yonetim ve iletisim)  LIDERLIK Problem Cézme (Problem Solving)

IS (Yonetim ve iletisim)  LIDERLIK Oz-Degerlendirme (Self-Assessment)

IS (Yonetim ve iletisim)  LIDERLIK Oz Elestiri (Self-Critisism)

IS (Yonetim ve Iletisim) ~ LIDERLIK Degistirme Yonetimi (Change Management)

IS (Yonetim ve iletisim)  LIDERLIK Kogluk (Coaching)

IS (Yonetim ve Iletisim) ~ LIDERLIK Baglhlik (Commitment)

IS (Yonetim ve iletisim)  LIDERLIK Ozgiiven (Confidence)

IS (Yonetim ve iletisim)  LIDERLIK Degisim Olusturma (Creating Change)

IS (Yonetim ve Iletisim) ~ LIDERLIK Kritik Analiz Ve Karar (Critical Anaylsis And Judgment)

IS (Yonetim ve iletisim)  LIDERLIK Karar Verme (Decision-Making)

IS (Yonetim ve iletisim)  LIDERLIK Inisiyatif Gostermek (Demonstrating Initiative)

IS (Yonetim ve iletisim)  LIDERLIK Heves (Enthusiasm)

IS (Yonetim ve iletisim)  LIDERLIK Miikemmelliyetcik (Excellence)

IS (Yonetim ve iletisim)  LIDERLIK Dahil Olma (Inclusion)

IS (Yonetim ve Iletisim) ~ LIDERLIK Inisiyatif (Initiative)

IS (Yonetim ve iletisim)  LIDERLIK Zeka (Intelligence)

IS (Yonetim ve Iletisim) ~ LIDERLIK Egitme (Instructing)

IS (Yonetim ve Iletisim) ~ LIDERLIK Baglilik (Loyalty)

(cont. on the next page)

114



A.2. 6. (cont.)

IS (Yonetim ve iletisim) LiDERLIK Cesitliligi Yonetme (Managing Diversity)

IS (Yonetim ve Iletigim) LIDERLIK Kaynaklar1 Yoénetme (Managing Resources)

IS (Yonetim ve Iletigim) LIDERLIK Mentorluk (Mentoring)

IS (Yonetim ve Iletigim) LIDERLIK Misyon (Mission)

IS (Yonetim ve Iletigim) LIDERLIK Izleme (Monitoring)

IS (Yonetim ve Iletigim) LIDERLIK Alg1 Yonetimi (Perception Management)

IS (Yonetim ve Iletigim) LIDERLIK Ikna (Persuasion)

IS (Yonetim ve Iletigim) LIDERLIK Geri Bildirim Saglama (Providing Feedback)

IS (Yonetim ve iletisim) LIDERLIK Geri Bildirim Alma (Receiving Feedback)

IS (Yonetim ve Iletigim) LIDERLIK Tliski Gelisimi (Relationship Development)

IS (Yonetim ve Iletigim) LIDERLIK Esneklik (Resiliency)

IS (Yonetim ve Iletigim) LIDERLIK Saygi Duymak (Respect)

IS (Yonetim ve iletisim) LIDERLIK Belirsizlige Cevap Vermek (Responding To Ambiguity)

IS (Yonetim ve iletisim) LIDERLIK Sonuglarin Gézden Gegirilmesi Ve Analizi (Review And
Analysis Of Results)

IS (Yonetim ve iletisim) LIDERLIK Oz Farkindalik (Self-Awareness)

IS (Yonetim ve iletisim) LIDERLIK Sosyal Adalet (Social Justice)

IS (Yonetim ve iletisim) LIDERLIK Sosyal Sorumluluk (Social Responsibility)

IS (Yonetim ve iletisim) LIDERLIK Paydas Yonetimi (Stakeholder Management)

IS (Yonetim ve iletisim) LIDERLIK Stratejik Ve Eylem Planlama (Strategic And Action
Planning)

IS (Yonetim ve iletisim) LIDERLIK Sentez (Synthesis)

IS (Yonetim ve iletisim) LIDERLIK Takim Gelistirme (Team Development)

IS (Yonetim ve iletisim) LIDERLIK Belirsizlik Ve Risk Alma Tolerans1 (Tolerance For
Uncertainty And Risk-Taking)

IS (Yonetim ve iletisim) LIDERLIK Diiriistlik Ve Saygi Gostermek (Uphold Integrity And
Respect)

IS (Yonetim ve iletisim) LIDERLIK Vizyon Olusturma (Vision Creation)

IS (Yonetim ve iletisim) LIDERLIK Sunum Becerileri (Presentation Skills)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Duygusal Oz Kontrol (Emotional Self-Control)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Biitiinliik (Integrity)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Heves (Enthusiasm)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Etkilemek (Influence)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Kisileraras1 Hassasiyet (Interpersonal Sensitivity)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Bagar1 Yonelimi (Achievement Orientation)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Ilkelere Ve Degerlere Bagli Kalmak (Adhering To

Principles And Values)

(cont. on the next page)
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A.2.7. (cont.)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Ozerklik (Autonomy)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Kogluk Ve Mentorliik (Coach And Mentor)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Catisma Yonetimi (Conflict Management)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Vicdanlilik Ve Sorumluluk (Conscientiousness And
Responsibility)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Disiplin Ve Odak (Discipline And Focus)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Baskalar1 I¢in Endise (Concern For Others)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Duygusal Oz-Farkindalik (Emotional Self-Awareness)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Ogrenme Ve Arastirma (Learning And Researching)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Orgiitsel Farkindalik (Organizational Awareness)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Fiziksel Gii¢ Yetenekleri (Physical Strength Abilities)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Dayaniklilik (Resilience / Endurance)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Oz Diizen (Self Regulation)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Sezgisellik (Intuitiveness)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Sabir (Patience)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Kendini Tolerans Etme (Self Tolerance)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Sosyal Algi (Social Perceptiveness)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Ikna Edici Olma (Persuading)

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Hirs Ve Merak (Kendi Kendine Motivasyon)
(Ambition And Curiosity (Self-Motivation))

DAVRANISSAL-SOFT SOSYAL&DUYGUSAL Duyarlilik (Sensivity)

HARD TEKNIK Operasyon Izleme (Operation Monitoring)

HARD TEKNIK Veri Giivenliginin Farkindalig1 (Awareness Of Data
Security)

HARD TEKNIK Ekipman Bakimi (Equipment Maintenance)

HARD TEKNIK Ekipman Sec¢imi (Equipment Selection)

HARD TEKNIK Yeni Teknolojiler I¢in Daha Yiiksek Teknik Ve Medya
Becerileri (Higher Technical And Media Skills For
New Technologies)

HARD TEKNIK Kurulum (Installation)

HARD TEKNIK Isle Tlgililik (Job Related)

HARD TEKNIK Tamir Etme (Repairing)

HARD TEKNIK Operasyon Ve Kontrol (Operation And Control)

HARD TEKNIK Bt Giivenligini Anlama (Understanding It Security)
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A.2. 8. The detailed information of the analysis by Academicians Group 2

