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Transformational Leadership Job Satisfaction’s Relationship 
with Innovativeness in Elementary Schools 

Necati ÇOBANOĞLU1 
 

 

Abstract: Situations that are changing over time force organizations to change just as they force individuals. 
Transformational leaders are needed for the changes to be made in organizations in a time and in a required way. 
Transformational leaders provide the change needed by organizations while having various effects on the employees. This 
study aims to examine the effect of transformational leadership on teachers' job satisfaction and innovative behavior. The 
research is a study based on a correlational survey model. The data of the research were collected in official elementary schools 
in the province of Malatya in 2020-2021 academic year. Correlation analysis and structural equation modelling were used to 
analyze the data. According to the results of the study, there is a positive, significant and moderate relationship between the 
principal's transformational leadership and teachers' job satisfaction and innovative behavior. Moreover, transformational 
leadership predicts teachers' job satisfaction and innovative behavior. 
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İlköğretim Okullarında Dönüşümcü Liderlik ve İş Doyumunun Yenilikçilik ile İlişkisi 

Öz: Zaman içerisinde değişen durumlar bireyleri değişime zorladığı gibi örgütleri de değişime zorlamaktadır. Örgütlerde 
değişimin gerektiği zamanda ve gerektiği gibi yapılabilmesi için dönüşümcü liderlere ihtiyaç duyulmaktadır. Dönüşümcü 
liderler bir yandan örgütün ihtiyaç duyduğu değişimi sağlarken diğer yandan çalışanlar üzerinde çeşitli etkiler 
bırakmaktadır. Bu araştırmada dönüşümcü liderliğin öğretmenlerin iş doyumuna ve yenilikçi davranışına etkisinin 
incelenmesi amaçlanmıştır. Araştırma, ilişkisel tarama modelinde bir çalışmadır. Araştırmanın verileri 2020-2021 eğitim 
öğretim yılında, Malatya ilinde ve resmi ilkokullarda toplanmıştır. Verilerin analizi için korelasyon analizi ve yapısal eşitlik 
modellemesi yapılmıştır. Araştırmanın sonuçlarına göre, ilkokullarda dönüşümcü liderlik, iş doyumu ve yenilikçi davranış 
düzeyi “genellikle yüksek”tir. Müdürün dönüşümcü liderliği ile öğretmenlerin iş doyumu ve yenilikçi davranışları arasında 
pozitif yönde anlamlı ve orta düzeyde bir ilişki vardır. Ayrıca dönüşümcü liderlik öğretmenlerin iş doyumunu ve yenilikçi 
davranmasını yordamaktadır. 

 Anahtar Sözcükler: Dönüşümcü liderlik, İş doyumu, Yenilikçilik, İlkokul 
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Technological advancements of the last century have greatly increased the mechanization in business 
environments. However, despite all the advancements of technology, human beings as the most fundamental 
element in the working environment have not lost its importance, in fact, it has increased its importance even 
more. Emotions, thoughts and behaviours in the working environment have been examined through scientific 
studies (Tanhan, 2020). It has been seen in many studies that human beings should be approached differently 
than machines and that their satisfaction positively and dissatisfactions negatively affect their work 
(Büyükgöze and Büyükgöze-Kavas, 2016; Güney, 2017; Hechanova, Alampay and Franco, 2006; Özgen and 
Yalçın, 2011). In Ecological Systems Theory, it is stated that the individual is affected by his immediate 
environment (family, work and social environment) and different characteristics of the society he lives in. In 
this framework, employees are affected by their organizations, the social, economic and administrative 
structure of their organizations, their colleagues and managers (Bronfenbrenner, 1979, Tanhan, 2020). 

One of the emotions of employees about work is job satisfaction. It is thought that job satisfaction provides 
individually psychological satisfaction for the employees and contributes to the organization. Based on this 
thought, we're aiming to discuss job satisfaction as a reason variable and to examine the relationship between 
job satisfaction and innovativeness of the employees.  Employees who fully perform the tasks defined for them 
are considered valuable from the viewpoint of the organizations. Even more valuable employees in these 
organizations are those who contribute to the organization beyond their own job descriptions. One of the most 
important contributions employees can make to the organization is to develop new methods and practices 
that will contribute positively to the organization. In addition, these contributions can make the organization 
stand out in its field and get ahead of its competitors.  

