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Abstract

The effect of technological applications on the performance of digital transformation processes of enterprises and
the psychological and organizational mechanisms through which this effect is realized have not been adequately
explained. This study examines the effect of employees' Artificial Intelligence-oriented Digital Transformation
Perceptions (AIDA) on Individual Job Performance (BIP) and Organizational Performance (PP) and the
mediating role of motivation in this relationship. This study aims to provide a human-centered perspective by
analyzing whether the impact of Al-driven digital transformation perception on employees' performance outcomes
is direct or through employee motivation. The sample of this quantitative study consists of blue and white-collar
employees working in banking institutions in Istanbul. Data were collected from 284 participants through a
structured 26-item questionnaire. The data obtained were analyzed by Structural Equation Modeling (PLS-SEM)
approach with Partial Smallest Method using SmartPLS 4 software. In the evaluation of the measurement model,
Cronbach's Alpha, composite reliability (CR) and mean explained variance (AVE) values were taken into account.
For the structural model, path coefficients, t- and p-values from bootstrapping, as well as SRMR, NFI, and GoF
indices, were assessed. The results show that EPADT has a significant positive effect on both IBP and OP, and
that employee motivation mediates the relationship between IBP and OP. These findings highlight the importance
of employee motivation in successful digital transformation.

Keywords: Artificial Intelligence-Focused Digital Transformation Perception, Individual and Organizational
Performance, Motivation

JEL Classification: M15, G21, M12, 033
Oz

Isletmelerin dijital déniigiim siireclerinde teknolojik uygulamalarin performans iizerindeki etkisi, bu etkinin hangi
psikolojik ve orgiitsel mekanizmalar aracihigiyla gerceklestigi yeterince agiklanamamigtir. Bu ¢alisma,
caliganlarin Yapay Zekd odakh Dijital Déniisiim Algilarimn (YZDDA) Bireysel Is Performanst (BIP) ve Orgiitsel
Performans (OP) iizerindeki etkisini ve bu iligkide motivasyonun aracilik roliinii incelemektedir. Bu ¢calisma, yapay
zekd odakh dijital doniisiim algisimin ¢alisanlarin performans ¢iktilart iizerindeki etkisinin dogrudan mi yoksa
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calisan motivasyonu aracitligiyla mi ortaya ¢iktigini analiz ederek, insan odakli bir perspektif sunmayi
amaclamaktadir. Nicel arastirma tiiriindeki bu calismanin érneklemi, Istanbul'daki bankacilik kurumlarinda
calisan mavi ve beyaz yakali ¢alisanlardan olusmaktadir. Veriler, yapilandirilmis 26 maddelik anket araciligiyla
284 katihimcidan toplanmustir. Elde edilen veriler, SmartPLS 4 yazilvmi kullanmilarak Kismi En Kugukler
Yontemiyle Yapisal Esitlik Modellemesi (PLS-SEM) yaklagimiyla analiz edilmistir. Olgiim  modelinin
degerlendirilmesinde Cronbach’s Alpha, bilesik giivenilirlik (CR) ve ortalama agiklanan varyans (AVE) degerleri
dikkate alinmistir. Yapisal modelin degerlendirilmesinde yol katsayilari, bootstrap yontemiyle elde edilen t ve p
degerleri ile SRMR, NFI ve GoF uyum iyiligi indeksleri esas alimmistir. Analiz sonuglari, YZDDA 'min hem BIP
hem de OP iizerinde anlamli ve pozitif bir etkisi oldugunu ve ¢alisanlarin motivasyonunun BIP ve OP arasindaki
iliskide aracilik rolii oldugunu ortaya koymaktadw. Sonuglar, calisan motivasyonunun dijital doniisiim
stireglerinin bagsarisi igin kritik bir mekanizma oldugunu gostermektedir.

Anahtar Kelimeler: Yapay Zekd odakli Dijital Déniisiim Algisi, Bireysel ve Orgiitsel Performans, Motivasyon
JEL Siniflandirmasi: M15, G21, M12, 033
1. Introduction

Digital transformation is gaining momentum in modern businesses and has become a key strategic
priority for companies seeking to enhance employee performance and increase profit margins. It is
observed that research and development studies for the digital transformation of businesses are rapidly
taking their place in many organizations. For this reason, all concepts related to transformation, the
factors it affects, and the extent to which the sociodemographic and sociocultural variables in the
background are affected make it an important research topic to reveal how the sociological structures of
the internal stakeholders in the organizational structure are affected in the rapidly transforming and
digitalizing world. A digitalization-based transformation within the framework of sustainability in
businesses can be achieved by reviewing all business processes and relations with all stakeholders. It is
imperative to determine the perspectives of employees, who are the internal stakeholders of the
organizational structure, on digital transformation in order to be active in all processes within the
organizational structure. Thus, sustainable competitive advantage can be supported by increasing
employee motivation and performance by identifying and completing deficiencies and requirements.

In today's financial industry, rapid Al advancements continue to drive innovation in banking,
particularly in boosting operational efficiency. Naturally, the relationship between technology and
individuals significantly influences the digital transformation process. Furthermore, adopting and
adapting to digital advancements at the organizational and individual levels must occur at the layer of
every organization. Therefore, studying the effect of digitalization on both organizations and their
employees is vital to effectively manage the changes necessary to ensure business sustainability and
enhance their market position (Verhoef et al., 2021). Thanks to digital transformation, physical
dependency is eliminated, especially for those working in the office environment, and cloud-based
working environments provide the opportunity to work more actively with all units within the
organizational structure. Therefore, digital applications are essential and effective management tools
(Coster, 2016). Companies carry out their digital transformation using different digital applications, and
thus access to information accelerates and becomes an important management tool. In parallel with these
digital developments, businesses have tended to research business descriptions, ways of doing business
and results in the digital age with the emergence of human and relationship-oriented roles (Makridakis,
2017).

