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Abstract: Digital leadership emerges as the reflection of technological innovation in business life into administration
mentality. As well as possessing leadership skills, digital leaders can be defined as leaders who are talented in terms of
information technologies, visionary, can think innovatively, increase the corporation's performance and create the
transformation required by the business. The literature emphasizes that digital leadership practices and digital
transformation efforts can fail due to fear of being unemployed, the tendency to maintain the usual, and showing
resistance to transformation. However, it is realized that these approaches are generally based on foresight and are not
supported by real practices. In this regard, the mediating effect of job security satisfaction of employees on the impact
of digital leadership upon job satisfaction and life satisfaction is tried to be explained with application findings by
utilizing from Resource Based View (RBV). The study was conducted with 403 employees working in an industrial
organization. The data obtained were analysed through the Smart-PLS program, and the mediating effect was measured
using a structural equation model. The model found that digital leadership had a significant effect (0.199) on job
satisfaction, digital leadership had a significant effect (0.182) on life satisfaction, and digital leadership had a significant
effect of 0.312 on the perception of job security. Once again, it was found that the perception of job security had a partial
mediating effect (0.156) on the effect of digital leadership upon job satisfaction, and the perception of job security had
a partial mediating effect (0.150) on the effect of digital leadership upon life satisfaction. The present study indicated
that in a well-designed digital transformation, digital leaders could increase employees' job and life satisfaction, and
job security had a mediating impact upon this increase. Digital transformation in businesses creates an environment that
allows high-performing employees to stand out more than low-performing employees and to display their talents. Thus,
it could be stated that digital technologies have a significant effect on the prominence of talented individuals and increase
employees' job satisfaction and life satisfaction by utilizing RBV, as well. As a consequence of its structural
characteristics, digital leadership paves the way for more effective use of human resources in the enterprise, the
realization of the necessary organizational transformation, and the increase in the perception of job security of the
employees thanks to the contribution it provides to the qualitative improvement of the organization.
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Introduction. The globalizing world leads to such a result that changing conditions have the ability to
affect every point on the globe. In today's world, digitalization is the focus of global transformation. In this
respect, adaptability to changing conditions has become a prerequisite for businesses to maintain their
existence (Benitez et al., 2022). An effective understanding of leadership is highly significant for the
realization of digital transformation in businesses. It is known that the most appropriate leadership model for
this transformation is the digital leadership model (Erhan et al., 2022). Digital transformation requires not
only technological transformation in organizational processes but the transformation of the existing
organizational culture on a reformist scale. The most important problem which is faced by organizations in
the process of realizing a successful digital transformation is to persuade and mobilize human resources to
change and to form a collective consciousness about transformation. At this point, the most important factor
to be considered is to understand the demands and expectations of the employees in addition to their fears and
concerns (Mihardjo et al., 2019). In the present study, digital leadership practices and human resource
elements such as job security, job satisfaction, and life satisfaction are discussed to realize digital
transformation, which has become necessary for businesses. The findings reveal the importance of human
resources in digital transformation and the positive impact of digital transformation on the organizational and
employee levels.

Literature Review. In the current age, high-tech products are demanded by customers. Digital
transformation, technological progress, and innovation have become obligatory for the demanded products to
be produced and sustainable in enterprises. Businesses change and transform to gain a competitive advantage,
produce high-tech products, and adapt technology to their organizational structures. A new leadership type is
also required to manage the stated changes (Zhu et al., 2022). Digital leadership combines modern leadership
understanding with business strategies, working models, and the ability and skills to use information
technology (El Sawy et al., 2016). Digital leaders act on increasing business performance and achieving a
competitive structure by providing digital transformation in the organization while also using the resources
possessed effectively (Wang et al., 2022). Resource-Based Vision (RBV) is an approach to transforming the
enterprise's resources into rare and inimitable assets by using them effectively to obtain a competitive
advantage (Barney, 2001). In this regard, it is realized that digital leadership is affected more by RBV, and
RBYV is one of the elements of digital leadership (Wang et al., 2022).

Digital leadership ability could greatly contribute to the digitalization of the elements in the organization.
On the other hand, the organization is not merely concerned with transforming analog machines, equipment,
and systems into a digital structure (Benitez et al., 2022). So as for this process to be managed actively, the
digital leader is expected to have a good command of many aspects, such as business process standards, the
organization's mission and vision, and effective personnel management (Alajmi, 2022). The digital leader is
expected to simultaneously apply many modern leadership concepts, such as transformative, strategic,
paternalistic, and ethical leadership, and direct the system and people in this direction (Buyukbese et al., 2022).
Thanks to digital leadership technology, it tries to create a leadership philosophy that would design and
practice the most effective use of all the power that the organization possesses.

Human is one of the most important resources for the enterprise. Human resources have a significant role
in digital leaders' success in increasing business performance and realizing digital transformation. When
human resources cannot be adequately directed and identified with business objectives, digital transformation
and leadership practices fail largely (Karippur and Balaramachandran, 2022). The realization of digital
transformation, together with the takeover of some jobs by machines and robots, reduces the need for a human
in businesses, which can pave the way for employees to resist change due to the fear of unemployment. Thus,
an appropriate digital transformation should provide job security for employees. Job security perception refers
to knowing that an individual's job is safe and that the probability of being fired or not being needed is low
(Karatepe, 2022; Karatepe and Arman, 2019). So long as leaders enable a sense of trust, motivation, and
loyalty in the employees, they will desire to stay in business (Khaw et al., 2022).

Job security, one of the mechanisms regulating the communication and behavioral relationship between
leaders and members, refers to the stability and continuity of the current job (Probst, 2003). Job security
perception is described as the degree to which employees feel that their working environment is
psychologically safe and meaningful. The existence of job security, creating an attractive and stable work
environment for employees, is considered to be the basis of personal development, career development, and
the future in an individual and organizational context (Durrah and Kahwaji, 2022). On the other hand, job
insecurity is a subjective experience based on an overall assessment of the current work environment, where
employees have concerns about job threats (Shao et al., (2022). It is associated with stress (Bayraktar, 2019).
Explaining this situation with the Job Demands and Resources Model is possible. Employees can be subject
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to various negative impacts when job demands are high but resources are limited or insufficient. Based on the
works of Zeike et al. (2018), the Job Resources and Demands model creates a relationship between digital
leadership and job security.