Ana Yetkinlik Count of Average of Averageof Min of Max of
Total Total StdDEV Total Total
BILISSEL 13 21,08 0,50 17 25
Aktif Ogrenme Becerileri / Yasam Boyu | 21,00 0,44 21 21
Ogrenme (Active Learning Skills / Lifelong
Learning)
Analitik Diisiinme (Analytical Thinking) 1 25,00 0 25 25
Coklu Gorev Becerisi (Multi-Tasking) 1 19,00 0,83 19 19
Girisimci Zihniyet (Entrepreneurial Mindset) 1 17,00 1,14 17 17
Hayal Giicii (Imagination) 1 20,00 0 20 20
Karmagsik Problem C6zme (Complex Problem 1 25,00 0 25 25
Solving)
Kavramsal Diisiince (Conceptual Thinking) 1 22,00 0,54 22 22
Merak (Curiosity) 1 21,00 0,44 21 21
Oz Yeterlilik (Self-Efficacy) 1 19,00 0,447 19 19
Proaktif Olma (Proactivity) 1 21,00 0,44 21 21
Reskilling/ upskilling 1 19,00 1,09 19 19
Sistemsel Diisiinme (System Thinking) 1 23,00 0,54 23 23
Stratejik Diisiinme (Strategic Thinker) 1 22,00 0,54 22 22
DIJITAL 9 19,33 0,55 12 25
Bilgisayar Kullanimi1 (Computer Usage) 1 24,00 0,44 24 24
Bulut Bilisim (Cloud Computing) 1 12,00 0 12 12
Biiyiik Veri Analizi (Big Data Analytics) / Veri 1 21,00 0,44 21 21
analitigi
Dijital Okuryazarhk 1 25,00 0 25 25
Gelismis Robotik (Advanced Robotics) 1 16,00 0,44 16 16
Kodlama (Coding) 1 18,00 0,89 18 18
Programlama (Programming) 1 18,00 0,89 18 18
Siber Giivenlik (Cybersecurty) 1 22,00 0,89 22 22
Teknoloji Tasarimi (Technology Design) 1 18,00 0,89 18 18
ILETISIM 6 19,50 0,23 16 21
Aktif Dinleme (Active Listening) 1 20,00 0 20 20
Biitiinsel Diisiinme (Holistic Thinking) 1 19,00 0,5 19 19
Davranissal Esneklik (Behavioural Flexibility) 1 16,00 0 16 16
ikna Yetenegi (Ability To Persuade) 1 21,00 0,44 21 21

(cont. on the next page)
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A.2.9. (cont.)

Kiiltiirleraras1 iletisim Yeterliligi (Intercultural 1 21,00 0,44 21 21
Communication Competence)

Kiiltiirleraras1 isbirligi Ve Uyum (Cross-Cultural 1 20,00 0 20 20
Collaboration And Cohesion)

INOVASYON VE YARATICILIK 10 22,00 0,50 18 25
Ag Olusturma (Networking) 1 22,00 0,54 22 22
Arastirma Becerileri (Research Skills) 1 22,00 0,54 22 22
Basarisizlik Toleransi (Failure Tolerance) 1 21,00 0,44 21 21
Elestirel Diisiinme (Critical Thinking) 1 25,00 0 25 25
Fikir Uretimi (Idea Generation) 1 24,00 0,44 24 24
Girisimci Ve Ticari Diisiinme (Entrepreneurial 1 18,00 0,89 18 18
And Commercial Thinking)

Tletisim Yeterlilikleri (Communication 1 21,00 0,83 21 21
Competencies)

Miisteri Beklentilerini / Miisteri Odagim Yansitma 1 20,00 0,70 20 20
(Reflecting Customer Expectations /Customer

Focus)

Takim Cahsmasi / Capraz Fonksiyonel Ekip 1 22,00 0,54 22 22
Cahsmas1  (Teamwork  /Cross Functional

Teamwork)

Yaraticilik (Creativity) 1 25,00 0 25 25
LIDERLIK 11 21,45 0,34 19 25
Arastirma Ve Okuma (Researching And Reading) 1 19,00 0,5 19 19
Basar1 Oryantasyonu (Achievement Orientation) 1 20,00 0 20 20
Baskalarin1 Motive Etmek (Motivating Others) 1 21,00 0,44 21 21
Catisma Coziimii (Conflict Negotiation)/ yonetimi 1 20,00 0 20 20
Insanlar1 Harekete Gecirmek (Mobilize People) 1 22,00 0,54 22 22
Kendini Gelistirme (Self-Development) 1 23,00 0,54 23 23
Oz Disiplin Ve Ozgiiven (Self-Discipline And Self- 1 21,00 0,44 21 21
Confidence)

Plan (Plan) 1 21,00 0,83 21 21
Rol Model Olma (Role Modeling) 1 20,00 0 20 20
Vizyon Ve Strateji Olustma (Create Vision And 1 25,00 0 25 25
Strategy)

Yenilige Tesvik Ve Degisime Rehberlik (Promote 1 24,00 0,44 24 24

Innovation And Guide Change)

(cont. on the next page)
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A.2.10. (cont.)

METODIK/ TEKNIK 3 20,33 0,15 20 21
Makine Kullanma Becerisi 1 20,00 0 20 20
Otomatik Siirecler Nedeniyle Artan Is Bilgisi 1 21,00 0,44 21 21
(Increased Job Knowledge Due To Automated

Processes)

Process optimization / understanding? 1 20,00 0 20 20
SOSYAL & DUYGUSAL 13 19,23 0,53 10 23
Adapte Olma / Esneklik 1 21,00 0,44 21 21
(Adaptability/Flexibility)

Dayanikhilik (Resilience / Endurance) 1 19,00 0,83 19 19
Degisim Ve Belirsizlik I¢in Tolerans (Tolerance 1 23,00 0,54 23 23
To Change And Uncertainty)

Degisime Uyum Saglamak Ve Cevap Vermek 1 23,00 0,54 23 23
(Adapting And Responding To Change)

Empati (Empathy) 1 17,00 0,54 17 17
Etik (Ethics) 1 19,00 0,44 19 19
Girisim / Proaktivite (Initiative/Proactivity) 1 20,00 0 20 20
Giivenilirlik (Trustworthiness) 1 19,00 0,44 19 19
Isbirligi (Cooperation) 1 23,00 0,54 23 23
Oto Kontrol (Self Control) 1 10,00 1 10 10
Oz Farkindalik (Self Awareness) 1 16,00 0,44 16 16
Stres Yonetimi / Toleransi (Stress Management 1 18,00 0,54 18 18
/Tolerance)

Zaman Yonetimi (Time Management) 1 22,00 0,54 22 22
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APPENDIX B

FOCUSED GROUP STUDY

B.1. Transcript of Online Meeting for Focused Group Study

Participant 1 : Biligsel Yetkinlik ifadelerinden Bazilarini ilk defa duydum, 6zellikle merak
daha 6nce duymadigim simdi gordiigiim kavramlar oldu. Biitiinsel olarak baktigimizda
bazilari i¢ ice gegiyor. Merak = Arastirma ile ilgili olabilir mi? Girisimci zihniyet bir yere
yerlestiremedim. Hayal giicii = Inovasyon tarafinda mi1 olsa daha iyi olur? Once hayal etmen
gerekiyor ki yaratabilesin, o nedenle hayal giicii yetkinligi yaraticilik tarafinda bir yerde

olmasi gerekiyor diye diisliniiyorum.

Participant 2 : Kendim yapsam bu kadar olurdu gergekten diisiiniilmiis bir ¢aligma. Déneme
bakildig1 zaman, 6z motivasyon konusu énemli bir alt yetkinlik olarak diisiiniiyorum. Oz

yeterliligin altinda m1 diigiindiinliz bilmiyorum ama giiniimiiziin énemli bir yetkinligi.

Participant 1 : Herkesin ayni diislinceyi anlamasi adina yetkinliklerin tanimlar1 olacak mi1?
Yeni gordiiglimiiz seyler var, altin1 agip hepimizin ayni diisiinceyi paylasmasi adina boyle
bir ¢alisma olacak m1?Ornegin analitik diisiinme sistemsel diisiinme tanidik fakat merak ilk

defa gordiigiim bir kavram.

Participant 3 : Hayal giicii ile kavramsal diisiinceyi bir araya getirdigimde biligselin altina
hepsi giriyor mu? Kavramsal diislince oluyor ama hayal giicii farkli bir yerde
degerlendirilebilir. Yeniden 6grenme becerisi Onerisi geldi ama aktif 6grenmenin igerisinde
diye diisiindiim. Coklu goérev becerisi daha ¢ok davranigsal harekete gecme ability tarafi
yapabilme edebilme tarafinda diisiinebilir miyiz diye diislindiim. Diger yetkinliklerin
siralanmasi ile miitabikim. Biitiin yetkinliklerin hepsini bir kiside beklemek, sahip olmasin

beklemek zor olacaktir. 13 biligsel yetkinligi bir 6nem sirasina koymak dogru olur.
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Moderator 1 : Reskilling / upskilling kavramlarini yetkinlik olarak nasil goriiyorsunuz?

Participant 3 : Olmazsa olmaz iki kavram giiniimiiz i¢in. Inovasyonla biitiinlestiginde bu

bilissel yetkinlige sahip olmayan insan inovasyon yapmasi ¢ok zor. Cok ciddi bir soft skill.