Within the framework of digitalization, the relationship between employees' perspectives on digital
transformation and organizational performance is evaluated from many perspectives (Brito & Oliveira,
2016; Gurbuz & Mert, 2011). Employee motivation and the business's adoption of Al-driven digital
transformation are crucial in enhancing organizational performance. Improving individual performance
and developing organizational culture play an important role in the relationship between innovation
realized with Al-driven digital transformation in organizational structures and strategic human resources
management approach (Do et al., 2025). Talented employees who know how to use technology and are
prone to Al-driven digital transformation are the most important values for businesses, and the more
efficiently, effectively, and accurately organizations use these values, the easier it will be for them to
succeed. With the development of the business model approach, which includes talented and qualified
employees who are prone to artificial intelligence and digital transformation, and who know how to use
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technology, research evaluating the relationship between business performance has increased (Najam
Shaikh et al., 2025).

Despite the growing body of research on digital transformation and organizational performance, limited
attention has been paid to the psychological mechanisms through which Al-driven transformation
influences performance outcomes. In particular, the mediating role of employee motivation in translating
digital transformation perceptions into both individual and organizational performance remains
underexplored. This study integrates digital transformation with motivation theory in the specific
context of the banking sector and offers a human-oriented evaluation. In this context, the research
contributes to the literature by identifying the indirect performance paths of Al-powered digital
transformation and emphasizing the strategic role of employee motivation in sustainable organizational
processes.

Considering the above arguments, the main purpose of the study is to reveal employees’ perspectives on
Al-driven digital transformation in their companies, to investigate the relationship between employees'
perception of Al-driven digitalization and individual and organizational performance, and to examine
the possible mediating role of motivation in this relationship. This study aims to create a model that
connects employees' perceptions of Al-driven digitalization, motivation, individual business
performance, and organizational performance. It will also explore how motivation can mediate this
relationship while evaluating the theoretical framework and background for testing and evaluating the
model.

In the second part of this study, theoretical framework and research hypotheses; in the third part, the
model and methodology of the research, its design, sample characteristics and analytical procedures
used; In the fourth chapter, empirical findings are presented. The last section includes discussion and
conclusion sections.

2. Theoretical Framework
2.1.The Effect of EPADT on Employee Motivation

In their research, Russel and Norvig (2015) found that employees resisted digital transformation in the
first place, but their perceptions changed over time and this change increased intrinsic and extrinsic
motivation. So much so that automating routine tasks with artificial intelligence-supported digital
transformation increases employee satisfaction and motivation. In this context, providing training
resources for digital transformation practices can support skill development while also improving
organizational performance. In some studies on the subject, it has been determined that digital
transformation increases efficiency, improves better decision-making processes, and increases
performance by encouraging innovation (Braganza et al., 2021; Malik et al., 2022).

H1: EPADT will positively affect employee motivation.
2.2. The Effect of EPADT on IBP and OP

Thanks to the integration of artificial intelligence into business systems, companies are rapidly
advancing technologically and expanding their operational capabilities. Al applications are increasingly
prevalent across diverse sectors—including agriculture, healthcare, finance, education, as well as areas
such as automation, energy, and communication—drawing significant interest (Guibao et al., 2018;
Sarker, 2022; Szczepaniuk & Szczepaniuk, 2022). As previously mentioned, artificial intelligence has
the potential to enhance organizational performance (OP) by increasing profitability, expanding market
share, improving customer satisfaction, fostering innovation, and boosting efficiency. According to
Chen et al. (2022), Al's ability to analyze extensive datasets quickly and accurately supports superior
decision-making at all organizational levels, enabling employees to concentrate on more creative and
strategic endeavors. The integration of Al systems advances competitiveness, benefiting various
functions ranging from resource management to customer service. These systems improve
organizational efficiency and strengthen decision-making processes, yielding more innovative and
effective outcomes (Braganza et al., 2021). Additionally, reduced workloads can enhance employee
engagement, allowing staff to dedicate more meaningful time to strategic initiatives, thereby increasing
individual performance and contributing to overall organizational growth.
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H2: EPADT will positively affect individual business performance (IBP).
H3: EPADT will positively affect organizational performance (OP).
2.3. The Effect of Employee Motivation on IBP and OP

Employee individual business performance and organizational commitment are considered sensitive
issues at the beginning of organizational technological change driven by digitalization. While there is
considerable evidence supporting the positive or negative effects of new technologies on employees
(Majchrzak, 1987; Shaiken, 1984; Whitelaw et al., 2020), it is clear that the features of any new
technology alone do not determine employee acceptance or rejection (Manufacturing Studies Board,
1986). Employees' beliefs about the effect of technology and how technological change is managed are
seen as significant factors in their decisions to actively cooperate with or resist technological change
(Levi et al., 1992; Ting et al., 2020). Factors such as the increasing application of digitalization in
business operations, stress in adapting to the new situation, and the risk of job loss due to technological
change are likely to contribute to workforce resistance to technological change. The adoption of new
technologies can affect employee motivation and performance both positively and negatively
(Majchrzak, 1987), with these effects being personal or work-related. Performance is the measurement
of the level of achievement of a defined goal within an individual or organizational structure(Lingmont
& Alexiou, 2020). In other words, performance is defined as the extent to which an individual, group,
or organization achieves a work-related goal. In businesses engaged in organizational activities, high
individual performance of members or employees is crucial for achieving defined goals and succeeding
in competitive environments. Therefore, senior managers should prioritize employee motivation
throughout these changes.

H4: Employee motivation will positively affect individual business performance (IBP).
H5: Employee motivation will positively affect organizational performance (OP).

H6: Employee motivation will mediate the relationship between EPADT and individual business
performance (IBP).

H7: Employee motivation will mediate the relationship between EPADT and organizational
performance (OP).

3. Research Model and Methodology

Figure 1 illustrates the presumed relationships defined by the research model. This proposed model
examines the relationships among EPADT, IBP, and OP, and the mediating role of motivation in these
relationships.

Figure 1. Conceptual Research Model

Employees’ Perception of AI-driven Digital Transformation (EPADT), Motivation (MOT), Individual
Business Performance (IBP), and Organizational Performance (OP) were included in the structural
model.
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Source: Prepared by the author

The proposed research sought to determine the opinions of people in various branches through the use
of a questionnaire that was created within the framework of quantitative research. Participants were
contacted with convenience sampling to answer the questionnaire. A PLS-SEM analysis was utilized to
assess the proposed research model and hypotheses. PLS-SEM has the advantage of being robust and
able to analyze complex models with non-normal distributions. A measurement model was first
examined for its reliability and validity, followed by a structural analysis of relationships between latent
constructs using SmartPLS 4.