The presence of job security is a variable that positively affects job satisfaction because as job security
increases, job satisfaction is expected to increase (Artz and Kaya, 2014). It is realized that the employees' job
satisfaction, life satisfaction, and performance increase in the organizational structures where the work balance
is guaranteed. Job satisfaction is defined as the employee's emotional state regarding how much he/she likes
his/her role in the workplace and his/her pleasant and positive emotional evaluation of the work experience
(Ozsoy, 2022). Job satisfaction is the extent to which the employee takes pleasure from the work he/she does
in the organization and the level he/she feels satisfied (Satuf etal., 2018). In the definitions of job satisfaction,
attention is paid to the expectation of the employee in terms of meeting the current needs of his job, and he
describes the concept as his feelings about the extent to which these expectations are met. Briefly, job
satisfaction refers to the employee's holistic emotional evaluation of his employment (Radulescu et al., 2020).
Low job satisfaction may increase the stress level of the employees, negatively affecting the relations between
the employees and increasing the tendency to leave the job (Westbrook et al., 2022).

On the other hand, high job satisfaction is associated with higher job performance, productivity at the
organizational level, and better overall health and happiness at the individual level. Providing job satisfaction
is generally matched with leadership styles. Subordinates are known to be highly influenced by the actions of
the leaders and their behavior towards them (Radulescu etal., 2020). People spend most of their lives working.
For this reason, job satisfaction is a significant variable that affects life satisfaction (Hombrados-Mendieta
and Cosano-Rivas, 2013). In the literature, life satisfaction is expressed as an individual's evaluation and
definition of quality of life under his/her own criteria (Karatas et al., 2021). Life satisfaction, one of the
components of subjective well-being, remarks the holistic perception of the individual's own life in the context
of the awareness of his talent and productivity and the level of coping with the ordinary stresses of life (Dinh
et al., 2022). It is possible to state that the energy of the individual who enjoys his life will be reflected in
every area of his life, and it will also be reflected in his work, which in turn makes it an essential concept. Life
satisfaction emphasizes that judgmental quality is important, and the individual can determine money, status,
family, or work as the focal point in his judgment (Kacay et al., 2020). He claims that the general life
satisfaction of the employees will be affected by work along with other factors such as health, leisure time,
economy, and family relations. According to the Spillover theory, there is a mutual interaction in which both
life satisfaction influences job satisfaction and job satisfaction affects life satisfaction (Bowling et al., 2010).
The authors conducting research within the scope of the Spillover theory suppose that individuals have
different areas in life such as family, work, social life, financial points, and leisure time, and suggest that
satisfaction in one area of life will also influence satisfaction in the neighboring area. Furthermore, they state
that it will directly contribute to the satisfaction or vice versa (Luan et al., 2022). In this respect, studies reveal
that leadership styles also affect the quality of working life and overall life satisfaction. Digital leaders are
expected to increase life satisfaction because they act in a planned way and adopt a modern leadership
approach (Zeike et al., 2019).

Methodology and research methods. The research is based on the idea that digital leadership will affect
employees both positively and meaningfully, which gets inspiration from the view that employees point to a
rare component of the production process. In this regard, the data were collected between February 03, 2023,
and February 06, 2023, in an enterprise in Turkey/Corlu Organized Industrial Zone with approximately 2,000
employees. The minimum number of participants that should be reached in the 95% confidence interval of
the sample was 322 (Hair et al., 2017). Totally 403 people were reached using the convenience sampling
method.

To measure digital leadership in questionnaire form, a 6-item scale developed by Zeike et al. (2019) and
translated into Turkish by Oktaysoy et al., (2022) was used. A 6-item Job Assurance Scale developed by
Probst (1998) and translated into Turkish by Kose et al. (2019) was used to measure job security. Moreover,
a 5-item Job Satisfaction Scale developed by Judge et al. (1998) and translated into Turkish by Basol and
Comlekci (2020) was used to measure job satisfaction. A 5-item Satisfaction with Life Scale developed by
Diener et al. (1985) was used to measure job satisfaction. All of the scales used were in 5-point Likert form.
The questionnaire also included 6-item demographic variables questioning the gender, marital status, age,
income, experience, and educational status of the participants.

In light of the information in the literature, 7 different hypotheses were formed. The determined hypotheses
will be tested through structural equation modeling. The research model regarding the hypotheses formed in
the study is presented in Figure 1.

124



'Q ARMG PUBLISHING 3 scC | en d o Marketing and Management of Innovations, 1, 2023
ISSN 2218-4511 (print) ISSN 2227-6718 (online)

“Thinking ahead”

Job
Satisfaction

Digital
Leadership

Job Security
Perpection

Life
Satisfaction

Figure 1. Research model
Sources: developed by the authors.

Digital leaders refer to a type of leadership that transforms the organizations in which they take place and
utilizes modern leadership understandings and technological capabilities together for organizations so as to
achieve excellence. The digital leader is expected to act as a whole with the employees and show efforts to
improve working conditions (AIAjmi, 2022; Karippur and Balaramachandran, 2022; Mihardjo et al., 2019).
Based on these justifications, which have been obtained from literature readings, the following Hi: hypothesis
is formed:

Hi: Digital leadership has a positive and significant effect on job security.

Digital leadership positively and significantly affects business behaviors and increases job satisfaction
(Tanucan et al., 2022). For these reasons, the following H. hypothesis has been established:

H.: Digital leadership has a positive and significant effect on job satisfaction.

Digital leaders are expected to be the leaders who can reduce burnout and increase life satisfaction because
they act in a planned manner, get the support of employees, and create a working structure within the
organization (Ozkan and Ardic, 2022). For these reasons, the following H3 hypothesis has been established:

Hs:Digital leadership has a positive and significant effect on life satisfaction.

Digital leadership is a type of leadership influenced by human factors while increasing the use of digital
technologies within the organization, enabling the improvement of business performance to meet customer
expectations. Digital leadership is thought to use human resources most effectively within the scope of RBV.
For this reason, it is anticipated that digital leadership will positively affect job and life satisfaction. In
addition, the digital leader is predicted to provide job security for employees with rare and special talents
(Artz and Kaya, 2014; Benitez et al., 2022; Oktaysoy et al., 2022; Wang et al., 2022; Zeike et al., 2019). In
this respect, hypotheses Ha, Hs, Hg, and H; were formed.

Ha: Job security perception positively and significantly affects job satisfaction.

Hs: The perception of job security positively and significantly affects life satisfaction.

Hs: Job security has a mediating role in the effect of digital leadership on job satisfaction.

H-: Job security has a mediating role in the effect of digital leadership on life satisfaction.