People's feelings, thoughts and actions change due to various wants and needs. As time and conditions 
change, the needs of organizations also change. It is considered important that these naturally changing 
interests and needs are taken into account by educational organizations and managed. Can transformational 
leaders break employee resistance to change? Can it influence employees with new and future-oriented ideas? 
Can it increase the innovativeness and job satisfaction of the employees by taking into account their feelings 
and thoughts? Within the framework of these questions, it is aimed to examine the relationship between 
transformational leadership in educational organizations and teachers' job satisfaction and innovativeness. 

Conceptual Framework 

Transformational Leadership 

The scientific discussion of transformational leadership was first made by Burns (1978). In this discussion, 
transformational leadership was defined as recognizing employees' interests, desires, needs and emotions to 
use them in achieving motivation (Karip, 1998). In later studies, it was stated that transformational leadership 
is a suitable type of leadership to convince employees to change, transform and progress, to create a high 
motivation, to create awareness and organizational commitment among the employees (Arago’n-Correa, 
Garcı’a-Morales and Cordo’n-Pozo, 2007; Bass, 1998; Mc Cleskey, 2014; Şahin, 2004). 

Transformational leadership provides the employees with vision and inspiration as being a suitable role 
model for them. It ensures that the targets of the organization are recognized by the employees. It recommends 
the employees create different solutions by bringing an intellectual perspective to the problems they 
encounter. It supports, coaches and encourages employees in solving the problems they encounter. It prepares 
employees emotionally and ensures that they have high expectations for success (Göksoy, Torlak and Uğuz, 
2019; Kiriş and Aslan, 2019). 

One of the aspects of transformational leadership is that employees have the right vision. For the right 
vision, transformational leaders act as proper role models for their employees. They motivate them with their 
future-looking perspectives and expect them to lead. To blaze the trail for the organizational transformation 
and to inspire the employees, all employees have listened carefully and a change vision is worked to be created 
among all the employees (İşcan, 2002; Kiriş and Aslan, 2019; Mc Cleskey, 2014). Another aspect of 
transformational leadership is to lead and be a role model to make employees adopt organizational / group 



Transformational leadership job satisfaction’s relationship with... 

698 

targets. Individual beliefs and efforts of the leader or some employees alone are not sufficient for 
transformations in organizations. Organizational transformation can occur through all the employees' beliefs 
towards the aim and making it real (Altın, 2019). It is considered important to ensure this unity among 
employees for transformational leadership. Intellectual encouragement for employees is another aspect of 
transformational leadership. Intellectual encouragement means convincing employees that they are capable 
of solving the problems they face (Coad and Berry, 1998). It is seen as encouraging and motivating them to 
solve the difficulties with different and new methods (Glad and Blanton, 1997). Showing interest to employees 
as another aspect of transformational leadership is the interest and value offered by the leader to employees 
in a way that they will feel special. It is providing opportunities and guidance for employees to improve 
themselves (Akbolat, Işık and Yılmaz, 2013; Kiriş and Aslan, 2019). Another aspect of transformational 
leadership is that the leader expects high success from his employees and informs them about this expectation. 
Organizational transformation can occur when employees believe that they can do more than they have done 
in their previous works (Dublin, 2001). 

Job Satisfaction 

Job satisfaction is a theme that has been discussed since the beginning of the 20th century. This issue has 
been discussed based on the idea that people, unlike machines, add their emotions to their work, and they are 
affected by emotional experiences in the work environment while affecting this environment as well (Eğinli, 
2009; Güney, 2017; Taş and Önder, 2010).  Employees who are satisfied with the work environment and with 
the work they do, and also who enjoy that work achieve more satisfaction. The level of satisfaction of 
employees that are working in the work environment for long hours every day is quite important. Many 
studies in the literature have shown that job satisfaction has positive effects such as success, self-efficacy, 
positive psychological capital, psychological resilience, and optimism (Buluç and Demir, 2015; Büyükgöze and 
Büyükgöze-Kavas, 2016; De Vries, Van den Hooff and De Ridder, 2006; Hechanova, Alampay and Franco, 
2006; Ocak, Güler and Basım, 2016). 