3.1. Target Population and Sample

The universe of this research is all employees who are actively involved in organizational life. In this
context, all employees and organizations that comprise the human resources of the organization,
regardless of whether they are blue-collar or white-collar, represent the universe of this research.
Because "organizational and individual success" is a situation that concerns all organizations.
"Motivation" and "Digital transformation” are concepts that apply to all kinds of employees in the
organization. For this reason, the universe of such research encompasses all organizations and their
employees. Due to the large size of the research population, the "convenience sampling"” method was
employed in this study, as it met the "accessibility" criterion (Gentles et al., 2016). The sample used for
this research consists of Akbank branches operating in Istanbul, with 12 different branches included.
Between November 2025 and December 2025, the data collection process was conducted with 284 of
the 295 staff members working in these branches, who agreed to participate in the survey through routine
visits over three months. At the meeting of the Istanbul Rumeli University Ethics Committee Presidency
dated 26/11/2025 and numbered 050.04-62191, a letter was provided stating that there was no ethical
objection.

3.2. Data Collection Tool

A questionnaire consisting of 26 items was administered to participants to examine the relationships
among the variables in the conceptual model and to test the proposed hypotheses. Four questions
(gender, age, education, and organizational position) were asked to determine the participants'
sociodemographic and professional characteristics. To measure the research variables, a five-point
Likert scale ranging from “(1) Strongly Disagree' to '(5) Strongly Agree' was used. The Digital
Transformation Scale, developed by Nadeem and colleagues (2018), was tailored to the literature and
was used to measure participants' perceptions of Al-driven digital transformation. The Turkish Digital
Transformation Scale validated by Saglam (2021) was taken into account (Kassa & Worku, 2025;
Nadeem et al., 2018; Saglam, 2021).

Individual Business Performance (IBP). The Individual Job Performance Questionnaire was developed
based on literature research (Chen et al., 2022; Do et al., 2025; Kassa & Worku, 2025). It has been
adapted in accordance with performance measurement studies conducted in the context of Turkey
(Caliskan & Koroglu, 2022). Scale items reflect employees' perceptions of achieving performance goals,
their success in achieving these goals, and their contributions to organizational goals. Higher scores
indicate higher levels of perceived individual performance.

The Organizational Performance Questionnaire was conducted based on literature research (Chen et al.,
2022; Venkatraman & Ramanujam, 1986; Sayilgan, 2017) adapted the measurement elements showing
the positive impact of artificial intelligence-supported digitalization on firm competitiveness and
organizational performance. The measurement elements were designed using subjective indicators that
reflect financial and market outcomes, such as customer growth, profitability, customer satisfaction, and
achieving budget targets. High scores or average values on the scale indicate the high-performance level
of the organization.

The Intrinsic Motivation Scale was developed by Deci and Ryan (2000). The short version of the scale
is one-dimensional and consists of six elements. The total score ranges from 6 to 30 and there are no
reverse-coded items. In the original study, Cronbach's alpha reliability coefficient was determined to be
0.94 (Ryan & Deci, 2000). Scale, Bardak and Mamatoglu (2023), have been adapted and verified in
Turkish, and their reliability and construct validity have been proven in the Turkish context.
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Table 1. Variables

Variable | Source
Perception of Al-driven digital transformation (EPADT)
1. The organization has access to internal and external talent with the right technical | (Nadeem et

skills to support Al efforts. al., 2018)

2. Our data scientists are very skilled in using Al technologies (e.g., ML, NLP, deep | (Kassa &
learning). Worku, 2025)
3. Our data scientists have the right skills to perform their jobs successfully. (Saglam,

4. Our data scientists are instrumental in data analysis, processing, and security 2021)

5. Our data scientists are given the necessary training to deal with artificial
intelligence applications

6. Our data scientists have the appropriate work experience to perform their jobs.
Motivation (MOT)

1. | enjoy discovering things. (Ryan & Deci,
2. | enjoy researching interesting topics. 2000)

3. I'm happy to learn new things. (Bardak &
4. | think professional development is important for success in business life. Mamatoglu,

5. When | do something, | try to do my best. 2023)

6. When I'm doing things, | like to push my limits.
Individual business performance (IBP)
1. With Al integration, | am confident that | will achieve my own performance | (Chen et al.,

targets. 2022; Do et
2. With Al integration, my individual performance level over the past year has | al., 2025)
been excellent. (Kassa &
3. With Al integration, | achieve my goals on a regular basis. Worku, 2025)
4. With Al integration, my individual goals directly support the goal of the | (Caliskan &
organization. Koéroglu,

5. With Al integration, my individual performance has increased significantly over | 2022)
the past year.
Organizational performance (OP)

1. With Al integration, the number of customers has increased. (Chen et al.,,

2. With Al integration, profits have increased. 2022;

3. Al-driven digitalization has contributed to increasing customer satisfaction. Venkatraman

4. Al-driven digitalization has contributed to increasing the number of customers. | & _

5. Al-driven digitalization has contributed to the achievement of budget targets. Ramz;nujam,
1986
(Sayilgan,
2017)

4. Findings

Before analyzing the gathered data, it is crucial to identify the type of audience from which this data
was sourced. Table 2 presents the demographic overview of the participant group that contributed data
for this study.

Table 2. Demographic characteristics of the sample

Variable Levels n %

Gender Male 227 79.9
Female 57 20.1

Age 25-29 64 22.5
30-39 116 40.8
40-49 61 21.5
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50-59 40 141
60 and above 3 1.1
Experience 1-2 years 40 14.1
3-6 years 73 25.7
7-9 years 65 22.9
10-14 years 74 26.1
15 and above 32 11.3
Academic Qualification? Undergraduate 229 80.6
Graduate 40 14.1
PhD 15 5.3

Source: Authors’ calculation.