Moderator 1 : Genel olarak ortaya sorayim. Upskilling reskilling daha Once

degerlendirdiginiz bir kriter mi yetkinlik olarak?

Participant 1 : Konustugumuz bir seydi fakat yetkinlik olarak degerlendirmemistik. Eskiyi

degistirmek gerekiyor degerlendirmek gerekiyor.

Participant 3 : Farkli yetkinlikler altinda 6l¢miistiik ama bu isim ad1 altinda 6lgmedik.
Participant 2 : Hangi methodla 6l¢miistiiniiz?

Participant 3 : Performans degerlendirme sistemleri igerisinde, bir dnceki deneyiminde
inovasyon yetkinliginin altinda mevcut becerilerini gelistirme, farkindaligi olma bir st
seviyeye tasima konularinda Olciimleyip degerlendirme olcegine sokup ¢ikarimlarda
bulunmustuk.

Participant 2 : Case study mi amir puanlama mi1?

Participant 3 : 360 derece, {istli ast1 paydaslar1 ekibi ile birlikte degerlendirme yapmaisti.
Kendim de dahil olmustum. Yonetici etkinlik endeksinde soft skillsler dl¢iimlendi. Gelecege

tastyan kisileri belirlemek amacl bu yetkinlik 6nemliydi.

Participant 4 : Ceviklik 6nemli bir kavram, belki eklenebilir biligsel ve sosyal duygusal

taraftakilerle ortiisen bir yetkinlik géremedim. Eklemekte fayda olabilir.
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Moderator 2 : Ceviklik tartistigimiz bir konuydu. Ceviklik nasil saglanabilir, 6l¢ciimleme

cok yok. Deneyimlediginiz varsa tabi ki ekleyebiliriz.

Participant 4 : Organizasyonel ¢eviklik 6n planda ama org ¢evik olabilme adina bireylerin
cevik olmasi gerekiyor. Ben ik yonetici degilim daha uzman olanlar var ama kendi ekibimde
dikkat ediyorum. Sonu¢ odaklilik ile kesigebilir ama buradakilerden hepsinden biraz alip
olusturdugumuz farkl: bir yetkinlik olarak degerlendiriyorum. Cevik hareket etmek, son 4-5
yildir kargimiza ¢ikan yeni organizasyonlar yapilari i¢inde var olabilmenin 6nemli anahtari

gibi sanki.

Moderator 3 : Biz de bu konuyu epey konustuk, c¢evikligi hangi seviyede nasil dlgeriz
seklinde. Birey takim kurum seklinde degerlendirilebilir. Hepsinin katki sagladigi bir 6zellik
gibi devreye girdigi i¢in emin olamadik. Bu konuda ayr1 bi yetkinlik olarak mi1 kullanmaliy1z

yoksa hepsini barindiran bir kavram olarak mi ele almaliyiz. Yorumlarinizi merak ediyorum.

Participant 1 : Ceviklik benim de not aldigim bir konuydu. Liderligin altinda yonetsel
ceviklik olabilir. Inovasyonu tesvik eden fikirlere acik bir liderlik anlayisi tarzinda bir

Olctimleme ile olabilir.

Participant 3 : Cevikligi inovasyonla birlestirdigimde su an startuplar1 diigiiniin basarili ya
da basarisiz startup ekosisteminin yaratilmasi i¢in ¢evik olmalar1 gerekiyor. Cevik olan ve
bunu yonetim anlayis1 olarak igsellestiren ekibe aurosina yediren ekipler basarilt oluyor.
Inovasyon icin ¢eviklik olmazsa olmaz ama katiliyorum geviklik dlgebilmek, bir cetvel
olusturmak heniiz Oyle bir elimizde yok. Birden fazla yetkinligi toplayip ¢eviklik

anlatabiliriz. Bir tanimdan yapilamaz giindemde ¢ok konusuluyor ama yeni yeni gliindemde
Moderator 2 : Ceviklik ile flexibility arasinda nasil bir iligki goriiyorsunuz?
Participant 4 : Flexibility hedefe giderken yolun degismesine uyum saglamak ama

ceviklikte yolun degismesi sart degil gibi geliyor bana. Potansiyel olumsuz durum

cagristirtyor flexibility. Bir sorun ¢ikt1 uyum saglayabiliyorsak esnegiz ama ¢eviklikte boyle
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olmasina gerek yok.Hedef var buraya ne kadar ¢cok adapte olacagimizla ilgili. Daha olumlu

geliyor bana.

Participant 5 : Bana ikisi arasinda bir denge var gibi geliyor.

Moderator 1 : Ben flexibilityde negatif bir kavram gérmiiyorum.

Participant 4 : Esnek calisma saatleri derler ya bu olumsuz algilanir fazla mesaiye uyum

sagliyorsa daha esnektir gibi bir kavram var 6zel sektdrde ne yazik ki

Participant 3 : Ceviklik = demir ve ¢elik gibi diigiinliyorum

Ceviklikte biraz daha kararlilik var tokluk var kolay pes edilen bir durum yok. Nasil tarif
edilir bi sekilde esnenir ama ¢ok esnek olan sey kopabilir ¢evik olan seylerin kopmasi zordur.
Onun i¢inde kararlilik vardir direng vardir, odak vardir kolay pes etmemek vardir diisse de

kalksak vardir ama her esneklik bunlari tagir m1 emin olamadim.

Moderator 2 : Ceviklik ve Esneklik tanimlar1 farkli kaynaklarda nasil geciyor onu sunalim
size, o zaman hem fikir olalim ¢eviklik olsun mu olmasin diye. Girisimcilik Zihniyet ile ilgili
ne disiiniiyorsunuz? Ceviklik ile yapilan startup benzetmesinde girisimci zihniyeti

cagristirmisti.

Participant 3 : Dogru ama biligselin altinda m1 olmali ondan emin degilim. Farkli bir bagligin

altinda m1 olsa diye diisiiniiyorum.

Participant 4 :

Bi soru ile bakis agis1 olusturmaya ¢alisayim. Inovasyoncu olmamiz igin girisimci olmamiz
sart m1? Kurumlarda inovasyon kiiltlirel varlik olarak degisim icinde ama bazi kurumlar
inovatif doniiglimiinii tamamlama yolculugunda girisimeci zihniyet ile hasir nesir
olmayabiliyor. Bu ikisi arasinda birbirini tamamlayan ama ¢ok da ayni hedefe ilerlemeyen
bir bag var gibi geliyor bana. Bir yerlere girismeden de girisimcilik genelde olmayani

oldurmak gibi bir tanimla agiklanabilir ama inovatif olmak bunun ¢ok yakininda degil sanki.
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Participant 3 : Bir startup icin girisimci zihniyet sart ama inovasyon i¢in sart degil.

Moderator 1 : Girisimcilik ile startup1 bir tutmayin liitfen. Farkli seyler her girisimci startup
olmak zorunda degil. Cycling innovation methodta ortada entreprenur vardir onu
diistinebilirsiniz. Startup olmak zorunda degil. Burada demek istedigimiz bir inovasyon

projesini yiirlitebilmek i¢in de girisimci davranislar gerekir mi gerekmez mi sorusu aslinda.

Participant 4 :
Soyle bir soru sorayim argenin i¢inde inovasyon var ama girisimei ruh var mi1? Buradaki
sorunun cevabina gore farkli bakis agis1 getirebiliriz. Birbirine ¢ok ihtiya¢ var mi1 diye

irdelemeye calistyorum.

Moderator 2 : Buradaki girisimci zihniyet, uygulamaya doniik hale getirmek seklnde
algilamakta fayda var. Inovasyon calismalarinin ¢iktis1 uygulanabilir hep fayda yaratmak
diye ifade etmeye calistyoruz ya, ticaretlestirilmeden de daha kapsamli seklinde ele almakta
var. Literatiirde bu kapsam olusturuluyor bunu bir sirkette i¢ girisim haline doniistiirmenin
Otesinde. Biraz da uygulanabilirligi hedeflemek olarak algilanabilir.

Participant 4 :

Proaktif ile girisimci zihniyet arasindaki fark nedir?