Although variously expressed by scientists, a common ground of the definition of job satisfaction is the 
gratification of employees with their jobs and workplaces. Koustelios (2001) defines it as employees' 
gratification for their job, and Muchinsky (2000) defines the gratification of the employees resulting from the 
harmony between the requirements of the job and the demands and needs of the employee. In many other 
definitions in the literature, it is seen that the common ground is employee's gratification for the job. 

In the studies conducted about the job satisfaction variable, it is clearly seen that job satisfaction has a 
positive effect on the employees. Employees with high job satisfaction show healthier biological and mental 
aspects and fewer behavioral disorders (Feldman and Arnold, 1983). In another study, it was stated that job 
satisfaction positively affects the employees' personal trust, their harmony with the workplace, their 
cooperation and their solidarity and that it reduces their anxiety and stress (Şakacı, 2019). Employees develop 
a negative attitude towards the organization when they see that there is a big difference between the 
organization's opportunities and their own expectations. This attitude decreases the level of their job 
satisfaction as well (Eğinli, 2009). In the previous studies, it is stated that the job satisfaction levels of employees 
who are satisfied with their organizations and their jobs are generally high (Özgen and Yalçın, 2011) and that 
it contributes to the healthy functioning of the hierarchical structure in the organization (Demiray, 2018). 
Studies have determined that job satisfaction is affected by individual and organizational factors 
(Tengilimoğlu, 2005). Individual elements are defined as gender, age, seniority, marital status, education level, 
status, abilities, the personality of the employee and performance. And the organizational factors can be 
represented as the nature of the job, remuneration, rewarding and promotion system, working conditions, 
management style, job security, supervision, participation in decisions and relations with co-workers 
(Akbulut, 2015). 

Innovativeness 

Organizations compete with other organizations in which they are in the same league. It is quite important 
not to fall behind in this competition and to get ahead if possible. To do this, it is necessary to try new and 
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advantageous methods that are different from classical practices. It would be insufficient to try to conduct 
innovative practices only with the management staff of the organizations. Employee's participation in the 
practices of innovativeness will increase the speed of organizational change, transformation and innovation. 
Employees can be innovative by finding their jobs meaningful, being pleased with them, being disposed to 
take responsibilities and trusting the organization (Parzefall, Seeck and Leppänen, 2008). Innovativeness is the 
creation, production or use of an idea, system, tool, program, policy, product or service differently from the 
previous practices (Güleş and Bülbül, 2002). In another definition, innovativeness is obtaining a new value or 
product by using a method or application that has not been used by another organization before (Ersoy and 
Muter, 2008). 

Organizations should give importance to some issues for innovativeness to emerge. First of all, 
innovativeness is not a factor of change that only the managers should have. All employees must embrace 
innovativeness and strive for it. Employees should be provided with the opportunity to make decisions and 
take responsibility to contribute to innovativeness, and their innovative ideas should be valued (Pierce and 
Delbecq 1977). It is easier for employees who feel happy in the organization and have high job satisfaction to 
develop innovative practices. While operating an innovative process; problems should be recognized, 
innovation ideas and suggestions should be determined, infrastructure that will implement the new idea 
should be established (Scott and Bruce, 1994).  

It is stated in different studies in the literature that innovative organizations are more competitive than 
the non-innovative ones and employees who are innovative are more successful than the non-innovative ones 
(Amabile, 1988; Unsworth and Parker, 2003; Van de Ven, 1986). Considering these characteristics of innovative 
employees, innovativeness in educational organizations should be researched with regards to its different 
aspects. Educational organizations primarily work to train qualified people for the countries and the whole 
world. Considering that the human resources of all other organizations are also trained by educational 
organizations, innovativeness in educational organizations should be primarily discussed. Thurlings, Evers, 
and Vermeulen (2015) stated that innovativeness has three aspects for educational organizations: Ensuring the 
harmony of individuals with society in the globalizing world and the age of information, producing new tools, 
methods, techniques and perspectives that are needed for educational sciences, ensuring that the educational 
organizations lead helping society to compete with other societies. 