As shown in Table 2, it is evident that the gender distribution in the sample, which is the data source of
this study, is not evenly balanced. The sample predominantly consists of male participants. It is also
observed that the sample includes mostly young individuals, with 40.8% falling within the 30 to 39 age

group.
4.1. Evaluation of the Measurement Model

Factor analyses were performed to assess the Measurement Model. For this purpose, the PLS Algorithm
was run using Smart PLS version 4.0. The main criteria and test findings for the model factor analysis
are provided in Table 2. Accordingly, the main criteria for the model factor analysis include factor
loadings, factor reliability, Cronbach’s Alpha coefficient, average variance extracted (AVE), rho A
coefficient, composite reliability (CR) coefficient, R2 value, T-statistic, and variance inflation factor
(VIF) values (Senaviratna & Cooray, 2019). It is recommended that factor loadings be at least 0.700 and
indicator reliability be at least 0.400 (Sarstedt et al., 2021). As a result of the analysis, Cronbach’s Alpha
ranged from 0.866 to 0.945, rho_A from 0.881 to 0.915, CR from 0.903 to 0.958, and AVE from 0.653
to 0.820, all surpassing the suggested threshold values. In conclusion, the model shows satisfactory
internal consistency, data coherence, reliability, and convergent validity (see Table 3).

Table 3. Measurement Model Factor Analysis

Scale Variable | Factor | Cronbach’s | rho_A | CR | AVE | p2 T VIF
Loads | alpha Value
EPADT1 | 0.780 28.309 | 2.140
EPADT2 | 0.820 30.621 | 2.376
EPADT3 | 0.863 44.189 | 2.789
EPADT EPADT4 10836 0.913 0.915 | 0.933 | 0.699 31569 | 2514
EPADTS | 0.862 31.520 | 3.006
EPADT6 | 0.851 45.324 | 2.643
MOT1 0.805 29.716 | 2.008
MOT?2 0.871 17.868 | 1.650
MOT3 0.836 36.909 | 2.738
MOT MOT4 0.803 0.897 0.906 | 0.921 | 0.661 | 0.736 26118 | 2.208
MOTS5 0.849 42.030 | 2.581
MOT6 0.704 56.388 | 2.895
IBP1 0.884 68.449 | 3.818
IBP2 0.911 32.198 | 2.920
IBP IBP3 0.873 ] 0.945 0.949 | 0.958 | 0.820 | 0.577 | 91.572 | 4.448
IBP4 0.928 69.236 | 4.877
IBP5 0.932 44.069 | 3.307
OP1 0.765 18.220 | 1.788
OP2 0.863 0.429 39.378 | 2.323
op OP3 0.857 | 0.866 0.881 | 0.903 | 0.653 | 40.368 | 2.447
OP4 0.704 15.879 | 1.512
OP5 0.838 39.794 | 2.148
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Source: Authors’ calculation.

The identification of the multiple linear connection issue relies on the Variance Inflation Factor (VIF)
values for the independent variables. To avoid multicollinearity, the VIF values for the observed
variables should not exceed 10 (Kiigiikakcali & Goziikara Bag, 2022). The test results showed that the
VIF values for the observed variables ranged from 1.512 to 4.877 (Table 3). Therefore, multicollinearity
among the independent variables was not detected.

Figure 2: Measurement Model

MOT1
IBP1

MOT2

0.884 IBPZ
0.8m

0.873—» IBP3

0.932 IBP4

IBPS

OP1

0.765 oP2

0.857—% 0OP3
0704
0.838 OP4

0OP5

EPDTG

Source: Prepared by the author

The statistical significance of all variables can be evaluated based on the t-test results. If the T-statistic
values of the variables forming the model are greater than 1.96, it is concluded that these variables are
statistically significant for the model (Cakir, 2020). As shown in Table 3, the T-statistic values range
from 15.879 to 91.572, well above the threshold. Therefore, it has been concluded that all variables
forming the model are statistically significant.

Table 4. Findings of interdimensional correlations and dissociation validities.

Correlations Fornell-Larcker Criterion HTMT Rates
Scale IBP MOT | OP EPDT | IBP MOT | OP EPDT | IBP MOT | OP
IBP 1.000 0.906
MOT 0.723 | 1.000 0.723 | 0.813 0.767
(0) 4 0.590 | 0.654 | 1.000 0.590 | 0.654 | 0.808 0.637 | 0.726
EPDT 0.740 | 0.858 | 0.583 | 1.000 | 0.740 | 0.858 | 0.583 | 0.836 | 0.791 | 0.843 | 0.646

Source: Authors’ calculation.

The discriminant validity between the constructs was tested using the Fornell and Larcker criterion and
the Heterotrait-Monotrait (HTMT) ratio tests. According to Fornell and Larcker (1981), for adequate
discriminant validity, the square root of the AVE of each construct should be greater than the correlations
between that construct and the other constructs (Fornell & Larcker, 1981). The analysis shows that the
HTMT ratios among the latent constructs range from 0.637 to 0.843 (see Table 4). Following Sarstedt
et al.'s (2021) more conservative guideline, since all ratios are below 0.850, this indicates satisfactory
discriminant validity as well (Sarstedt et al., 2021; Henseler et al., 2016).

4.2. Evaluation of the Structural Model

The primary criteria for evaluating the structural model are SRMR and GoF goodness-of-fit indices,
along with hypothesis tests. The model’s fit level was examined using SRMR and GoF. Henseler and
colleagues first proposed the SRMR index as a fit measure for Smart PLS, and it is recommended that
SRMR values be below 0.10 to indicate good fit (Henseler et al., 2016). The GoF index, proposed by
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Tenenhaus and colleagues as another fit measure, suggests that a GoF value above 0.36 indicates a
strong model fit (Tenenhaus et al., 2005).

As a result of the analysis, SRMR was found to be 0.061(Table 5). Additionally, the average R? of the
model sizes was calculated as 0.580 and the average AVE as 0.708; using these values, GoF was
determined to be 0.423 (Table 4). The obtained SRMR and GoF values indicate that the structural model
fits well.