Moderator 2 : Proaktif olma biraz daha o6n gorebilmekle alakali. Girisimci zihniyette

uygulamali odakli olmasi. Deger yaratilmasi olarak algilanabilir.

Participant 5 : Girisimci zihniyet birka¢ bashg kapsiyormus gibi. Inovasyon ve

yaraticiliktaki Girisimcei ve ticari diisiince basliklarini igeriyor gibi.
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Participant 4 : Girisimci zihniyette ticari diisiince zorunda miyiz? Ornek veriyorum,
kurumda bir reorganizasyon i¢in de girigsim gerekir mi? Ben Onciisii oldum girisim baglattim

yeni birim olusturdum bu da girisimcilik midir?

Moderator 2 : Girisimci zihniyet olarak degerlendirilebilir ama proje kapsaminda inovasyon

odakl1 yetkinliklere odaklaniyoruz. Bu kapsamda sdylediginizi degerlendirmememiz lazim
Participant 4 : Yetkinligin adi m1 farklilasmali acaba? Girisimci zihniyette kapsam ¢ok
genisliyor inovasyonla baglant1 kurmak zorlasiyor. Startup mindset gibi ticari boyuta tagiyan
bir yetkinlik olarak olabilir.

Participant 5 : Girisimci zihniyet sanki liderlik 6zelligine yonelik gibi

Participant 3 : Ben de olsam liderligin altina koyardim.

Moderator 2 : inovasyon ve Yaraticilik altinda da yer aliyor girisimei zihniyet.

Participant 5 : Biligselin altinda olmamali. Mantiga dayali alt segmentler. Mantig1 olusturan

bilesenlerden analitik diistinme kavramsal diisiinmenin alt kirilim1 olarak goriiniiyor.

Moderator 2 : Biligselin altinda olmamasi yoniinde biz uzlagsma oldugu goriiliiyor.

Digerlerinin yorumu var midir?

Participant 2 : Katiliyorum, her ne kadar proaktif olmayr Ongérme olarak
degerlendirmiyorum kendi kendine hareket etme becerisi olarak nitelendiriyorum. Proaktif
olmanin yanina merak ve hayal giicii ekledigimizde biiyiilk oranda girisimci zihniyet

yetkinligini karsiliyor. Diger tarafta daha uygun olabilir.

Participant 1 : Ben de biligselden ziyade inovasyon ve yaraticiligin altinda daha uygun

oldugunu diisliniiyorum.
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Moderator 2 : Sizce girisimci zihniyet yer almali m1?

Participant 3 : Olmali bence.

Participant 1 : Konustugumuz her sey buna bagl. Inovasyona bagladigimizda harekete
gecirmek var. Girisimei zihniyeti aginca siz, biraz daha farkli diisiindiim. Fikir geldi
inovasyonla ilgili ¢alisma yapildi risk basarili da olabilir olmayabilir de. Yapacak mi
yapmayacak m1 kismi girisimei zihniyeti daha ¢ok iceriyor. Inovasyon tarafinda olmali.
Moderator 2 : Cikartilmasi / Eklenmesi diisiindiigliniiz bir yetkinlik var mi1?

Participant 3 : Inovasyon dgeer katan yenilik. Bunu yapabilmek i¢in empati olmazsa olmaz.
Karsisindakinin yerine kendini koymak c¢ok onemli. Yesil olmali. Otokontrol olmamali.
Nasil tanimlaniyor?

Moderator 2 : Bireysel olarak yonetebilmek, karsilan durumda insiyatif alabilmek
Participant 3 : Kirmiz1 isaretlenmis en az dnemli olarak tanimliyorum. Cikartilmasi gereken
seklinde tanmimlanmis ama bence olmali. Oz farkindalik olmali. Yesillerle goriisiim dogru

yerinde goriiniiyor.

Participant 2 : 1 ile 2 arasindaki fark nedir? Adapte olma vs degisime uyum saglamak cevap

vermek arasinda. Yakin goriindii.

Moderator 2 : Literatiirde farkl1 2 yetkinlik seklinde tanimlanmig Eger ayni hissi verdiyse

degerlendirelim.

Participant 6 : Bana 1 ve 13 yakin geldi. Adapte olma vs degisim ve belirsizlilk i¢in tolerans

Moderator 1 : Sanki 13 degisim karsinda strese girmemek gibi tolerans. Ama ona adapte

olamamak bagka bir boyut gibi geliyor ne dersiniz.
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Moderator 3 : Aslinda adaptasyon 2 tarafin birbirini degistirmesiyle alakali. Siz
bulundugunuz ortamda degisen kosullara degistirirerek uyum saglayabilirsiniz ya da proaktif
olup ortami degistirmeye kadar gidebilirsiniz. Karst durumu degistirme egilimi de

gosterebilirsiniz. Durumu degistirme ¢ift yonlii adaptasyon olarak da degerlendirilebilir.

Participant 6 : Degisim ve belirsizlik i¢in bir tolerans yoksa, dediginizi ger¢eklestiremeyiz.

Esnek olabilmemiz i¢in tolerans gerekir.

Moderator 2 : 1 i¢in 13 gerebilir ama 13 i¢in 1 gerekmeyebilir. Sanki 1 ve 2 birlestirilsin
diye duydum Sosyal & Duygusal kategorisinde.

Participant 2 : Bana 6yle geldi ama farkli goriisler olabilir.

Participant 5 : 14 segenegin olmas1 mi tercih edilen bir sey yoksa alt kirinimlara girilmesi

mi daha ¢ok tercih edilen bir durum?

Moderator 2 : Amac aslinda elemek, ¢ok yonlendirme yapmak istemiyoruz ama

sadelesmeye gidilebilir.

Participant 5 : Ciinkii sadelik daha iyi. Terminolojide i¢ ice ge¢mis gibi. 2. Grupta 1 ve 13
¢ikartilmali diye diisiiniiyorum.sadece 2 kalmali. Isbirligi yapabilme igin empati yapabilme
de var. Bu nedenle i¢ ice gegiyor gibi hissediyorum.

Moderator 2 : Elenmesi gerekenleri paylasabilir misiniz.

Participant 3 : 11 ile 13 de beraber diisiintilebilir. 13 11 i kapsiyor. Degisim ve belirsizlik

icin tolerans stres yonetimini kapsar gibi geliyor.

Participant 2 : 11 ve 12 de birlesebilir. Zamani yoneten stresi de yonetir.
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Moderator 2 : Sesli diislinliyorum, zaman yonetimi iyi olmayabilir ama zaman darliginda
stresini iyi yonetiyor olabilir. Sanki adapte olma degisime uyum saglama degisim belirsizlik
icin tolerans birbiri ig¢ine geciyor fakat, belirsizlik i¢in tolerans belirsizlige acik olmak ayni
performanst gostermek. Ama degisime uyum saglamak belirsizlik gerceklestiginde tepki
vermek seklinde diisiinmekte fayda var. Belirsizlik icin tolerans biraz daha baska.

Participant 5 : O zaman belirsizlik i¢in tolerans performansa dayandigi i¢in Bilissele giriyor.

Participant 3 : Belirsizlik i¢in tolerans saglam bir sinir alt yapist gerektirir. Biraz daha

yonetmek sakin kalabilmek duygusal becerilerle baglantili.

Moderator 2 : Tamam isek, 1 ve 2 yetkinlikleri i¢in ne diisliniiyorsunuz?

All : 2 bana daha sicak geliyor.

Moderator 2 : isbirligi, empati, etik konsuunda diisiinceleriniz neler?

Participant 2 : Empatiyi biraz genisletip duygu yonetimi seklinde degerlendirsek. Duygu

yonetmek hem kars1 tarafi anlamak ve onlar1 yonetmek kapabilitesi anlamina da geliyor.

Participant 3 : Etik anlamini biliyoruz ama buradaki anlami1 nedir tam olarak?

Moderator 2 : Etik davranis, bildigimiz anlam. Sosyal ve duygusalin altinda oturmadi mi1

sizde?

Participant 3 : Yok anlamini sorguladim, bence tamamdir.

Participant 5 : Biligselde proaktif olma, sosyal duygusalda girisim / proaktivite farki nedir?