Purpose and Hypotheses of The Research 

Above, the literature review of transformational leadership, job satisfaction and innovativeness has been 
made. The aim of this study, on the other hand, is to examine the relationship between transformational 
leadership in educational organizations with their employees' job satisfaction and innovativeness’s. For this 
purpose, the following hypotheses have been developed. 
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Figure 1. Predictive hypotheses for transformational leadership, job satisfaction and innovativeness 

 

The following hypotheses have been tested in this research: 

H1: Transformational leadership in elementary schools positively predicts teachers' job satisfaction. 

H2: Transformational leadership positively predicts the innovativeness of elementary school teachers. 

H3: The job satisfaction of elementary school teachers positively predicts their innovativeness. 

H4: Transformational leadership in elementary schools has a mediating role in job satisfaction in 
predicting teachers' innovativeness. 

Method 

Since this research data is collected from teachers through a survey, ethics committee permission is 
required. For this reason, Inönü University Social and Humanities Scientific Research and Publication Ethics 
Committee has obtained the permission of the ethics committee with session 23 and Decision 1 on 30.11.2020. 

Research model 

In this research, the "Predictive Correlational Survey Model" was used. This model examines the 
relationships between variables that are included in the study (Cohen, Manion and Morrison, 2000; Karasar, 
2012). In this study, the relationship of transformational leadership with the variables of innovativeness, job 
satisfaction, gender, seniority and age is examined.  

Population and Sample 

5715 teachers working in elementary schools affiliated to the Ministry of National Education in the 
province of Malatya in the academic year 2020-2021 constitute the target population of the study. Due to the 
difficulty in reaching the entire population, limited time and economic reasons, a sample large enough to 
represent the population was studied. While determining the sample of the research, the cluster sampling 
method, in which each school is accepted as a cluster, was used. The determination of the sample number was 
made with a formula prepared for situations where the total number of masses in the population is certain 
(Cochran, 1962; cited in Balcı, 2010). In the calculation, it was seen that the sufficient sample size could be 358 
teachers. In this study, 498 teachers were evaluated as the sample. Values showing the demographic data (age, 
gender, seniority) of the sample are given in Table 1. 
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Table 1. Frequency and percentage values of the demographic data of the sample. 

Variables Value f % 

Gender 
Male 243 48,8 

Female 255 51,2 

Age 

Age20-29  94 18,9 

Age30-39  123 24,7 

Age40-49  130 26,1 
Age50-59  114 22,9 

Age 60 and above 37 7,4 

Seniority 

0-10 years 141 28,3 
11-20 years 194 39,0 
21-30 years 124 24,9 

30 years and above 39 7,8 

Data Collection and Analysis 

The teachers were informed about the research by going to the schools determined using the cluster 
sampling method and they were asked whether they would participate in the research voluntarily. The 
teachers who wanted to participate in the research were asked whether they wanted to fill out the scales as a 
paper printout or on the internet. The research data, in which everyone participated in the way they wanted, 
were analyzed on the computer with the SPSS program. During the analysis process, arithmetic means, T-test, 
correlation and regression analyzes were performed. The arithmetic mean of the answers to the scales: 

“Low” if it is between 1.00-1.80, 
“Generally Low” between 1.81-2.60 
Between 2.61-3.40, it is “Intermediate” 
“Generally High” between 3.41-4.20 
If it is between 4.21-5.00, it will be evaluated as "High". 
 

Data Collection Tools  

Transformational Leadership Scale  

The transformational leadership scale was developed by Podsakoff (1990) and was edited and adapted to 
Turkish by İşcan (2002). The scale is a five-point Likert scale and was answered between "Not convenient at 
all" (1) and "Fully convenient "(5). While analyzing the data, values with an arithmetic average of 1.00-1.80: 
were evaluated as "Transformational leadership level is very low", 1.81-2.60: were evaluated as 
"Transformational leadership level is low", 2.61-3.40: were evaluated as "I am uncertain about the sufficiency 
of transformational leadership", 3.41-  4.20: were evaluated as "Transformational leadership level is generally 
high", 4.21- 5.00: were evaluated as "Transformational leadership level is very high". The transformational 
leadership scale consisting of 23 items five-dimensional. The total variance explained in the scale with the data 
obtained has been 71%. Within the scope of this research, validity and reliability analyzes for the scale were 
re-performed. Confirmatory Factor Analysis was conducted to check the construct validity of the scale. The 
values obtained are: χ2 / df = 4.117 (p <.01), CFI = .923, GFI = .874, IFI = .923 and RMSEA = .079. According to 
these values, it can be said that the scale accords well. In the original scale, the Cronbach’s alpha value, which 
is the internal consistency coefficient, is .93. The Cronbach’s alpha internal consistency coefficient obtained in 
this study was determined as .90. 