The data obtained through the questionnaire were exposed to the structural equation modeling via the
Smart-PLS analysis program, and in this way, the hypotheses were tested. Smart-PLS was selected due to the
program's modular structure, ease of use, and superiority over covariance-based programs. Today, PLS-based
programs are accepted as suitable for using complex variables (Hair et al., 2017). Smart-PLS was preferred,
especially due to the effectiveness of PLS-based programs in Structural Equation Modeling.

Results. When the demographic information of the people to whom the questionnaire was applied is taken
into account, the participants are realized to be predominantly male (55.80%); the number of married
participants (67.20%) is found to be higher than the single ones; the age of the participants is observed to be
mainly between the ages of 31-40 (46.40%). Detailed information on other demographic variables is displayed
in Table 1.
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Demographic Items n %
Gend Female 182 45.20
ender Male 221 55.80
. Married 271 67.20
Marital Status Single 132 32 80
Between the ages of 20-30 92 22.80
Age Between the ages of 31-40 187 46.40
Between the ages of 41-50 98 24.30
Age 51 and over 26 6.50
High school and below 79 19.60
Education Associate degree 236 58.60
Bachelor's degree 72 17.90
Postgraduate degree 16 3.90
Up to 5 years 112 27.80
Between 6-10 Years 109 27.00
Experience Between 11-15 Years 102 25.30
Between 16-20 Years 53 13.20
Over 21 Years 27 6.70
Between 6.000-8.000 TL 133 33.00
Between 8.001-10.000 TL 108 26.80
Income Between 10.001-12.000 TL 82 20.30
Between 12.001-14.000 TL 43 10.70
Over 14.001 TL 37 9.20

Sources: developed by the authors.

Theoretically, the scales used should provide reliability and validity measures. The factor load value of the
items used in the scales is expected to exceed 0.50. For validity and reliability, Cronbach's Alpha coefficient
and Composite Reliability (CR and rho_A) are expected to be above 0.70, and Average Variance Extracted
(AVE) value is expected to be above 0.50 (Hair et al., 2017). The factor loading values, validity, and reliability
values of the scales are revealed in Table 2.

Table 2. Factor loading values, reliability, and validity

Items Standard|ze_:d Mean Star]da_lrd Kurtosis Skewness
Factor Loading Deviation

Digital Leadership Scale
Cronbach's Alpha=0.948, rho_A=0.950, CR=0.959, AVE=0.795
dijitalleaderl 0.808 3.238 1.174 -0.864 -0.379
dijitalleader2 0.905 3.136 1.131 -0.853 -0.301
dijitalleader3 0.927 3.213 1.120 -0.776 -0.354
dijitalleader4 0.895 3.102 1.196 -1.021 -0.241
dijitalleader5 0.895 3.201 1.119 -0.794 -0.339
dijitalleader6 0.914 3.176 1.136 -0.786 -0.330
Job Satisfaction Scale
Cronbach's Alpha=0.928, rho_A=0.930, CR=0.946, AVE=0.778
JobSatis1 0.904 3.628 1107 -0.127 -0.733
JobSatis2 0.914 3.474 1.143 -0.446 -0.541
JobSatis3 0.852 3.940 1.048 0.830 -1.101
JobSatis4 0.890 3.561 1088 -0.302 -0.626
JobSatis5 0.849 3.062 1.168 -0.813 -0.102
Life Satisfaction Scale
Cronbach's Alpha= 0.887, rho_A=0.889, CR=0.917, AVE=0.689
Lifesatisl 0.843 3.203 1077 -0.512 -0.304
Lifesatis2 0.842 3.089 1.085 -0.685 -0.307
Lifesatis3 0.851 3.330 1.039 -0.181 -0.627
Lifesatis4 0.840 3.278 1086 -0.604 -0.394
Lifesatiss 0.773 2.457 1.196 -0.795 0.427
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Continued Table 2
Items Standardlzgd Mean Star}da}rd Kurtosis Skewness
Factor Loading Deviation
Job Security Perception Scale

Cronbach's Alpha= 0.818, rho_A=0.849, CR=0.860, AVE=0.511

JobSecSatl 0.827 3.288 1.154 -0.635 -0.462
JobSecSat2 0.812 3.449 1.063 -0.255 -0.525
JobSecSat3 0.728 3.263 1.210 -0.829 -0.322
JobSecSat4 0.578 3.134 1.243 -1.015 -0.178
JobSecSat5 0.600 3.052 1.234 -1.077 -0.099
JobSecSat6 0.705 3.132 1.185 -0.828 -0.265

Sources: developed by the authors.

The results of the analyses in Table 2 reveal that the scales provide sufficient reliability and validity, and
the factor load values of the items are above 0.50. Table 2 presents information regarding reliability, validity,
and confirmatory factor analysis. Confirmatory factor analysis (CFA) is mainly utilized for psychometric
assessment and structure verification of instruments. Nevertheless, it is also utilized in order to determine the
effects of the method and evaluate factor invariance (Kaaridinen etal., 2011). In this respect, it could be stated
that the scales have the necessary scale structure and invariance. It is also realized that the sample is normally
distributed due to the fact that Kurtosis and Skewness values are between +1.96 and -1.96 (Hair et al, 2017).
According to factor load values, the discriminant validity between scales is measured through the Fornell-
Larcker criterion (Hair et al., 2017). Henseler et al. (2015) presented a new discriminant validity heterotrait-
monotrait (HTMT) view instead of the Fornell-Larcker criterion. In the event that HTMT values are high,
there exist discriminant validity problems. HTMT recommends a threshold of 0.90 for structural models with
conceptually very similar structures (Henseler et al., 2015). The HTMT results of the model are presented in
Table 3.

Table 3. Fornell-Larcker Criterion and Heterotrait-Monotrait Ratio (HTMT) values

Fornell-Larcker Criterion Heterotrait-Monotrait Ratio (HTMT)
1 2 3 4 1 2 3 4
Digital Leadership 0.891
Job Satisfaction 0.352 0.882 0.373
Job Security Perception 0.312 0.555 0.715 0.320 0.572
Life Satisfaction 0.330 0.514 0531 0.830 0.356 0.560 0.575

Sources: developed by the authors.

The scales also provide discriminant validity of the Fornell-Larcker Criterion and Heterotrait-Monotrait
Ratio (HTMT). Structural equation modeling was practiced because the values were found to be suitable for
the analysis. Figure 2 displays the path diagram.
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Figure 2. Path diagram of the model
Sources: developed by the authors.
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The goodness of fit values of the model is also found to provide the desired conditions. The standardized
Root Mean Square Residual (SRMR) value is observed to be 0.073 (SRMR<0.080), the d_ULS value is 1.339,
the d_G value is 0.481, the Chi-Square value is 1.040,389, while Normed Fit Index (NFI) value is 0.848
(NFI1>0.80). In this respect, the data obtained were found to be suitable for analysis according to the literature
(Byrne, 2016). As a result of the analysis, all hypotheses were accepted. Table 4 illustrates the details of the
hypotheses.