Moderator 2 : Ikisi de ayn1 anlam farkli kaynaklarda farkli baslhiklarda ele alinmis. Sizin

yorumlarimiza gore bir baglik altinda olacak.Hangisi altinda olmali?
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Participant 3: Sosyal ve duygusalin altinda olmali

Participant 1 : Dayaniklilik kesin olmali.

Participant S : 13 ve 8 birbirine yakin olarak algiliyorum ben.

Moderator 2 : Degisim sik yasanirsa dayanbiliyor olmak ya da kosullar farklilagtiginda

giiclii durmak olarak algilayabilirsiniz.

Moderator 1 : Tolerans olan degisikliklere sabir gdstermek gibi ama dayaniklilikta adapte

olabilmek gibi geliyor bana. Toleransta pasifize, Dayaniklilikta daha aktif.

Moderator 2 : Tolerans biraz daha aslinda bekliyor konumda olmak, dayaniklilik ise

degisim gerceklestiginde uygulama konusunda daha uygulamaya yonelik anlami tastyor

Participant 1 : Son donemlerde duygusal dayaniklilik giindemde. Ben orayla bagdastirdim

dayaniklilik kavramini. Olumlu ya da olumsuz durumlarda dayaniklik olmak.

Moderator 2 : Aslinda daha kapsayici oluyor.

Participant 4 : Tolerans beklenmeyen durumdaki ruh halimiz, dayaniklilik kendimizi ne

kadar ¢abuk recover ettigimizle ilgili. ikisi dogrudan drtiismiiyor.

Moderator 2 : Ayr1 m1 diisiinmeliyiz. stres yonetimi ile ilgili?

Participant 4 : Her biri ayr1 ayr1 olmali

Participant 1 : Stres yonetimi, stresle yasama. Duygusal dayaniklilik icinde yonetmek yok,

strese dayanmak var stres olacak kabul ediyorsunuz ama vazge¢miyorsunuz dayaniyorsunuz.

oOblir tarafta stresi yonetmeye calistyorsunuz. herkesin methodu farklidir.
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Participant 3 : Kitapta, “yagsamin anlam1” kitabi. kitab1 diisiindiigiimde hem stresi yonetiyor

hem zaman1 ydnetiyor. ikisi birbirinden farkli

Moderator 2 : Dayaniklilik, stres yonetimi ve toleransi ayr1 ayri ele almamiz gerekiyor diye

anliyorum. Oz farkindalik i¢in ne diisiiniiyorsunuz?

Participant 3 : Oz farkindalik reskilling upskilling icin de ¢ok 6nemli. Eger ona sahipse

inovasyonla ilgili yapabilir. Onemli kavramlar {i¢ii de

Moderator 2 : Giivenilirlik i¢in ne diislinliyorsunuz?

Participant 1 : Inovasyon igerisinde ¢ok yer bulamadim. Neden giivenilirlik arayayim?

Participant 3 : Igsel biitiinliik bi insanda giiven olarak tammlanir. inovasyon yapacak

insanda olmal1 m1 direkt diyemiyorum. Ben ararim ama literature gore dyle mi bilemedim.

Participant 1 : Inovasyon olarak diisiindiigiimde, etik ve giivenilirlik kavramlarmin
inovasyon i¢in ne kadar ihtiya¢c emin olamadim. Etik olmadan inovasyon olmuyor mu?

giivenilirlik ayni sekilde.

Moderator 1 : Bir alan agayim. inovasyon takimlar arasinda yapilan bir aktivite olarak ele

alsak? Takim da crossfunctional oluyor.
Participant 1 : Yeni fikirler iizerinde ¢alistik. Bunlar1 yaptik ama arkadaslarin giivenilirlik
ve etik kismini sorgulamadik. Yapacagimiz projeyi kimlerle nelerle yapabiliriz diye

diisiindiik. Bu projede ¢aliscak arkadasta bu yetkinlikleri konugsmadik.

Moderator 2 : Acaba soyle mi diisiinsek, Etik davranmayan ya da giivenilir olmayan bir

kisinin benzer inovasyon c¢alismalarinda yer almasini tercih eder misiniz?
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Participant 1 : Sirket bdyle birini ¢aligtirir m1?

Participant 4 : Sirketin politikasiyla ilgili ama inovasyona konulup konulmayacagi sanki

daha farkli ele alinmali.

Moderator 2 : Ik politikalarinin temel unsurlar1. Inovasyon tarafinda zaten cepte say1yoruz.

Participant 1 : Temel yetkinlik her ¢alisanda aradigimiz sey. Etige uygun higkimseyi hicbir
kademede calistirmama. Yonetsel anlamda da, siire¢ liderligi operasyonel liderlik ve
organizasyonel liderlik. daha {istii stratejik liderlik. zaten oralarda var. olur olmaz m1 zaten
var. ¢alistigim kisi zaten etik olmak zorunda. Bu kadar yetkinligi birinde aramak zor olacak.
bir climle yanma konulsa ne okudugumuzu anlasak daha iyi olur siz hakimsiniz

yonlendirince, fikirlerimiz de degisiyor.

Moderator 2 : Etik ve giivenilirlik i¢in bir soru igareti koyalim.

Participant 3 : Ben sdyle bakiyorum inovasyon i¢in giiven ve etik neyi ifade eder. bazen
kotii seyler de inovatif olabiliyor. fikrimiz old diisiiniin bize inanilmast i¢in bize glivenilmesi
lazim. ya da bir yatircimei para yatiracak bize inanmasi lazim. Var oldugunu kabul ediyorum
demesini de anliyorum belki kurum kiiltiirlerinde vardir. Burada kurumsallagsmis kitabini
olusturugumuz i¢in olmasi gerektigine inaniyorum.

Participant 5 : Iletisim icinde de ikna yetenegi var. bu ikisi de iknay1 destekliyor.
Moderator 2 : ikna igin etik olmak gerekir mi?

Participant 5 : Iknay1 destekleyecek unsurlardan oldugunu diisiiniiyorum.

Participant 4 :Bazen bunlar ¢elisiyor da olabilir 6zellikle asir1 ticari bakis agilarinda ¢ok

etik davranan girisimcilerin sonuca daha ge¢ ulasacagi degerlendirilip yatirim kararlarinin
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olumsuz etkileyebilir.isin icine ticari kaygilar gelince, sonug odaklilik daha ¢ok ortaya

ciktyor. bu kadar hassas davranmamak gerektigi vurgulantyor.

Continue with another session...

Moderator 2 : Inovasyon ve Yaraticilik boliimiiyle devam ediyoruz.Basarisizlik Toleransi

ile ilgili ne diislinliyorsunuz?

Participant 1 : Bence kalabilir. Her fikirde basarili olacagiz diye bir kural yok énemli olan
yilmadan yola devam etmek. Kisinin basarisizlifa karsi tolernasi olacaki kendini yeniden
motive edecek.

Participant 3 : Basarisizliga 6vgii kitabinda,Basarisizlik bazen o kadar giizel sonuglara
neden oluyor ki, insanlar zorlandigi anda yeni yollar1 buluyor bu da yiizlesme bir

farkindaliktir. Yenilik inovasyon tespitinde ciddi bir firsat. Mutlaka olmali

Participant 4 : Kurum i¢i girisimcilik siirecinde felsefe olarak kullanmaya c¢alisiyoruz.

Girigimci inovasyonla ugrasan bireyin bu yetkinliginin yiiksek olmasinda fayda var.

Moderator 1 : inovasyonun olmazsa olmas1 basarisizlik.

Moderator 2 : Liderlik altinda da ¢ok kaynakta yer aliyor. Acaba onun altinda mi1 yer almali

diye soru isaretleri olur mu diye diisiinmiistiim.

Moderator 1 : Bir insanin basarisiz olmasiyla altinda ¢aliganlarin basarisiz olmasi arasindaki

fark sorgulanabilir mi?

Moderator 2 : Yonetim tarafinda buna kars1 tolerans yok ise inovasyona engel olunabiliyor.

Participant 1 : Baglant1 var ama onu liderlik kismindaki taraf ilgilendiriyor. Bir fikir verdik

basarisiz oldu kendimi ¢ektim bir daha fikir vermedim, benim inovatif diisinmem lazim.
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basarisiz da olabilirim ama devam etmek zorundayim. ekip yonetimi liderlik altinda yiiriiyen

bir sey. Fikrinde basarisiz olmus kisiyi tesvik etmek tolere etmek gerekiyor.