Job Satisfaction Scale 

The job satisfaction scale was developed by Hackman and Oldham (1975) and adapted to Turkish by Silah 
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(2002). The scale was also made applicable to educational organizations by Taşdan (2008). The scale is a five-
point Likert scale and was answered between "Not satisfactory at all" (1) and "Completely satisfactory" (5). 
While analyzing the data, values with an arithmetic average of 1.00-1.80: were evaluated as "Not satisfactory 
for me at all", 1.81- 2.60: were evaluated as "Not satisfactory enough for me ", 2.61-3.40: were evaluated as 
"Moderately satisfactory for me ", 3.41-4.20: were evaluated as "Very satisfactory for me ", 4.21- 5.00: were 
evaluated as "Completely satisfactory for me".The job satisfaction scale consisting of 14 items is one-
dimensional. The total variance explained in the scale with the data obtained was 64%. Within the scope of 
this research, validity and reliability analyzes for the scale were re-performed. Confirmatory Factor Analysis 
was conducted to check the construct validity of the scale. The values obtained are: χ2 / df = 3.909 (p <.01), CFI 
= .982, GFI = .940, IFI = .980 and RMSEA = .076 and. According to these values, it can be said that the scale 
accords well. In the original scale, the Cronbach’s alpha value, which is the internal consistency coefficient, is 
.95. The Cronbach’s alpha internal consistency coefficient obtained in this study was determined as .89. 

Innovative Behavior Scale 

The innovativeness scale used in the study was developed by Scott and Bruce (1994) and adapted to 
Turkish by Çalışkan, Akkoç, and Turunç (2019). The scale consists of 6 items and one dimension. The scale, 
which is Likert-type, has five answering options: It was answered between ''I never do this''(1) and ''I always 
do it'' (5). While analyzing the data, values with an arithmetic average of 1.00-1.80: were evaluated as "I never 
do this", 1.81- 2.60: were evaluated as "I usually do not do this", 2.61-3.40: were evaluated as  "Sometimes I do 
it, sometimes I do not", 3.41-4.20: were evaluated as " I usually do this ”, 4.21- 5.00: were evaluated as  "I always 
do this ".In this study, explanatory and confirmatory factor analyzes were made upon the scale. Since the 
Bartlett test result is significant and the Kaiser-Meyer-Olkin (KMO) coefficient is .83, the data matrix was found 
to be suitable for factor analysis. The only factor obtained in the scale explains 66.60% of the total variance in 
the measurement tool. Cronbach’s alpha Reliability Coefficient of the innovativeness scale was found to be 
.90. The Cronbach’ alpha internal consistency coefficient obtained in this study was determined as .88. 
Confirmatory factor analysis was conducted to check the construct validity of the scale. The obtained values 
are: χ2 / df = 3.786 (p <.01), CFI = .994, GFI = .990, IFI = .994 and RMSEA = .074.  

The skewness and kurtosis coefficients and normality values of the data were examined and it was 
observed that these values were between “-1” and “+1”. When research data are collected from a single source 
or when several scales are used simultaneously, "common method variance deviation" may occur. In this 
study, Harman's single factor test (Podsakoff et al. 2003) was applied to understand whether there is such a 
problem in the scales. Acyclic factor analysis was performed with a total of 43 items in the three scales used in 
the study. The variance explained by the single factor that emerged was found to be 27%. This low variance 
shows that there is no common variance problem in the scales. 

Results 

Findings showing the levels of transformational leadership, job satisfaction and innovativeness in 
elementary schools according to teachers' views are given in Table 2. 