Table 5. Fit indices findings.

Scale Criteria | Saturated model | Estimated model Result
SRMR < 1.000 0.061 0.066 Good fit
R? average (0.736 + 0.577 + 0.429 / 3) = 0.580

AVE average (0.820 + 0.661+ 0.653 +0.699) / 4=0.708 | Good fit
GoF > 360 0.414 | 0.423

Source: Authors’ calculation.
Figure 3: Structural Model Results (PLS-SEM)
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4.3. Hypothesis testing

The research hypotheses were tested by performing a bootstrapping procedure. In hypothesis testing,
the path coefficient B, the T statistic, and the p-value are used to make a decision. Support for the
hypotheses is indicated when the T statistic () between the structures is greater than 1.960 at a 95%
confidence level, and the p-value is less than 0.050 (Cakir, 2020). The direct and indirect effects tested
within the scope of the structural model are presented in Table 6. The results indicate that EPADT has
a significant and positive effect on IBP (H1 supported; f = 0.452, t = 5.312, p <.001). Similarly, the
EPADT also has a very strong and significant effect on motivation (H2 supported; § = 0.858, t =43.534,
p <.001). Conversely, the direct effect of the EPADT on OP is not significant (H3 rejected; = 0.083,
t = 1.043, p > .05). Analysis of motivation's effect on IBP (H4) and OP (H5) shows positive and
statistically significant relationships (f = 0.335, t =4.344, p <.001; = 0.582, t = 7.522, p <.001).
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Table 6. Hypothesis test results

Path_ . Standard __

coefficient L T statistics | P values | Result

B deviation
Direct effects
H1:. EPADT — IBP 0.452 0.085 5.312 0.000 Supported
H2: EPADT —» MOT 0.858 0.020 43.534 0.000 Supported
H3: EPADT —» OP 0.083 0.080 1.043 0.297 Not supported
H4: MOT — IBP 0.335 0.077 4,344 0.000 Supported
H5: MOT — OP 0.582 0.077 7.522 0.000 Supported
Indirect effects
H6: EPADT -» MOT —» IBP | 0.287 0.067 4.264 0.000 Supported
H7: EPADT —- MOT — OP | 0.500 0.069 7.255 0.000 Supported

Source: Authors’ calculation.

EPADT has a significant effect on IBP both directly and indirectly through motivation (H6 supported;
B=0.287,t=4.264, p<.001). However, it was found that EPADT had no direct effect on OP ( =0.083,
t = 1.043, p > .05). Nevertheless, an indirect effect on OP through motivation was determined (H7
supported; B = 0.500, t=7.255, p<.001). It was understood that motivation is critically important in the
relationship between both variables.

5.Discussion

In Zhang and Chen's (2023) study, they found that digital transformation helps organizations reduce
costs, enhance employee productivity, and facilitate human resource planning. Developing
technological skills and qualifications helps employees improve their performance and effectiveness
(Idowu, 2017). Among many other studies, Liu et al. (2025) demonstrated that enterprise digital
transformation has a major effect on employee performance, as well as work and productivity (Liu et
al., 2022).

Digital transformation can positively effect employee performance in customer service (Guzman-Ortiz
etal., 2020), according to Guzman-Ortiz et al. In addition to the findings of Al-kharabsheh et al. (2023),
Biyan et al. (2022), and Salju et al. (2023), the analyses conducted as part of the research found that
digital transformation had a significant and positive effect on organizational performance as well.
Muniroh et al. (2022) and Porkodi et al. (2033) also determined that digital transformation affected
organizational performance significantly and positively. Mollah et al. 's (2023) survey of 173 employees
found that digital transformation improved organizational performance. According to this study,
perceptions of digital transformation do not directly affect organizational performance, despite Mollah
et al. 's (2023) claim that digital transformation directly improves organizational performance. Rather,
it demonstrated that employee motivation indirectly effects the effect. In a study by Tulungen et al.
(2022) with 78 employees of a company in North Sulawesi province, it was concluded that digital
transformation boosts organizational performance (Tulungen et al., 2022). Digital leadership is said to
affect organizational performance via digital skills, but the perception of digital transformation
indirectly influences performance through employee motivation, as Tulungen et al. showed in 2022.
According to both results, human-centered intermediary processes are crucial to digital transformation's
effect on performance. According to Pham and Vu's research in 2022, digital transformation increased
the performance of service-sector employees in Vietham (Pham & Vu, 2022). Pham and Vu (2022)
found that digital leadership significantly effects the effect of digital servitization on organizational
performance, as does employee motivation. In both cases, results suggest that digital initiatives have a
more indirect influence on performance than they do directly on the individual.

6.Conclusions

In this study, it was aimed to examine the effect of employees' perceptions of artificial intelligence-
oriented digital transformation (EPADT) on individual job performance (IBP) and organizational
performance (OP) and the mediating role of employee motivation in the banking sector in these
relationships. In this context, with a human-centered approach, it is aimed to reveal the interaction of
research performance results with the psychological mechanism of digital transformation processes
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beyond technological explanations.

The research findings revealed that EPADT has a significant and positive direct impact on individual
business performance. It has been determined that employees who perceive Al-supported digital
transformation positively are more likely to report task achievement levels, achievement of goals, and
alignment with organizational goals. However, it has been determined that EPADT has a very strong
and statistically significant effect on employee motivation. These results of the research show that digital
transformation practices are not only technical or structural interventions, but also powerful motivational
tools that can guide employees' work engagement and attitudes.

In the study, it was determined that the direct effect of EPADT on organizational performance was not
statistically significant. However, as a result of the mediation analysis, a significant indirect effect was
found through motivation. This finding means that Al-powered digital transformation does not directly
improve organizational performance, but increases performance outcomes by increasing employee
motivation, thus strengthening individual and organizational performance. In addition, it is concluded
that motivation is a critical transfer tool that transforms digital transformation perceptions into
measurable performance results. In conclusion, the findings of the research support both the importance
of integrating digital transformation with human resource management strategies and the motivation
theories of their research.