Table 4. Hypothesis test results

Paths Est. St.Dev. t-values %395 Bca ClI p Support
Digital Leadership -> Job Security Perception 0.312  0.050 6.171  (0.206; 0.406): Sig. 0.000  H: Yes
Digital Leadership -> Job Satisfaction 0.199  0.049 4,064  (0.105;0.297): Sig. 0.000 H; Yes
Digital Leadership -> Life Satisfaction 0.182  0.046 3.987  (0.093; 0.268): Sig. 0.000  Hs Yes

Job Security Perception -> Job Satisfaction 0.493 0.041 12.022 (0.408; 0.569): Sig. 0.000 Hs Yes
Job Security Perception -> Life Satisfaction 0.474  0.044 10.878 (0.384; 0.554): Sig. 0.000 HsYes

Digital Leadership -> Job Security Perception . o Hs Yes
-> Job Satisfaction 0.156  0.028 5.439  (0.098; 0.208): Sig.  0.000 (Partial)
Digital Leadership -> Job Security Perception . e H7 Yes
> Life Satisfaction 0.150  0.028 5.363  (0.095; 0.203): Sig.  0.000 (Partial)

Note: St. Dev. — standard deviation; Est. — estimate.
Sources: developed by the authors.

The study found that the perception of job security has a mediating role in the effect of digital leadership
on job satisfaction and life satisfaction. As a result of the understanding of employees, which suggests that
they regard digital leadership as an important resource, it was expected within the scope of RBV that there
would be a positive effect in terms of job security perception (Borah et al., 2022; Wang et al., 2022). The
results proved this view's validity, and H; was accepted. It is stated in previous studies (Benitez et al., 2022;
Erhan et al., 2022; Khaw et al., 2022) that digital leadership is expected to affect the organization positively.
In this regard, digital leadership is expected to increase employees' performance and job satisfaction via
various motivational tools. The results obtained were in accordance with the expectations and therefore H;
was accepted. High job satisfaction is expected to increase the life satisfaction of employees. Considering that
many people spend most of their lives working today, it is inevitable to expect this result. In accordance with
the expectations, a positive and significant effect of digital leadership on life satisfaction was found, and
therefore Hz was accepted. Job security, transforming the working environment into an attractive and stable
structure for employees, is the basis of personal development, career development, and sustainability in an
individual and organizational context (Durrah and Kahwaji, 2022). In this respect, the positive impact of job
security on job satisfaction was determined, and Hs and Hs hypotheses were accepted. The effect of digital
leadership on job satisfaction with a rate of 49.65% is explained by job security. Job security was found to
have a partial mediating role in the effect of digital leadership on job satisfaction, and therefore the Hs
hypothesis was accepted.

The results also reveal that job security is an important variable in ensuring employees' job satisfaction.
Providing job security to employees who are afraid of being unemployed, especially due to digital
transformation, also affects the individual's life satisfaction. 49.64% of the impact of digital leadership on life
satisfaction is explained by job security. Job security was found to have a partial mediating role in the effect
of digital leadership on life satisfaction, and thus H; hypothesis was accepted. The fact that the obtained results
were close to each other reveals a tight connection between job satisfaction and life satisfaction.

On the other hand, R2 and Q2 values of the scales related to the analysis should be examined. The fact that
the Q2 score is above zero constitutes an evaluation scale in terms of the quality of the scales (Sarstedt et al.,
2014). Table 5 presents the related values.

Table 5. Q? test results

Latent Variable R? R? Adj. Q?

Job Satisfaction 0.344 0.341 0.263
Job Security Perception 0.097 0.095 0.043

Life Satisfaction 0.312 0.309 0.211

Sources: developed by the authors.
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The results of the analyses in Table 5 indicate that the method used has the necessary quality and
qualifications. The fact that the desired reliability and validity values of the analyses are obtained, and the
discriminant validity of the scale is ensured contributes greatly to the accuracy of the analyses.

Conclusion. In the present study, it was probed to measure the mediating effect of the perception of job
security on the effect of digital leadership on job and life satisfaction. It could be stated that other variables
apart from digital leadership are phenomena frequently studied together. It is known in the literature that job
and life satisfaction and job security positively interact with each other (Artz and Kaya, 2014; Radulescu et
al., 2020). The concept of digital leadership has emerged as the type of leadership which is planned to be
practiced with Industry 4.0 (Mihardjo et al., 2019). The original value of the present study is that there exist
quite a few studies in the literature and that it explains this type of leadership, which is a recent development,
through other phenomena found in organizations.

The data obtained within the scope of the study were analysed by means of the Smart-PLS program and
the mediation effect was measured through the structural equation model. In the model, digital leadership is
observed to have a significant effect (0.199) on job satisfaction, digital leadership with a significant effect on
life satisfaction (0.182), and digital leadership (0.312) on the perception of job security. Furthermore, it is
found that the perception of job security is a partial mediator (.156) of the effect of digital leadership on job
satisfaction, and the perception of job security is a partial mediation of the effect of digital leadership (0.150).
In accordance with the findings obtained, it is realized that the variables are distributed by affecting each
other. In this regard, it could be stated that this situation is compatible with the Spillover theory (Bowling et
al., 2010). Similarly, it could also be suggested that the present study, providing proof for the importance and
value given by digital leadership to human resources, supports the result of RBV. RBV supports taking
necessary precautions to protect valuable and inimitable human resources and knowledge. Within the context
of RBV, it is predicted that job security will be provided to talented employees; in this way, employees' job
and life satisfaction will be increased (Wang et al., 2022; Zhu et al., 2022). The present study has proved this
prediction.

Although there are many supportive studies under the findings obtained through the present study, studies
that reject these results could also be found in the literature. The study emphasizes the increase in performance.
However, some studies found no relationship between digital leadership and performance (Yopan etal., 2022).
Because the digital leadership literature has emerged with Industry 4.0, which can be considered quite new,
the number of studies dealing with the concept of digital leadership with different variables is low and
insufficient (Karippur and Balaramachandran, 2022; Wang et al., 2022; Zhu et al., 2022; Zulu and
Khosrowshahi, 2021). The study is of great importance in this respect and tries to explain the findings obtained
within the scope of RBV by defining the human factor as an important variable for digital leadership.