Table 2. Levels of transformational leadership, job satisfaction and innovativeness level in elementary schools 

  N X̄ sd 

Transformational leadership 498 4.057 ,467 

Job satisfaction 498 3,973 ,455 
Innovativeness 498 4,073 ,743 

Data in the Table 2 shows that according to the perceptions of elementary school teachers, the 
transformational leadership average in elementary schools is 4.057. This shows that the average 
transformational leadership has a "generally high" level in elementary schools. The average job satisfaction is 
3.973. According to this finding, the teachers evaluated their job satisfaction as "Very satisfactory for me ". This 
level means that teachers' job satisfaction is generally high in elementary schools. Looking at the 
innovativeness average, we see an average of 4.073. According to this finding, teachers expressed their 
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innovativeness as “generally high”.  

In the research; whether the levels of job satisfaction and innovativeness differ significantly in elementary 
schools with regards to gender, age and seniority were examined. As a result of this analysis, it was seen that 
the gender variable doesn't differ significantly in terms of transformational leadership, innovativeness and job 
satisfaction. It is not included in the table below as it does not show a significant change. Transformational 
leadership, innovativeness and job satisfaction were analyzed in terms of age variables and are shown in Table 
3. 

Table 3. Table of X̄ and P values by age variable of transformational leadership, job satisfaction and innovativeness 

 
Transformational 
Leadership 

Age x̄ 20-29 
p value 

30-39 
p value 

40-49 
p value 

50-59 
p value 

60 and above 
p value 

20-29 3,9681      

30-39 4,0032 ,988     

40-49 4,3264 ,000a ,000c    

50-59 4,2323 ,001b ,004d ,607   

60 and above 4,1316 ,467 ,669 ,241 ,839  

Job Satisfaction 

20-29 3,9293       

30-39 3,9315 1,000     

40-49 3,9841 ,918 ,908    

50-59 4,1328 ,016e ,008g ,103   

60 and above 4,2336 ,007f ,005h ,036i ,802  

Innovativeness 

20-29 4,3333       

30-39 4,0556 ,043k     

40-49 3,9885 ,004l ,953    

50-59 3,8436 ,000m ,172 ,545   

60 and above 3,2973 ,000n ,000p ,000r ,001s   

If we examine the transformational leadership in Table 3, it is seen that the p values of the 40-49 age group 
and the 50-59 age group differ significantly compared to the other age groups (p = .000a, p = .001b, p = .000c, 
p = .004d). When the averages are examined to understand the direction of this differentiation, it is seen that 
the averages of the 40-49 age group (x̄ = 4.3264) and the 50-59 age group (x̄ = 4.2323) are significantly higher 
than the age groups of 20-29, 30-39 and 60 years and above. Evaluation of these findings: Teachers in the age 
groups of 40-49 and 50-59 stated that transformational leadership was at higher levels in elementary schools. 

When job satisfaction in primary schools is examined by age variable, it is observed that teachers aged 50 
and above differ significantly from younger teachers (p = .016e, p = .007f, p = .008g, p = .005h, p = .036i). The 
average of the job satisfaction points of teachers aged 50 and above is significantly higher than that of young 
teachers (x̄ = 4.1328, x̄ = 4.2336). When the innovativeness of elementary school teachers is examined according 
to the age variable, it is seen that the teachers in the 20-29 age group differ significantly with other age groups 
(p = .043k, p = .004l, p = .000m, p = .000n). It is seen that the innovativeness of teachers aged 60 and above is 
significantly lower than the innovativeness levels of all teachers (x̄ = 3.2973). Transformational leadership, job 
satisfaction and innovativeness were examined according to the seniority of teachers and are shown in Table 
4. 