Moderator 2 : iletisim yeterlilikleri hakkinda ne diisiiniiyorsunuz?

Participant 4 : Bu yalnizca ekiple mi yoksa inovasyonla baglantili olan i¢ ve dis paydaslari

da dahil etmeli miyiz?

Moderator 2 : Haklisiniz, detaylandirmak gerekir.

Participant 1 : Inovasyon yaraticilikta 360 derece diisiindiigiimiizde iletisim olmazsa olmaz.
Dogru soruyu sormak igin giiclii iletisime sahip olmali. Inovasyonda bireyden ¢ok takimla is
cikiyor. iletisim inovasyon yaraticilikta olmazsa olmaz. Ornekler de onu gsteriyor. becerisi
olmayan ekiplerde yiirlimiiyor.

Participant 6 : Dogru iletisim i¢inde olmazsa olmaz.

Participant 1 : Yaraticilik, elestirel diislince, fikir iiretimi, arastirma becerileri olmazsa

olmaz.

Moderator 2 : Neden ag olusturma elediniz?

Participant 1 : Yukarida, iletisim yeterliligi vardi,ikna vardi hepsi olunca icerigi okuyunca

oralarla bagdastirdim. azaltmaya da ¢alistigimizdan match etmek de mantikli.

Participant S : Acik inovasyon i¢in, ag olusturma dénemli bir yetkinlik

Moderator 2 : Biraz daha ¢evreyi genisletebilmek olarak bakmak gerekiyor.
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Participant 3 : Performans iliski aglarinda gizlidir derler. Organizasyonlara baktiginizda bi
konuda basarili olabilmeniz i¢in network olusturmak gerekir. inovasyonda da ap olusturma

yonetme gerekiyor. bu ¢erceveden baktigimizda 6nemli bir yetkinlik

Moderator 2 : Inovasyonun yayilmasi asamasinda da diisiinmek lazim. 6zellikle kurum

icinde fikrin yayginlastirmasi konusu aga bagl.

Participant 6 : Iletisim yeterlilikle bagdastirilabilir. O ikisi birlestirilebilir. ya da daha
ayrintili yapilabilir.

Participant 4 : Ben birlestirmemek gerektigini diisiinliyorum. bazen yiiksek iletisim
kabileyiti olan bireylerin network anlaminda ¢ok yetkin olmadigin1 goriiyoruz. network agi
olusturamadigi i¢in hayata gecirmeye calistig1 inovasyon sahada karsilik bulamiyor. Kurum
ici girisimcilik siireglerinde sikca karsimiza ¢ikiyor.

Moderator 1 : Agikcast ben network ile iletisimin ayri oldugunu diislinliyorum. ag
networking yapabilen insan yetkinligin etkinligi yiiksek olan insan oluyor. networkun
inovasyonun olmazsa olmazi oldugunu diisliniiyorum.

Participant 7 : Bence de ag olusturma dnemli, network kuvvetli olmali.

Moderator 2 : Takim ¢alismasi i¢in ne dersiniz?

Participant 4 : Bu da ¢cok 6nemli bir yetkinlik team player olmak. Iletisimle karisabilir ama

alakali degil ¢ok iyi iligkiniz olabilir ama kotii bir takim oyuncusunuzdur.

Moderator 2 : Girisimci ve ticari diisiinme ne dersiniz?

Participant 1 : Girisimci ve ticari diislinme inovasyonun i¢ine oturmus. aciklamasia da

baktigimda olmal1 diye diigiiniiyorum.
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Participant 5 : Ben de katiliyorum.

Moderator 1 : Tersine bir sey sOyleyeyim mi. ticari lafa kafam takildi. Girisimci ve fayda

odakl1 diistinme derdim.

Moderator 2 : Her sey ticari olmayabilir diye diislindiiniiz sanirim ama girisim ve fayda

odakl1 da zihnimde oturmadi. odak nokta ¢ok net.

Participant 4 : Para kazandirmayan inovasyon inovasyon degil midir diyoruz

Moderator 2 : 4’ iin soyledigi gibi bi alg1 da olusturuyor ama fayda odakli olmasi daha
faydali olabilir.

Participant 4 : Girsimci ve ticari diislinme ayni potada eritilmeyen iki kavram. bagka
kavramlar. ikisini ayr1 m1 almaliyiz acaba. Girisimci diisiince yapisi, ticari diisiince yapisi
ayrt mi1 olmali. c¢ok alakali degil gibi. Sosyal inovasyonla Orneklendirebiliriz. hig
ticarilesmeden anlamayan bir insan i¢in bu yetkinligin yanina ¢arp1 mi1 atacagiz?

Participant 1 :

Girisimci ve yaratici diisiince. Faydali olup olmamasini diisiinmiiyoruz aslinda. Ticari bir

kazang diigiiniilmeyecek. 6nemli olan yaratmak ve yaratmak i¢in girisimci olmak.

Moderator 2 : Bana girisim eylem igeriyor gibi geliyor. yaraticilikta bunu hissedemiyorum.

Participant 1 : Yaraticilik farklh girisimcilik farkli ama ikisi i¢in de fayda elde edecegiz.

ticari de olabilir sosyal fayda da olabilir.

Participant S : Bana ¢ikt1 gibi geliyor. belki ticari kismi ¢ikarilabilir.
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Participant 4 : inovasyona baktigimizda, hep bir ekonomik alanlara uygun hale getirilme
algis1 var. Sosyal inovasyonda ekonomik ¢ikt1 aslinda var. ticarilesme dnemli ve tek basina
onem derecesine sahip olacak kadar bagimsiz bir yetkinlik olmali. biri varken digeri de

olmayabilir.

Moderator 1 : Aslinda inovasyon deger yaratan yenilik. firmalar i¢in paradir ama olmak

zorunda degildir diye diisiiniiyorum.

Participant 6 : Hocam o zaman %99 un para oldugu bir seyin ylizde 1 lik kismini mi1

degerlendirecegiz.

Moderator 1 : Onemli olan isin ruhunu yakalamak

Moderator 2 : Siire¢ inovasyonlarinda elde ettigimiz bir fayda ticari fayda olarak gérmeyen
sirketler var. ticari dendiginde ifade ¢ok net. ama inovasyonu deger katan yenilik olarak

algilamakta fayda var

Participant 1 : Bir makina {izerinde iyilestirme yaptilar maddi olarak kazang yoktu ama iss
giivenligini minimanize etti. paraya dokiilebilridi dl¢iilebilirdi ama diislince o degildi. bir
diger fabrikada cevreye katkisi vardi. biiyiik ¢cogunluk ticariye doniiyor ama i¢inde sosyal

faydasi olanlar da ¢ikiyor.

Moderator 2 : O zaman buna girisimci zihniyet diyelim mi? Ticari odak noktasi kavramini

karigtirtyor.

Participant 4 : Ticari bizi rahatsiz ettigi icin belki ticari yerine ekonomi kavrami

kullanilabilir. Ben ayrilmas1 gerektigini diistiniiyorum.

Moderator 2 : Miisteri beklentilerini karsilama kismi karsilar m1 acaba ticari ekonomi

gelisim kismi1. Burasi i¢in ne diigiiniiyorsunuz?
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Participant 5 : Bu kisinin kendi beklentisini analiz etmesiyle alakali degil gibi. Sirket

tarafindan gorev atandiysa analiz eder.

Participant 4 : Bu odak yoksa inovasyonun basariya ulasmasi ¢ok zor. Miisteri odaklilik

Ol¢iimii fizibilite ¢alismalarinda 6nemli.

Moderator 1 : Son kullaniciya fayda yaratmaktir isin 6zli. Ben de kalmali diye

diisiiniiyorum.

Moderator 2 : Bireysel yetkinlik olarak diistinmeliyiz. ben bir birey olarak inovasyon

yapabilme kapasitem son kullanictya fayda yaratmakla m1 baglamali. Olgmesi zor olacaktir.

Participant 4 : Eger inovasyon ihtiyagtan dogar varsayimi yapacaksak bunu dogrulamis

oluyoruz.