Regarding future studies, it is suggested that researchers should examine the human factor's importance in
digital leadership with different variables and sample groups. It is predicted that human beings will continue
to be a part of the production process soon. Unfortunately, explaining digital leadership based only on
technological development and innovation contradicts the reality of life. When the limitations of the research
are considered, applying it in a single enterprise, limiting the perception level of the employees there and the
reliability of the study creates a constraint for the study. It is assumed that all the employees answer the
questionnaire forms sincerely and accurately.

Author Contributions: conceptualization, E. T., O. O. and E. K.; methodology, E. T., 0. O.andS. U. E;
validation, E. T., O. O. and S. U. E; formal analysis, E. T. and O. O.; investigation, E. T., 0. O., E. K, E. K.
and S. U. E; resources, E. K. and E. K.; data curation, E. K. and E. K.; writing-original draft preparation, E. T.,
0.0, E.K,E.K.and S. U. E; writing-review and editing, E. T., 0. O., E. K, E. K. and S. U. E; visualization,
E.T., 0.0, E K, E. K. and S. U. E; supervision, E. T., 0. O. and S. U. E; project administration, E. T., O.
0. and S. U. E; funding acquisition, E. T., 0. O.,E. K,E. K. and S. U. E.

Conflicts of Interest: Authors declare no conflict of interest.

Data Availability Statement: The data that support the findings of this study are available from the
corresponding author upon reasonable request.

Informed Consent Statement: Not applicable.

129



Marketing and Management of Innovations, 1, 2023

i" ARMG PUBLISHING
ISSN 2218-4511 (print) ISSN 2227-6718 (online)

“Thinking ahead”

§ sciendo
References

AlAjmi, M. K. (2022). The impact of digital leadership on teachers’ technology integration during the
COVID-19 pandemic in Kuwait. International Journal of Educational Research, 112, 101928. [Google
Scholar] [CrossRef]

Artz, B., & Kaya, I. (2014). The impact of job security on job satisfaction in economic contractions versus
expansions. Applied Economics, 46(24), 2873-2890. [Google Scholar] [CrossRef]

Barney, J. B. (2001). Resource-based theories of competitive advantage: A ten-year retrospective on the
resource-based view. Journal of Management, 27(6), 643-650. [Google Scholar] [CrossRef]

Basol, O., & Comlekci, M. F. (2020). Adaptation of the job satisfaction scale: Validity and reliability study.
Kirklareli Universitesi Sosyal Bilimler Meslek Yiiksekokulu Dergisi, 1(2), 17-31. [Google Scholar]

Bayraktar, S. (2019). How leaders cultivate support for change: Resource creation through justice and job
security. The Journal of Applied Behavioral Science, 55(2), 213-234. [Google Scholar] [CrossRef]

Benitez, J., Arenas, A., Castillo, A., & Esteves, J. (2022). Impact of digital leadership capability on
innovation performance: The role of platform digitization capability. Information & Management, 59(2),
103590. [Google Scholar] [CrossRef]

Borah, P. S., Igbal, S., & Akhtar, S. (2022). Linking social media usage and SME’s sustainable
performance: The role of digital leadership and innovation capabilities. Technology in Society, 68, 101900.
[Google Scholar] [CrossRef]

Biiyiikbese, T., Dikbas, T., Klein, M., & Unlii, S. B. (2022). A study on digital leadership scale (DLS)
development. Kahramanmaras Siitcii Imam Universitesi Sosyal Bilimler Dergisi, 19(2), 740-760. [Google
Scholar] [CrossRef]

Bowling, N. A., Eschleman, K. J., & Wang, Q. (2010). A meta-analytic examination of the relationship
between job satisfaction and subjective well-being. Journal of Occupational and Organizational Psychology,
83(4), 915-934. [Google Scholar] [CrossRef]

Byrne, B. M. (2016). Structural equation modeling with Amos: Basic concepts, applications, and
programming. (Third edition). Routledge. [Google Scholar]

Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The Satisfaction With Life Scale. Journal
of Personality Assessment, 49(1), 71-75. [Google Scholar] [CrossRef]

Dinh, H. P., Van Nguyen, P., Trinh, T. V. A., & Nguyen, M. H. (2022). Roles of religiosity in enhancing
life satisfaction, ethical judgements and consumer loyalty. Cogent Business & Management, 9(1), 2010482.
[Google Scholar] [CrossRef]

Durrah, O., & Kahwaji, A. (2022). Chameleon Leadership and Innovative Behavior in the Health Sector:
The Mediation Role of Job Security. Employee Responsibilities and Rights Journal. [Google Scholar]
[CrossRef]

El Sawy, O., Amsinck, H., Kraemmergaard, P., & Vinther, A. L. (2016). How LEGO Built the Foundations
and Enterprise Capabilities for Digital Leadership. MIS Quarterly Executive, 15(2). [Google Scholar]

Erhan, T., Uzunbacak, H. H., & Aydin, E. (2022). From conventional to digital leadership: Exploring
digitalization of leadership and innovative work behavior. Management Research Review, 45(11), 1524-1543.
[Google Scholar] [CrossRef]

Hair, J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017). PLS-SEM or CB-SEM: Updated
guidelines on which method to use. International Journal of Multivariate Data Analysis, 1(2), 107-123.
[Google Scholar] [CrossRef]

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity in
variance-based structural equation modeling. Journal of the Academy of Marketing Science, 43(1), 115-135.
[Google Scholar] [CrossRef]

Hombrados-Mendieta, I., & Cosano-Rivas, F. (2013). Burnout, workplace support, job satisfaction and life
satisfaction among social workers in Spain: A structural equation model. International Social Work, 56, 228—
246. [Google Scholar] [CrossRef]

Judge, T. A, Locke, E. A., Durham, C. C., & Kluger, A. N. (1998). Dispositional effects on job and life
satisfaction: The role of core evaluations. Journal of Applied Psychology, 83, 17-34. [Google Scholar]
[CrossRef]

Kééridinen, M., Kanste, O., Elo, S., Polkki, T., Miettunen, J., & Kyngas, H. (2011). Testing and verifying
nursing theory by confirmatory factor analysis. Journal of Advanced Nursing, 67(5), 1163-1172. [Google
Scholar] [CrossRef]