Table 4. Table of X̄ and P values by seniority variable of transformational leadership, job satisfaction and innovativeness 

Transformational 
Leadership 

Seniority x̄ 0-10 
years 11-20 years 21-30 years 30 years above 

0-10 years 3,9593     

11-20 years 4,0964 ,051    

21-30 years 4,2423e ,000a ,043c   
30 years above 4,3244f ,000b ,036d ,796  

Job Satisfaction 0-10 years 3,9463      
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11-20 years 4,0096 ,611    

21-30 years 4,0461 ,302 ,905   

30 years above 4,1703 ,037 ,199 ,467  

Innovativeness 

0-10 years 4,2695      

11-20 years 3,8746 ,000g    

21-30 years 3,8817 ,000h 1,000   

30 years above 3,8419 ,006i ,994 ,991   

In Table 4, transformational leadership, job satisfaction and innovativeness were analyzed according to 
the seniority of teachers. It is seen that the transformational leadership perceptions of teachers with more than 
20 years of seniority differ significantly from teachers with less seniority (p = .000a, p = .000b, p = .043c, p = 
.036d). Teachers with more than 20 years of seniority stated that transformational leadership are at a higher 
level in their schools (x̄ = 4,2423e, x̄ = 4,3244f).  

When the job satisfaction is examined, it is seen that the teachers who are in the seniority group of 30 years 
and above significantly differ from teachers with a seniority of 0-10 years (p = .037). When the averages of 
these two groups are examined, it is seen that the teachers in the 30 years and above group (x̄ = 4.1703) have 
higher-level job satisfaction. When we look at the innovation, we see that teachers with a seniority of 0-10 
years differ significantly from other teachers (p = .000g, p = .000h, p = .006i). When the average of 
innovativeness in seniority groups is examined, it is seen that teachers with 0-10 years of seniority have higher 
points (x̄ = 4.2695).  

To determine whether transformational leadership in elementary schools has a significant relationship 
with job satisfaction and innovativeness, a correlation analysis was conducted and the findings are given in 
Table 5. 

Table 5. Correlation values between teachers' job satisfaction levels and their innovativeness levels 

     Transformational 
Leadership Job Satisfaction Innovativeness 

Transformational Leadership r 1 ,633 ,566 
p  ,000* ,000* 

Job Satisfaction r ,633 1 ,647 
p ,000*  ,000* 

Innovativeness 
r ,566 ,647 1 
p ,000* ,000*  

**p=,000  

 In correlation analysis, if the r value is between 00- .29, it shows a low level of relationship, if it is 
between 30-, 69, it shows a medium level of relationship and if it is between 70-1.00, it shows a high level of 
relationship (Saruhan and Özdemirci, 2013). According to Table 5, it is revealed that there is a positive, 
medium level and significant relationship between transformational leadership and job satisfaction in 
elementary schools (r =, 633; p =, 000). Similarly, there is a positive, medium level and significant relationship 
between transformational leadership and innovativeness (r =, 566; p = ,000). And if we look at the relationship 
between job satisfaction and innovativeness, it is seen that there is a medium level and significant relationship 
(r =, 647; p =, 000). After determining this significant relationship, structural equation modelling was 
performed to determine the predictive status of transformational leadership concerning job satisfaction and 
innovativeness. 
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Figure 2. Predictive model of transformational leadership with respect to job satisfaction and innovativeness 

The model obtained as a result of standardized regression coefficients (β), standard errors (SE), the critical 
values (CR) and P values are given in Table 6. 

Table 6. The   result   of   regression   analysis. 

 β SE CR p 
Transformational leadership - Job satisfaction .484 .188 4.567 <0.001 
Transformational leadership -Innovativeness .260 .190 4.643 <0.001 
Job satisfaction -Innovativeness .539 184 4.379 <0.001 

According to the structural model in Figure 2, which produces the best-fit indices, transformational 
leadership positively predicts teachers' job satisfaction (= .484, p <0.01) and innovativeness (= .260, p <0.01). 
This situation shows that as the positive perception of transformational leadership increases, the 
innovativeness of teachers will also increase. When the β values are examined, it is seen that a one-unit increase 
in transformational leadership will provide a 48-unit increase in teachers' job satisfaction and a .26-unit 
increase in their innovativeness. 

According to the data obtained in Figure 2, teachers' job satisfaction significantly predicts their 
innovativeness (= .539, p <0.01) as well. These data show that as the levels of job satisfaction of teachers 
increases, their innovativeness will also increase. When the β value of this prediction is examined, it shows 
that a one-unit increase in teachers' job satisfaction will provide an increase of .54 units in innovativeness. 