It is thought that our research has made significant contributions to the literature with its methods and
results. This research evaluates digitalization as a determinant of technological performance and
expands digital transformation research by adding a human-centered explanatory perspective. In the
study, the mediating role of motivation was tested using the PLS-SEM method, and as a result, it was
determined that Al-supported digital transformation does not directly affect performance, but is instead
shaped by internal psychological processes. In addition, the research uses the banking sector sample to
determine that digital initiatives are closely related to employee roles and service delivery processes,
thus providing a contextual perspective to a sector affected by the technological restructuring process.

When the results of the research are evaluated within the scope of management, it is understood that
investments in artificial intelligence technologies are sufficient to strengthen organizational
performance. Especially in the banking sector, managers play an important role in determining the
change in performance thanks to the digital transformation practices of employee motivation. As a
matter of fact, digital transformation strategies should be determined in conjunction with human
resources policies that provide training opportunities, increase intrinsic motivation, and encourage
employee participation in transformation processes.

According to the results of the research, banks should implement training programs that increase the
digital competencies of employees, provide supportive leadership environments that reduce resistance
to technological change, and develop transparent communication strategies in artificial intelligence
integration. In addition, banks should implement training programs that provide supportive leadership
environments, strengthen employees' digital competencies, adapt to technological change, and develop
transparent communication strategies in artificial intelligence applications.

However, senior executives and policymakers should accept digital transformation not only as a
technological development but also as a socio-technical process and develop change processes
accordingly. So much so that when technological investments are aligned with motivational and
organizational development initiatives, sustainable competitive advantage can only be achieved.

However, the research has some limitations. The first of these limitations is that the data were obtained
using practical sampling from bank employees in Istanbul, which may limit the generalization of the
results. However, in future studies, using probabilistic sampling techniques, the research can be
expanded to different regions or countries to ensure external validity. The second limitation is that the
research is based on self-reported criteria, which can cause widespread method bias. However, when
further research involves objective performance indicators or multi-source data, more efficient and
general results can be achieved. The third limitation is the limitation of causal inference of cross-
sectional design. Longitudinal studies on the subject may allow for deeper insight into how digital
transformation perceptions and motivation evolve over time. In this context, in future research,
additional mediators such as digital skills, organizational commitment, psychological safety, and
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moderators such as leadership style and organizational culture can be examined in order to further clarify
the boundary conditions of digital transformation-performance relationships.

The most important result obtained in this research; The success of Al-powered digital transformation
in banking depends not only on the technological infrastructure but also on the motivation dynamics of
employees. So much so that digital transformation gains strategic meaning when it increases employee
motivation, thus increasing both individual and organizational performance. Accordingly, a human-
centered and motivation-oriented approach should be adopted to achieve sustainable performance results
in organizations that adopt digital transformation.
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Genisletilmis Ozet
Amag

Dijital doniisiim, glinlimiiz isletmelerinde yalnizca teknolojik altyapinin yenilenmesini degil; ayni
zamanda Orgiitsel yapilar, ig siiregleri ve ¢aligan davraniglarinda koklii degisimleri igeren ¢ok boyutlu
bir doniisliim siirecini ifade etmektedir. Bu siireg, isletmelerin rekabet avantaji elde etme bicimlerini
yeniden sekillendirmekte ve 0Ozellikle bilgiye dayali karar verme mekanizmalarinin Onemini
artirmaktadir. Dijitallesme ile birlikte orgiitler, veriyi stratejik bir kaynak olarak konumlandirmakta; hiz,
esneklik ve yenilikgilik gibi yetkinlikler performansin temel belirleyicileri hiline gelmektedir. Ozellikle
yapay zeka (YZ) temelli uygulamalarin hizla yayginlagmasi, bankacilik sektorii basta olmak tiizere
hizmet sektorlerinde karar verme sireclerini, operasyonel etkinligi ve misteri iliskilerini 6nemli dl¢tide
doniigtirmektedir. Algoritma temelli analizler, otomasyon sistemleri ve veri odakli karar destek
mekanizmalari, orgiitlerin performans hedeflerine ulagsmasinda belirleyici unsurlar haline gelmistir.
Bununla birlikte, dijital dontisim siireglerinin orgiitler agisindan her zaman beklenen sonuglari
iretmedigi ve ayni teknolojik yatirimlarin farkli isletmelerde farkli performans ¢iktilart dogurabildigi
gozlemlenmektedir. Bu durum, dijital doniisiimiin yalnizca teknik kapasiteye indirgenemeyecegini;
caliganlarim bu siireci nasil algiladiklari, benimsedikleri ve igsellestirdikleriyle yakindan iligkili
oldugunu gostermektedir. Ancak dijital doniisiim literatiiriinde, bu teknolojik ilerlemelerin performans
ciktilar1 lizerindeki etkileri siklikla ele alinmasina ragmen, s6z konusu etkinin hangi psikolojik ve
orgiitsel mekanizmalar aracilifiyla ortaya ciktig1r yeterince agiklifa kavusturulamamistir. Mevcut
caligmalarin 6nemli bir boliimii, dijitallesmeyi teknik bir siire¢ olarak ele almakta ve calisanlar1 bu
stirecin pasif uygulayicilari olarak konumlandirmaktadir. Oysa dijital doniisiim, ¢alisanlarin algilari,
tutumlari, 6grenme kapasiteleri ve motivasyon diizeyleriyle dogrudan iliskili bir sosyo-teknik strectir.
Calisanlarin dijital teknolojileri tehdit ya da firsat olarak algilamalari, bu siiregte sergiledikleri
davranislari ve performans diizeylerini belirleyici bir rol oynamaktadir. Bu baglamda ¢alisanlarin dijital
doniisiimii nasil algiladiklari ve bu alginin motivasyon gibi bireysel degiskenler tizerinden performansa
nasil yansidigi, lizerinde durulmasi gereken kritik bir arastirma alani olarak 6ne ¢ikmaktadir.