130


https://scholar.google.com/scholar?cluster=126601927360238285&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=126601927360238285&hl=ru&as_sdt=0,5
https://doi.org/10.1016/j.ijer.2022.101928
https://scholar.google.com/scholar?cluster=15425337305443614869&hl=ru&as_sdt=0,5
https://doi.org/10.1080/00036846.2014.914148
https://scholar.google.com/scholar?cluster=12891192373614793012&hl=ru&as_sdt=0,5
https://doi.org/10.1016/S0149-2063(01)00115-5
https://scholar.google.com/scholar?cluster=10506468399096782062&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=9154188699689331162&hl=ru&as_sdt=0,5
https://doi.org/10.1177/0021886318814455
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=Benitez%2C+J.%2C+Arenas%2C+A.%2C+Castillo%2C+A.%2C+%26+Esteves%2C+J.+%282022%29.+Impact+of+digital+leadership+capability+on+innovation+performance%3A+The+role+of+platform+digitization+capability.+Information+%26+Management%2C+59%282%29%2C+&btnG=
https://doi.org/10.1016/j.im.2022.103590
https://scholar.google.com/scholar?cluster=169746653736625435&hl=ru&as_sdt=0,5
https://doi.org/10.1016/j.techsoc.2022.101900
https://scholar.google.com/scholar?cluster=13306808482318224330&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=13306808482318224330&hl=ru&as_sdt=0,5
https://doi.org/10.33437/ksusbd.1135540
https://scholar.google.com/scholar?cluster=13967876856421717955&hl=ru&as_sdt=0,5
https://doi.org/10.1348/096317909X478557
https://scholar.google.com/scholar?cluster=12074084448426430309&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=Diener%2C+E.%2C+Emmons%2C+R.+A.%2C+Larsen%2C+R.+J.%2C+%26+Griffin%2C+S.+%281985%29.+The+Satisfaction+With+Life+Scale.+Journal+of+Personality+Assessment%2C+49%281%29%2C+71%E2%80%9375.+https%3A%2F%2Fdoi.org%2F10.1207%2Fs15327752jpa4901_13&btnG=
https://doi.org/10.1207/s15327752jpa4901_13
https://scholar.google.com/scholar?cluster=12098372447048475236&hl=ru&as_sdt=0,5
https://doi.org/10.1080/23311975.2021.2010482
https://scholar.google.com/scholar?cluster=17891187646410346870&hl=ru&as_sdt=0,5
https://doi.org/10.1007/s10672-022-09414-5
https://scholar.google.com/scholar?cluster=2847584519537588096&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=16311948181643762456&hl=ru&as_sdt=0,5
https://doi.org/10.1108/MRR-05-2021-0338
https://scholar.google.com/scholar?cluster=18350052926764255313&hl=ru&as_sdt=0,5
https://doi.org/10.1504/IJMDA.2017.087624
https://scholar.google.com/scholar?cluster=16620720531883439890&hl=ru&as_sdt=0,5
https://doi.org/10.1007/s11747-014-0403-8
https://scholar.google.com/scholar?cluster=12771887648479535797&hl=ru&as_sdt=0,5
https://doi.org/10.1177/0020872811421620
https://scholar.google.com/scholar?cluster=525435076488610362&hl=ru&as_sdt=0,5
https://doi.org/10.1037/0021-9010.83.1.17
https://scholar.google.com/scholar?cluster=1159870566860375654&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=1159870566860375654&hl=ru&as_sdt=0,5
https://doi.org/10.1111/j.1365-2648.2010.05561.x

.q ARMG PUBLISHING 3 scC | en d o Marketing and Management of Innovations, 1, 2023
ISSN 2218-4511 (print) ISSN 2227-6718 (online)

“Thinking ahead”

Kacay, Z., Soyer, F., & Eskiler, E. (2020). Analysis of the Ethical Leadership Behaviors' Effect on Life
Satisfaction and Mediation Effect of Organizational Commitment. Khazar Journal of Humanities and Social
Sciences. [Google Scholar] [CrossRef]

Karatas, Z., Uzun, K., & Tagay, O. (2021). Relationships Between the Life Satisfaction, Meaning in Life,
Hope and COVID-19 Fear for Turkish Adults During the COVID-19 Outbreak. Frontiers in Psychology, 12.
[Google Scholar]

Karatepe, S. G. (2022). Remuneration Assurance for Workers in Turkey. Kirklareli Universitesi Sosyal
Bilimler Dergisi, 6(2), 291-310. [Google Scholar] [CrossRef]

Karatepe, S. G., & Arman, S. M. (2019). Basic Determinants of Educated Women Unemployment in
Turkey and Available Statistical Outlook. Sosyal ve Beseri Bilimler Dergisi, 11(2), 32-47. [Google Scholar]

Karippur, N. K., & Balaramachandran, P. R. (2022). Antecedents of Effective Digital Leadership of
Enterprises in Asia Pacific. Australasian Journal of Information Systems, 26. [Google Scholar] [CrossRef]

Khaw, T. Y., Teoh, A. P., Abdul Khalid, S. N., & Letchmunan, S. (2022). The impact of digital leadership
on sustainable performance: A systematic literature review. Journal of Management Development. [Google
Scholar] [CrossRef]

Kose, E., Ozkog, A. G., & Bekci, 1. (2019). The effect of job insecurity on the intention of quitting jobs:
A research on accounting professionals. Nevsehir Haci Bektas Veli Universitesi SBE Dergisi, 9(2), 396-409.
[Google Scholar]

Luan, Y., Lv, M., & Wang, L. (2022). The Spillover Effect of Life Satisfaction on Customer Satisfaction:
The Mediating Role of Service-Oriented Organizational Citizenship and the Moderating Role of Competition
Climate. Behavioral Sciences, 12(8), 276. [Google Scholar] [CrossRef]

Mihardjo, L., Sasmoko, S., Alamsjah, F., & Elidjen, E. (2019). Digital Leadership Impacts on Developing
Dynamic Capability and Strategic Alliance Based on Market Orientation. Polish Journal of Management
Studies, 19(2), 285-297. [Google Scholar] [CrossRef]

Oktaysoy, O., Topcuoglu, E., & Kaygin, E. (2022). A Study on Digital Leadership Scale Adaptation.
International Journal of Organizational Leadership, 11(4), 407-425. [Google Scholar] [CrossRef]

Ozkan, S. A., & Ardic, K. (2022). Business Innovation Management: A General Overview to Virtuous
Leadership. Marketing and Management of Innovations, 13(2), 184-197. [Google Scholar] [CrossRef]

Ozsoy, T. (2022). The Effect of Innovative Organizational Climate on Employee Job Satisfaction.
Marketing and Management of Innovations, 13(2), 9-16. [Google Scholar] [CrossRef]

Radulescu, V., Anghel, L.D., Cetina, 1., Cruceru, A.F., & Onisor, L.F. (2020). Job satisfaction and services
business sustainability - empirical study using role theory. Economic Computation & Economic Cybernetics
Studies & Research, 54 (4), 55-70. [Google Scholar] [CrossRef]