Participant 5 : Bana fikir liretmenin girdisi miisteri beklentilerinin karsilanmasi oldugunu

diistindiigiim i¢in ayr bir parantez olarak nitelendirmedim.

Participant 1 : Ben bir inovasyon yapmak istiyorum ama miisterimin ne istedigini
diistinmeden bir seyler iiretiyorum. Bu olmali kesinlikle. bir sey yaparken son kullanicinin
ne kadar amacina hizmet edecek bunu diisiinerek hareket etmek gerekiyor. ¢cevreci miisterim
oldugunu diigiiniin ben ¢evreye daha zarar veren bir inovasyon yapiyorum. dnce onun

diisiincesini bilip ona gore hareket etmek gerekiyor. miisteri odaklilik olmak énemli.

Participant 6 : Bizim sektorde son kullanict konusu olmadigi i¢in yorum yapamayacagim.

Inovasyonda yaptiginiz sey karsiligini bulacaksa miisteri odaklilik olmali diye diisiiniiyorum.

Participant 1 : Baslamadan sunu sdylemek istiyorum. inovasyon ve yaraticiligin iginde
iletisim yeterlilikleri vardi. neden asagida degil de yukariya koyduk? Baslik iletisim ve
iletisim yeterliligi yetkinligi inovasyon ve yaraticiligin altinda kaliyor. Asagiya almay1

oneriyorum.
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Participant 3 : Ayn bir bashk altinda olmali katiliyorum. Burada 4. maddeye takildim.

Biitlinsel diistinme yetkinligi ile bagdastiramadim baghig:.

Moderator 1 : Bir yere koymak lazim diye diistiniiyorum.

Participant 5 : Belki inovasyon kismina konulabilir.

Participant 4 : Ben de iletisim yetkinligi altinda olmamas1 gerektigini diislinliyorum

biitiinsel diistinmeyi

Participant 6 : Ben de katiliyorum olmamasi gerek.

Moderator 2 : Bu kapsam yeterli midir iletisimi 6l¢mek i¢in. Farkli 6nerileriniz var midir?
Participant 1 : Liderlik dedigimizde bir ekibi yonetmek.Aragtirma ve okuma liderlik
icerisinde olmali m1 kendi kendimi sordum. kendini gelistirme i¢in de ayni seyi

diisiiniiyorum.

Participant 4 : Arastirma ve okuma, kendini gelistirme kisminda olabilir. Burada olmasi

gerekioyr liderlerin kendini gelistirmesi gerektigine inaniyorum.

Participant 3 : Inovasyona liderlik edecek kisinin arastiriyor olmasi lazim ki ufuk acabilsin
ekibine . 11 maddenin de burada olmas1 gerektigini diisinliyorum.kendini gelistirmenin
altina koyabiliriz arastirma ve okumay1.

Participant 1 : Asagida rol model olma var. bununla birlestirilebilir mi?

Participant 4 : Rol modeli bunlarin i¢ine alirsak, motive ederek de Ornegin rol model

olabilir. bence generik ve digerlerinin i¢ine yedirilmeyecek bir yetkinlik.
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Moderator 1 : Agikcasi rol model olmanin ayri olmasi gerektigini diisiiniiyorum. rol

modelin bir¢ok byoutu var. bunlardan biri arastirma ve okuma.

Moderator 2 : Eger herkesin yorumu ayni ise, arastirma okuma, kendini gelistirme
birlestirerek digerlerinin hepsini birakiyoruz. Insanlari harekete gecirmek ve baskalarmi

motive etmek yetkinlikleri kavram kargagasi yarattyor mu ayr1 olmasi.

Participant 4 : Bence ayri olmali. Insan1 harekete gegiren biri, motivasyon saglama

konusunda yetkin olmayabilir. Ya da tam tersi.

Participant 1 : A¢iklamalara bakiyorum. Agiklamalar bana birbirine yakin geldi. 4-5-9 is
yapis sekliyle de olabilir karakter de olabilir. liderlikte rol model olabilir, sadece hedef
belirleme kisminda degil. Bir kisiyi 6rnek alip, kendinizi onun gibi nasil yapabilirimin pesine
diistiyorsunuz. rol modeli belki ayirmak gerekir.

Motive etmek yonlendirmek, birbirine yakin buluyorum. 4 ve 5 i. Bagkalarin1 motive etmek
derken paydaslar da olabilir. rol model ayr1 benim goziimde ama insanlar1 harekete gegirmek

ve motive etmek ikisi benzer kavramlar.

Participant 6 : Ben de katiliyorum. birlestirilmeli.

Participant 4 : Harekete gecirmek biiylik bir eylemin Onciisii olmak ama motive etmek
bugiin canim sikkindir karsimdaki ¢ok iyi motive edendir.

Ya da sosyal medya influencerlar1 kiyafet ¢ok yakismis ben de alayim dersiniz. ama bu

harekete gecirmek degildir. ikisi de 6nemli yetkinlikler ayr1 kalmali.

Participant 5 : Harekete gecirmek bana eylemi artirmak i¢in, motive etmek biraz daha pasif

bir aktivite gibi geliyor. katiltyorum ayr1 6zellikler.

Participant 7 : Aym fikirdeydim ama yorumlarindan da ayri kalmasi gerektigini

diisiiniiyorum.
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Moderator 2 : Belki de tanimlar1 bir daha elden gec¢irmekte fayda var. ikisini de birakalim.
Dijital kategorisine gecersek, 11 yetkinlik var. hepsi olmali m1 bulunmali m1 degerlendirelim.

Burada strateji ile baglantisini agiklayip, hatirlatmakta fayda var.

Moderator 1 : Kendimin bir soru isareti var o nedenle yorumlar1 énce dinlemek isterim.
acaba sektorel yetkinlikler mi diye bir diisiincem var. sonra stratejiye baglama kismin

konusalim.

Participant 1 : Yetkinlikler farkli kategoriler var. Temel yetkinlikler, yonetimsel yetkinlikler
ve fonksiyonel yetkinlikler var sirkette. Isi bilen 6rnegin bilgisayar miihendisleri bilecek gibi
duruyor. Teknik kismi giiclii olanlar bilecek. ama inovasyonda herkesin bilgisine
bagvuruyoruz. Bu nedenle bu yetkinlikleri fonksiyonel diislinmekte fayda var. Bilgisayar
kullanim1 yetkinligi bence kaldirilabilir. Herkes biliyor. Dijital okuryazarlik, veri analitigi

yakin geliyor. Digerleri bence teknik.

Participant 3 : Bu konularn 6lgmek kolay degil, bulut bilisimi falan hemen insanlardan
beklemek zor ama farkindaligina sahip olmak énemli. Inovasyon ile ugrasan bir kisinin bu

yetkinlikleri bilmese bile bir farkindaliginin olmasi gerekir.

Participant 4 : Bunlarin hi¢biri dogrudan inovasyonla baglantili degil. eger bunlar1 yazacak
isek finansal okur yazarlik, mali tablo okuma gibi baska teknik yetkinlikler eklememiz lazim.

Dolayl olarak iligkili bu yetkinlikler.

Moderator 2 : Taslak olusturmaya ¢alistik. Bunlara yer vermemiz gerekiyor ama sizlerin
yorumlartyla bu elemeyi yapacaktik. Metodik teknik yetkinliklerde de bunu yasayacagiz.
Ama strateji ile bagdastirma konusunda o yetkinlikleri nasil yakalayacagimiz bende soru

isareti.

Moderator 1 : Buradaki dijital diye gordgiiniiz yetkinlikler mesleksel mi yoksa inovasyon

yapicam diyen herkesin mi sahip olmasi1 gereken yetkinlikler?
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Participant 5 : Yeni cag ile birlikte egitimler dijitale kaydi. Bunlara adapte olan insana da

ihtiyag var.

Moderator 1 : Mesleksel degil herkesin mi sahip olmasi1 gereken yetkinlikler diyorsunnuz?