Bu caligmanin temel amaci, bankacilik sektoriinde calisanlarin Yapay Zeka Odakli Dijital Doniisiim
Algilarmin (YZDDA) bireysel is performansi (BIP) ve orgiitsel performans (OP) iizerindeki etkisini
incelemek ve bu iliskide motivasyonun aracilik roliinii ortaya koymaktir. Dijital doniisiim ¢alismalarinin
o6nemli bir kismi, teknolojik yatirimlarin performans iizerindeki dogrudan etkilerine odaklanmakta;
insan faktoriind ise ikincil bir unsur olarak ele almaktadir. Oysa dijital doniisiim siiregleri, ¢aliganlarin
algilar1, tutumlari ve motivasyon diizeyleriyle yakindan iligkilidir. Bu c¢alisma, YZ temelli dijital
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doniisiim algisinin performans giktilari lizerindeki etkisinin dogrudan mi yoksa g¢aligan motivasyonu
araciligryla mi ortaya ¢iktigini test ederek, dijital doniislim literatiiriine insan merkezli ve davranigsal bir
bakis a¢is1 kazandirmay1 amaglamaktadir. Bu yoniiyle ¢alisma, dijital doniisiimiin yalnizca teknolojik
degil, ayn1 zamanda orgiitsel ve psikolojik bir siire¢ oldugunu vurgulamaktadir.

Yontem

Arastirma nicel arastirma deseni kapsaminda gerceklestirilmistir. Calismanin evrenini, Istanbul’da
faaliyet gosteren bankacilik kurumlarinda ¢alisan mavi ve beyaz yakali personel olusturmaktadir.
Bankacilik sektorii, YZ tabanli dijital uygulamalarin yogun bi¢imde kullanildigi, dijitallesmenin
stratejik diizeyde ele alindig1 ve ¢alisanlarin teknolojiyle etkilesiminin yiiksek oldugu bir alan olmasi
nedeniyle 6zellikle tercih edilmistir. Bu sektor, dijital donilislimiin insan kaynaklari ve performans
Uzerindeki etkilerinin gézlemlenmesi agisindan uygun bir aragtirma baglami sunmaktadir. Arastirmada,
erigilebilirlik ve goniilliiliik esasina dayali olarak kolayda drnekleme yontemi benimsenmis ve toplam
284 katilimeiya ulagilmistir. Orneklem biiyiikliigii, PLS-SEM analizleri icin 6nerilen asgari 6rneklem
yeterlilik kriterlerini karsilamaktadir. Veri toplama siireci etik kurul onayi alinarak yiiriitiilmiis,
katilimeilara gizlilik ve goniilliiliik esaslar1 agik bigimde bildirilmis ve verilerin yalnizca bilimsel
amagclarla kullanilacagi ifade edilmistir. Veriler, YZ odakli dijital doniisiim algisi, motivasyon, bireysel
is performansi ve orgiitsel performans degiskenlerini Slgen toplam 26 maddelik, besli Likert tipi
Olgekten olusan yapilandirilmig anket araciligiyla toplanmistir. YZ odakli dijital donligiim algist,
calisanlarin kurumlarinda kullanilan yapay zeka uygulamalarina iliskin yetkinlik, egitim, altyap1 ve
kullanim diizeylerine yonelik algilarim1 6lgmektedir. Motivasyon degiskeni, 6z-belirleme kurami
cercevesinde gelistirilen i¢csel motivasyon olgegi ile degerlendirilmistir. Bireysel is performansi ve
orgiitsel performans ise, ¢aliganlarm kendi algilarina dayali olarak performans hedeflerine ulasma,
orgiitsel hedeflere katki saglama ve genel orgiitsel ¢iktilar1 degerlendirmelerine imkan taniyan 6znel
performans gostergeleriyle dlgiilmiigtiir. Verilerin analizinde SmartPLS 4 yazilimi kullanilarak Kismi
En Kiigiik Kareler Yapisal Esitlik Modellemesi (PLS-SEM) yaklagimi benimsenmistir. PLS-SEM
yontemi, karmagsik yapisal modellerin test edilmesine olanak saglamasi, gorece kiigiik ve orta
biiyiikliikteki O6rneklemlerle calisabilmesi ve c¢ok degiskenli normal dagilim varsayimina duyarl
olmamasi nedeniyle tercih edilmistir. Analiz siirecinde Oncelikle Glglim modeli degerlendirilmis;
Cronbach’s Alpha, bilesik giivenilirlik (CR) ve ortalama agiklanan varyans (AVE) degerleri incelenerek
olgeklerin igsel tutarliligi ve yakinsak gecerliligi test edilmistir. Ayrigsma gegerliligi ise Fornell-Larcker
kriteri ve Heterotrait-Monotrait (HTMT) oranlari kullanilarak degerlendirilmistir. Elde edilen bulgular,
tiim yapilarin 6nerilen esik degerleri karsiladigint ve 6l¢iim modelinin gegerli ve giivenilir oldugunu
gostermektedir. Yapisal modelin degerlendirilmesinde yol katsayilari, bootstrap yontemiyle elde edilen
t ve p degerleri esas alinmig; ayrica SRMR, NFI ve GoF gibi uyum iyiligi indeksleri hesaplanmustir.
Model uyumuna iligkin gdstergeler, arastirma modelinin genel olarak iyi uyum sergiledigini ve yapisal
iliskilerin istatistiksel olarak test edilebilir diizeyde oldugunu ortaya koymustur.