Probst, T. (1998). Antecedents and Consegguences of Job Insecurity: An Integrated Model. (Doctorate
Thesis). University of lllinois. [Google Scholar]

Probst, T. M. (2003). Development and validation of the Job Security Index and the Job Security
Satisfaction scale: A classical test theory and IRT approach. Journal of occupational and organizational
psychology, 76(4), 451-467. [Google Scholar] [CrossRef]

Sarstedt, M., Ringle, C. M., Henseler, J., & Hair, J. F. (2014). On the Emancipation of PLS-SEM: A
Commentary on Rigdon (2012). Long Range Planning, 47(3), 154-160. [Google Scholar] [CrossRef]

Satuf, C., Monteiro, S., Pereira, H., Esgalhado, G., Marina Afonso, R., & Loureiro, M. (2018). The
protective effect of job satisfaction in health, happiness, well-being and self-esteem. International journal of
occupational safety and ergonomics, 24(2), 181-189. [Google Scholar] [CrossRef]

Shao, H., Fu, H., Ge, Y., Jia, W., Li, Z., & Wang, J. (2022). Moderating effects of transformational
leadership, affective commitment, job performance, and job insecurity. Frontiers in Psychology, 13. [Google
Scholar] [CrossRef]

Tanucan, J. C. M., Negrido, C. V., & Malaga, G. N. (2022). Digital Leadership of School Heads and Job
Satisfaction of Teachers in the Philippines during the Pandemic. International Journal of Learning, Teaching
and Educational Research, 21(10). [Google Scholar]

Wang, T., Lin, X., & Sheng, F. (2022). Digital leadership and exploratory innovation: From the dual
perspectives of strategic orientation and organizational culture. Frontiers in Psychology, 13. [Google Scholar]

Westbrook, K. W., Nicol, D., Nicol, J. K., & Orr, D. T. (2022). Effects of Servant Leadership Style on
Hindrance Stressors, Burnout, Job Satisfaction, Turnover Intentions, and Individual Performance in a Nursing
Unit. Journal of Health Management, 24(4), 670-684. [Google Scholar] [CrossRef]

131


https://scholar.google.com/scholar?cluster=5623314968774429176&hl=ru&as_sdt=0,5
https://doi.org/10.5782/2223-2621.2020.23.1.114
https://scholar.google.com/scholar?cluster=15422633372101803898&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=Karatepe%2C+S.+G.+%282022%29.+T%C3%BCrkiye%E2%80%99de+%C4%B0%C5%9F%C3%A7inin+%C3%9Ccret+Alaca%C4%9F%C4%B1n%C4%B1n+G%C3%BCvencesi+%5BRemuneration+Assurance+for+Workers+in+Turkey%5D.+K%C4%B1rklareli+%C3%9Cniversitesi+Sosyal+Bilimler+Dergisi%2C+6%282%29%2C+291%E2%80%93310.+&btnG=
https://doi.org/10.47140/kusbder.1183013
https://scholar.google.com/scholar?cluster=4672802444046720300&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=15249463883847854874&hl=ru&as_sdt=0,5
https://doi.org/10.3127/ajis.v26i0.2525
https://scholar.google.com/scholar?cluster=16077461066463305252&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=16077461066463305252&hl=ru&as_sdt=0,5
https://doi.org/10.1108/JMD-03-2022-0070
https://scholar.google.com/scholar?cluster=17302082870167777718&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=2654406839785385868&hl=ru&as_sdt=0,5
https://doi.org/10.3390/bs12080276
https://scholar.google.com/scholar?cluster=6732190715048816054&hl=ru&as_sdt=0,5
https://doi.org/10.17512/pjms.2019.19.2.24
https://scholar.google.com/scholar?cluster=5932917915864990672&hl=ru&as_sdt=0,5
https://doi.org/10.33844/ijol.2022.60342
https://scholar.google.com/scholar?cluster=8619730333485192933&hl=ru&as_sdt=0,5
https://doi.org/10.21272/mmi.2022.2-017
https://scholar.google.com/scholar?cluster=3263717266903774679&hl=ru&as_sdt=0,5
https://doi.org/10.21272/mmi.2022.2-017
https://scholar.google.com/scholar?cluster=9812935860859529805&hl=ru&as_sdt=0,5
https://doi.org/10.24818/18423264/54.4.20.04
https://scholar.google.com/scholar?cluster=1797065166756974918&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=9804906638535451737&hl=ru&as_sdt=0,5
https://doi.org/10.1348/096317903322591587
https://scholar.google.com/scholar?cluster=12352103989584083530&hl=ru&as_sdt=0,5
https://doi.org/10.1016/j.lrp.2014.02.007
https://scholar.google.com/scholar?cluster=8003021312516021767&hl=ru&as_sdt=0,5
https://doi.org/10.1080/10803548.2016.1216365
https://scholar.google.com/scholar?cluster=10725049729598990073&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=10725049729598990073&hl=ru&as_sdt=0,5
https://doi.org/10.3389/fpsyg.2022.847147
https://scholar.google.com/scholar?cluster=13689447393795783839&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?cluster=6666609675815524447&hl=ru&as_sdt=0,5
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=Westbrook%2C+K.+W.%2C+Nicol%2C+D.%2C+Nicol%2C+J.+K.%2C+%26+Orr%2C+D.+T.+%282022%29.+Effects+of+Servant+Leadership+Style+on+Hindrance+Stressors%2C+Burnout%2C+Job+Satisfaction%2C+Turnover+Intentions%2C+and+Individual+Performance+in+a+Nursing+Unit.+Journal+of+Health+Management%2C+24%284%29%2C+670%E2%80%93684.&btnG=
https://doi.org/10.1177/09720634221128100

Marketing and Management of Innovations, 1, 2023

il ARMG PUBLISHING
ISSN 2218-4511 (print) ISSN 2227-6718 (online)

“Thinking ahead”

§ sciendo

Yopan, M., Kasali, R., Balgiah, E., & Pasaribu, M. (2022). The Role of Digital Leadership, Customer
Orientation and Business Model Innovation for loT Companies. International Journal of Business, 27(2), 1—-
22. [Google Scholar]

Zeike, S., Bradbury, K., Lindert, L., & Pfaff, H. (2019). Digital Leadership Skills and Associations with
Psychological Well-Being. International Journal of Environmental Research and Public Health, 16(14).
[Google Scholar] [CrossRef]