Participant 5 : Oniimiizdeki 2 yil icersiinde yerel miifredatlar degisecek. Calismalar
yapilacag1 asamada dijital. Tknin bile buna bilgi sahibi olmas1 ki buna gére almali. Yapay
zeka vs kendi i¢ siireglerine dahil etmeye ¢alisiyorlar. Farkli agidan bakilirsa, oyun fuari
vardi. Sanat¢inin kendi tirettigi seyi dijital agidan sergilemesi bekleniyor. Dijitalde beklenti
nedir? Gegilmesine karar verilmis ki sunulmus. Literature girdigine goére ontimiizdeki

giinlerde giindeme ¢ikacak.

Participant 3 : Bu ¢agda inovasyon yapabilmek icin buradaki yetkinlikler destekleyeici
aracglar. Bunlar olmazsa inovasyon olmaz diyemeyiz ama yenilik katabilmek i¢in bunlara
hakim olmak farkindalik saglamak katalizr gorevi gormekte. Bunlar olmazsa inovasyoon

olmaz diyemeyiz.

Participant 1 : Dijitallesme calisiliyor her alanda. Rutin igleri otomotiklesmeye dondiirmek,
verimlilik kazanmak {izerine. Bdyle diisiiniince inovasyon yapma sansim yok. Kodlama
bilmiyorum siber giivenlik bilmiyorum programlama yok yapay zeka sagdan soldan

duydugum kadariyla. O zaman benim inovasuon yapma sansim ortadan kalkuyor.

Moderator 1 : Bir takim dezavantajlar sahip oluyorsunuz bunu bilenlere gore. Yapay zeka

makine dgrenme igin illa pc miih olmasina gerek yok. Onemli bir yetkinlik diyorsunuz.

Participant 4 : inovasyon yapmak isteyen birey i¢in must nudir? outsource edilebilir mi?

ekipte sifir teknik insan vardir ama o i haytaa geciyor. Bu olabilir mi?

Participant 6 : Wlektrikli araba vs teknolojik bir gelisme ise bu konulari bilmezseniz

inovasyon alaninda geride kalinmis olur. Birlestirilebilir.
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Participant 1 : Inovasyon altindaki baslikta olabilir. Ama must degildir. EKip kurulur.

farkindalik olmasi yeterli.

Moderator 2 : Sektor olarak farklilik olabilir. Dijital geciyorsa inovasyonda bu yetkinliklere
ihtiyag var diyebiliriz. Dijital ve metodik bu yiizden ayrilmistir. inovasyon igin core degildir

ama strateji kisminda 6nemli olacaktir.

Moderator 1 : Bu yetkinliklere sahip olmak i¢in hardcore computer miih olmak yetmiyor.
Ama sirketin stratejilerinde bdyle bir agilim varsa bunlar 6nemli yetkinlikler haline geliyor.
Dijital okuryazarlik ve diger 11 yetkinlik inovasyonlarin genel oalrak gergeklestirilmesinde
crossfunctional olarak gerceklestirilmesini bekliyoruz. Sirketteki herkesin sahip olmasi

gereken yetkinliklerdir.

Participant 1 : Bu yetkinlikleri bir IKciya nasil sunacagiz? Sirket hangisi uygunsa set
icerisinden kendi secer alir. Digerlerini temel yetkinlikler yapip, dijitali se¢me sansi
birakiriz.

Moderator 1 : metodik teknik alani ile ilgili ne diisliniiyorsunuz?

Participant 1 : Bir makina ile ilgili inovasyonu, makinay1 kullanan bilir. Burayla ilgili dijital

konusu ile yakin buluyorum. Fonksiyonel anlamda is bilgisini igeriyor.

Participant 4 : Dijitaldeki bazilar1 metodik yetkinliklere girebilir. Bulut bilgsim metodik /

teknik alaninda olmali.
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APPENDIX C

CASE STUDY

C.1. Strategy2—Competency Matching in Company 1

C.1. 1. Weighted average score of Strategy 2 in Cognitive Category

The competencies of Cognitive Category

Weighted average score of Company 1

Active Learning Skills / Lifelong Learning
Analytical Thinking
Reskilling

Upskilling

Multi-Tasking
Imagination

Complex Problem Solving
Curiosity

Self-Efficacy

Proactivity

System Thinking

Strategic Thinker

1,63
1,63
1,88
1,88
0,38
0,75
1,38
1,38
1,13
1,63
1,13
1,63
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System Thinking

Strategic Thinker 2

Cognitive

Active Learning Skills /...

Analytical Thinking

Reskilling

Upskilling

Multi-Tasking

Imagination

Complex Problem Solving

Figure C.1. 1. Radar chart of Cognitive category for strategy 2

C.1. 2. Weighted average score of Strategy 2 in Social & Emotional Category

The competencies of
Social & Emotional

Weighted average score of Company 1

Category

Tolerance To Change 1,63
And Uncertainty

Resilience / Endurance 1,13
Adapting And 1,38
Responding To Change

Empathy 0,38
Flexibility 1,38
Ethics 0,38
Cooperation 1,38
Self Awareness 0,38
Stress Management 1,13
/Tolerance

Time Management 1,13
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Strateji 2 -Social & Emotional

Tolerance To Change And

Time Management

Stress Management
/Tolerance

Self Awareness

Cooperation

Uncertainty

Resilience / Endurance

Adapting And Responding
To Change

Empathy

Flexibil ity

Ethics

Figure C.1. 2. Radar chart of Social & Emotional category for strategy 2

C.1. 3. Weighted average score of Strategy 2 in Innovation Category

The competencies of Innovation

Weighted average score of Company 1

Networking 1,63
Research Skills 1,63
Failure Tolerance 1,38
Critical Thinking 1,63
Reflecting  Customer  Expectations 1,63
/Customer Focus

Teamwork /Cross Functional Teamwork 1,63
Creativity 1,38
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Strateji 2 - Innovation

Networking
1,70

Creativity Research Skills

Teamwork /Cross

. Failure Tolerance
Functional Teamwork

Reflecting Customer

. Critical Thinking
Expectations...

Figure C.1. 3. Radar chart of Innovation category for strategy 2

C.1. 4.Weighted average score of Strategy 2 in Communication Category

The competencies of Communication Weighted average score of Company 1
Active Listening
1,38
Ability To Persuade
1,63
Intercultural Communication
1,00
Competence
Cross-Cultural Collaboration And 1,00
Cohesion
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Strateji 2 - Communication

Active Listening
2,00

1,50

Cross-Cultural Collaboration

And Cohesion Ability To Persuade

Inter cultural
Communication
Competence

Figure C.1. 4. Radar chart of Communication category for strategy 2

C.1. 5. Weighted average score of Strategy 2 in Leadership Category

The competencies of Leadership Weighted average score of
Company 1
Researching And Reading 1,38
Achievement Orientation 1,13
Conflict Negotiation 1,38
Motivating and Mobilizing Others 0,75
Self-Discipline 1,13
Self- Confidence 1,13
Plan 1,13
Role Modeling 1,00
Create Vision And Strategy 1,38

147



Strateji 2 - Leadership

Researching And

Reading
1,40

Achievement
Orientation

Create Vision And
Strategy

Role Modeling Conflict Negotiation
Motivating and
Plan Mobilizing Others
Self- Confidence Self-Discipline

Figure C.1. 5. Radar chart of Leadership category for strategy 2

C.1. 6. Weighted average score of Strategy 2 in Digital Category

The competencies of Digital Weighted average score of Company 1
Big Data Analytics 0,38
Digital Literacy 0,63
Coding 0,38
Programming 0,38
Cybersecurty 0,38
Technology Design 0,38
Artificial intelligence 0,38
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Strateji 2 - Digital

Big Data Analytics
0,70
0,60
0,50

Digital Literac
0,40 & Y

Artificial intelligence

Technology Design Coding

Cybersecurty Programming

Figure C.1. 6. Radar chart of Digital category for strategy 2

C.1. 7. Weighted average score of Strategy 2 in Methodic / Technic Category

The competencies of Methodic / Technic =~ Weighted average score of Company

1
Process optimization / understanding 0,75
Machine operation skills 0,75
Increased Job Knowledge Due To Automated 1,00

Processes
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Strateji 2 - Methodic / Technic

Process optimization /

understanding
1,00

Increased Job
Knowledge Due To
Automated Processes

Machine operation
skills

Figure C.1. 7. Radar chart of Methodic / Technic category for strategy 2
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