Bulgular

Aragtirma bulgulari, ¢alisanlarin YZ odakli dijital doniisiim algilarinin bireysel is performansi iizerinde
anlamli ve pozitif bir etkiye sahip oldugunu gostermektedir. Ayrica YZDDA’’nin ¢alisan motivasyonu
Uzerinde oldukca guclu ve istatistiksel olarak anlamli bir etkisi oldugu tespit edilmistir. Motivasyon
degiskeninin hem bireysel is performans1 hem de 6rgiitsel performans tizerinde anlamli ve pozitif etkiler
yarattigl goriilmiistiir. Buna karsin, YZDDA nin orgiitsel performans iizerindeki dogrudan etkisi
istatistiksel olarak anlamli bulunmamustir. Ancak dolayl etkiler incelendiginde, motivasyonun YZDDA
ile orgiitsel performans arasindaki iliskide tam aracilik rolii iistlendigi ortaya konmustur. Diger bir
ifadeyle, YZ odakli dijital doniigiim algis1 orgiitsel performanst dogrudan etkilememekte; bu etki, ¢alisan
motivasyonu araciligtyla dolayli olarak ortaya ¢ikmaktadir. Bu bulgu, dijital doniisiimiin performans
tizerindeki etkisinin mekanik ve otomatik bir siire¢ olmadigini; calisanlarin algilar1 ve motivasyon
diizeyleriyle sekillendigini gostermesi bakimindan onemlidir. Arastirma sonuglari, dijital doniisiim
literatiiriinde insan faktoriiniin 6nemini vurgulayan ¢aligmalar1 desteklemekte ve YZ temelli dijital
doniisiimiin performans ¢iktilari lizerindeki etkisini agiklamada motivasyonu kritik bir ara degisken
olarak konumlandirmaktadir. Uygulayicilar agisindan degerlendirildiginde, elde edilen bulgular
bankacilik sektdriinde dijital doniisiim stratejilerinin yalnizca teknolojik yatirimlara odaklanmasinin
yeterli olmadigin1 gostermektedir. Dijital doniisiimiin rgiitsel performansa yansimasi, ¢alisanlarin bu
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stireci nasil algiladiklar1 ve ne 6lgiide motive olduklariyla yakindan iligkilidir. Bu nedenle yoneticilerin,
YZ temelli uygulamalar1 hayata gegirirken calisanlarin katilimini tesvik eden, 6grenme ve gelisimi
destekleyen, seffaf iletisim ve destekleyici liderlik anlayisini benimseyen insan kaynaklari politikalarina
oncelik vermeleri gerekmektedir. Egitim programlari, yetkinlik gelistirme faaliyetleri ve ¢alisanlarin
dijital doniisiim siireglerine aktif katilimimi saglayan uygulamalar, motivasyonu artirarak performans
ciktilarinin giiclenmesine katki saglayacaktir.

Sonug

Arastirma sonuglari, bankacilik sektoriinde yapay zeka (YZ) temelli dijital doniisiim siireclerinin
basarisinin yalnizca teknolojik altyapi yatirnmlariyla agiklanamayacagini; ¢alisan motivasyonunun bu
stirecte kritik bir belirleyici mekanizma oldugunu ortaya koymaktadir. Calisanlarin dijital doniisiimii
olumlu algilamalar1 motivasyon diizeylerini artirmakta; artan motivasyon ise hem bireysel is
performansina hem de 6rgiitsel performansa yansimaktadir. Ozellikle motivasyonun tam aracilik rolii
iistlenmesi, YZ odakli dijital doniistimiin performans c¢iktilarinin dogrudan degil, calisanlarin igsel
psikolojik siiregleri araciligryla sekillendigini géstermektedir. Bu bulgu, dijital doniisiimiin mekanik ve
otomatik bir performans artirici olmadigi; insan faktoriiyle biitiinlestiginde stratejik anlam kazandigi
yonundeki sosyo-teknik yaklasimi desteklemektedir. Calisma, dijitallesmeyi yalnizca teknolojik bir
modernizasyon siireci olarak degil, ayn1 zamanda orgiitsel davranis ve insan kaynaklar1 dinamikleriyle
etkilesim i¢inde gelisen bir doniisiim olarak ele alarak literatiire insan merkezli bir katki sunmaktadir.
PLS-SEM yontemiyle motivasyonun aracilik roliiniin test edilmesi, dijital doniigiim—performans
iliskisine davranigsal ve psikolojik bir acgiklama gergevesi kazandirmaktadir. Ayrica arastirmanin
Istanbul’daki bankacilik sektorii drnekleminde yiiriitiilmiis olmas1, dijital uygulamalarmn ¢alisan rolleri
ve hizmet sunum siiregleriyle dogrudan iliskili oldugu teknoloji yogun bir sektérde baglamsal katki
saglamaktadir. Yonetsel agidan degerlendirildiginde, elde edilen bulgular YZ yatirimlarinin tek basina
orgiitsel performansi artirmaya yeterli olmadigini gostermektedir. Dijital doniisiim stratejilerinin,
calisanlarin i¢sel motivasyonunu giiglendirecek egitim programlari, yetkinlik gelistirme uygulamalari,
destekleyici liderlik anlayist ve seffaf iletisim politikalariyla biitiinlesik bigimde tasarlanmasi
gerekmektedir. Calisanlarin doniisiim siirecine aktif katilimini saglayan ve teknolojik degisimi tehdit
degil firsat olarak algilamalarini destekleyen uygulamalar, siirdiiriilebilir performans sonuglarinin
temelini olusturmaktadir. Bununla birlikte arastirma bazi smirliliklar barindirmaktadir. Verilerin
Istanbul’daki bankacilik ¢alisanlarindan kolayda 6rnekleme yontemiyle elde edilmis olmas1 bulgularin
genellenebilirligini sinirlandirabilir. Ayrica verilerin 6z-bildirim temelli olmasi olasi ortak yontem
yanlilig1 riskini beraberinde getirmektedir. Kesitsel tasarim ise nedensel ¢gikarimlar agisindan sinirlilik
olusturmaktadir. Gelecek arastirmalarda boylamsal tasarimlar, ¢cok kaynakli veri setleri ve dijital
yetkinlik, orgiitsel baglilik, psikolojik gilivenlik veya liderlik tarzi gibi ek degiskenlerin modele dahil
edilmesi, dijital doniisiim—performans iligkisinin sinir kogullarini1 daha derinlemesine ortaya koyacaktir.

Sonug olarak, bankacilik sektoriinde YZ temelli dijital doniisiimiin stratejik basarisi, teknolojik
altyapidan ziyade galisanlarin motivasyon dinamikleriyle sekillenmektedir. Dijital doniisiim, c¢alisan
motivasyonunu giiclendirdigi dl¢iide hem bireysel hem de orgiitsel performansi artirmakta; bu nedenle
stirdiiriilebilir rekabet avantaji i¢in insan merkezli ve motivasyon odakli bir donilisiim yaklagiminin
benimsenmesi gerekmektedir.
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