Zhu, J., Zhang, B., Xie, M., & Cao, Q. (2022). Digital Leadership and Employee Creativity: The Role of
Employee Job Crafting and Person-Organization Fit. Frontiers in Psychology, 13. [Google Scholar]

Zulu, S. L., & Khosrowshahi, F. (2021). A taxonomy of digital leadership in the construction industry.
Construction Management and Economics, 39(7), 565-578. [Google Scholar] [CrossRef]

Etem Tonmuyorury, Ph.D., CramOynbcekuii yHiBepcuTeT Apen, TypeuunHa

Omnyp Okraiicoii, Ph.D., VHiBepcurer Kadxaca, TypeuunHa

Ceunen Yiirynria Epgoran, Ph.D., YuiBepcurer Ocmanie Kopkyt Ata, Typeuuanna

Epnoran Kaiirin, Ph.D., Professor, YuiBepcureT Kadxaca, Typeuanna

Enrin Kapadaxioray, befikentrcekuit yHiBepcuteT, TypedunHa

Hudpose JinepcTBo, piBeHb 3210BOJIEHOCTi POOOTOIO TA SIKICTIO (KUTTAM: POJIb FAPAHTI MpaLeBJIAIITYBAHHSA

Hudpose migepcTBO € BiZOOpaKCHHSAM TEXHOJOTIYHUX 1HHOBAIHM TUTOBOTO XHUTTSA B YHPaBIIHCBKOMY MHCIICHHI.
LudpoBum migepam xapakTepHi Taki KOMIETeHIIi Ta HAaBMYKH SIK: TaJaHT B Traiy3i iHpopMauiiiHHX TEXHOJOTiH,
JIAJIeKOIJISIIHICTh, IHHOBALlIHHE MUCJICHHS, 3[aTHICTh MiJBUILYBaTH IPOAYKTHBHICTh Kopropalii Ta TpaHcdopMmyBaTu
0i3Hec. Hu3ka HayKOBIIB HaroJomIyrTh, IO HU(POBE JIAEPCTBO Ta 3ycWlis 3 HU(POBOI TpaHcopMmalii MOKYTh
3a3HaTH HEBJlaui yepe3 cTpax 3aJIMIINTHCS 0e3 poOOTH, CXIIIBHICT 10 30epekeHHs Ta omip TpanchopmanisM. Pazom i3
THUM, 3a3HaUeHe BHUIIIE 3/1e0UIBIIOr0 0a3y€eThCsl HA MPUITYIEHHX Ta HE € MiAKPIIUIEHUM peaJbHUMHU MTPpakTUKaMu. MeToro
JIAHOTO JIOCII/PKEHHSI € BH3HAUCHHS OIOCEPEIKOBAHOTO BIUIMBY 3aJI0BOJIEHOCTI NpAIiBHUKIB 0E3MEYHHMMH yMOBaMH
mpani Ha CWIy Ta HampsM BIUIMBY HHU(POBOTO JIiAEpPCTBA Ha 3a/I0BOJICHICTH POOOTOIO Ta pPiBHEM XHUTTAM. [lns
JIOCSATHEHHS TTOCTABIICHOI METH 3acTOCOBaHO pecypcHuid miaxin (Resource Based View). Buximai maHi mocmimkeHHs
c(hopMOBaHO Ha OCHOBI JaHUX ommTyBaHHA 403 TpaIiBHUKIB MPOMHCIOBOI opraHizamii. EMmipudae mocmiKeHHS
MPOBEZICHO 3 BHKOpPHUCTaHHAM mporpamu Smart-PLS. Jlns BH3HAYEHHS MOCEpEeAHUNIBKOTO eQEeKTy, aBTOpaMu
3aCTOCOBAHO MOJIENb CTPYKTYPHHX PIiBHSHB. 3a Pe3yJIbTaTaMH JOCIIIKECHHS BHUSABICHO 3HAYYIIMH BIUIMB I(POBOTO
JigepcTBa Ha 3a10BOICHICTH poboToro (0.199); mudposoro migepcrsa Ha 3agoBoseHICTh KuUTTAM (0.182) Ta mudposoro
nigepcTBa Ha cpudHATTS 6e3neku podotu (0.312). CBo€ro Yeproro, BIUIMB COPUAHATTS Oe3nekn podotn Ha (0.156) Ha
BIUTMB IM(POBOTO JIiIEPCTBa Ha 3aJ0BOJICHICTh POOOTOIO Ta BIUIMB CHPUHHATTS Oe3nexu pobortu (0.150) Ha BruMB
M POBOTO JiAepCTBA HA 33JJ0BOJICHICTD XUTTAM € HenpsaMuM. OTpUMaHi pe3yabTaTH JTOCHTIHKSHHS 3aCBiTYHIIH, 1110 B
yMoBax Jio0pe crutaHoBaHol nudpoBoi Tpanchopmariii udposi Jiepu MOXKyYTh i IBUIIUTH 33JJ0BOJICHICTh pOOOTOIO Ta
3aJI0BOJICHICTb JKUTTSIM MPALliBHUKIB, IPU ONOCEPEIKOBAHOMY BILUIHMBI rapaHTii 3aifHATOCTI Ha 1ie miaBumeHHs. [{ndpposa
TpanchopMaiiist B 0i3HECi CTBOPIOE CEPEIOBHIIIE, IO TO3BOJISIE BUCOKOIIPOAYKTUBHIM MPaI[iBHUKAM BIOCKOHAIIOBATHCH
Ta MPOSIBIIATH CBOI TaJaHTU. TaKUM YMHOM, aBTOPH NMPUKIILUINA 1O BUCHOBKY, 110 U(POBI TEXHOJIOTI] MarOTh 3HAYHHH
BIUIMB Ha BUOKPEMJICHHSI TAJJAHOBUTHX JIFO/ICH, @ TAKOX ITiIBUIIIEHHS 33]JOBOJICHOCTI POOOTOIO Ta 33/I10BOJICHICTH KUTTSIM
NpaliBHUKIB NIISIXOM BUKOPHCTaHHS pecypcHoro miaxoay. Lludpose minepcTBo 3abe3nedye niaBUIIEHHS e(heKTHBHOCTI
BUKOPHUCTAHHS JIFOJICHKHIX PECYPCiB HA ITi IIPUEMCTBI, peani3alii HeOOXiTHUX OpraHi3aliiHuX IePETBOPCHB.

Karuosi ciaoBa: mudpose mimepcTBo, mudppoBa TpaHcopMarllis, JTHOACHKI pecypcH, Oesreka podovoro Micrs,
3aJI0BOJICHICTh POOOTOI0, 32 I0BOJICHICTE KUTTSIM.
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