There are direct effects as well as indirect effects between latent variables in the structural model. In the 
model, it was determined that teachers' transformational leadership perceptions positively affect their 
innovativeness (β = .26) through job satisfaction. The indirect impact level of transformational leadership on 
innovativeness was calculated by multiplying the path coefficient between transformational leadership and 
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job satisfaction and the path coefficient between job satisfaction and innovation. Fit indices for 
transformational leadership - job satisfaction – innovativeness model: χ2 = 1608.57, df = 549, χ2 / df = 2.93, p = 
.000, NFI = .91, IFI = .95, TLI = .94, CFI = .95, RMSEA = .07 

Conclusion and Discussion  

This study, which was carried out in educational organizations was conducted to better understand the 
impact of transformational leadership on employees' job satisfaction and innovativeness. In the study, first of 
all, it was found that as transformational leadership increases, teachers' job satisfaction increases as well. This 
situation shows that the H1 hypothesis has been confirmed. The second data obtained is that as the 
transformational leadership increases in the school, the innovativeness of teachers’ increases as well. This 
situation shows that the H2 hypothesis has also been confirmed. Another result is that teachers' job satisfaction 
affects their innovativeness positively. And this result confirms the H3 hypothesis. Indirect effects were also 
found among latent variables in the structural model of the study. Transformational leadership indirectly 
affects the innovativeness of teachers through job satisfaction positively. And this result confirms the H4 
hypothesis. 

There are many studies in the literature indicating that leadership positively affects innovativeness and 
job satisfaction (Aykanat and Çalışkan, 2019; Bozkurt and Göral, 2013; Černe, Jaklic and Škerlavaj, 2013; 
Contreras, 2017; Eğriboyun, 2015; Fidan, 2019; Gümüşlüoğlu and İlsev, 2009; Kırkpınar and İşcan, 2018; Nödl, 
2017; Önhon, 2016). This study specifically examines the relationship between transformational leadership, 
job satisfaction, and innovativeness. It is seen that transformational leadership, job satisfaction and innovation 
levels in elementary schools are generally at "high" levels. In many studies in the literature, it is seen that 
transformational leadership (Aksel and Elma, 2018; Eryılmaz, 2006; Göksel, 2017; Kiriş, 2013), job satisfaction 
(Çoruk and Çiçek, 2017; Özkan, 2017) and innovation (Özbek, 2014; Saraç, 2019) levels are at high levels. 

When the relationship between age variable and transformational leadership is examined, it is observed 
that teachers between the ages of 40-59 have a higher level of transformational leadership perception 
compared to younger teachers and teachers aged 60 and above. It may be normal for teachers above the age 
of 60 to lose their belief in a transformation in the organization, as there is little time left for them till retirement. 
Young teachers, on the other hand, may have had a lower level of transformational leadership perception, as 
they could have found the transformation characteristics of administrators to be slow and ineffective. When 
the results obtained in this study are compared with the researches in the field, similar results are seen. In the 
study of Lan, Chang, Ma, Zhang and Chuang (2019), it is seen that the transformational leadership perceptions 
of young and old teachers are lower than those of teachers in the middle age group. In the study conducted 
by Şirin, Aydın, and Bilir (2018), young participants and older participants had a lower average than middle-
aged participants, but this difference was not significant. 

When the relationship of age variable with job satisfaction and innovativeness is examined, it is observed 
that the job satisfaction of teachers over the age of 50 is higher than that of young teachers and that teachers 
under the age of 30 have higher innovativeness levels than the levels of other teachers. When the previous 
researches are examined, it is seen that the age variable makes a significant difference in job satisfaction and 
that older employees have higher job satisfaction than young employees in general (Bostancıoğlu, 2008; 
Demirtaş and Alanoğlu, 2015; Şeker and Zırhlıoğlu, 2009; Yeğin, 2009; Yelboğa, 2007). Different results have 
been found in previous studies on whether the innovativeness of employees varies significantly depending 
on the age factor. In the study conducted by Guillen and Kunze (2019), it was stated that innovativeness levels 
are high until the age of 35 and they decrease at later ages. And in this study, these levels are at highest between 
the ages of 20-30 and they decrease every year. These two studies are considerably similar. In a study 
conducted by Kosa (2019) on managers, the innovativeness levels of managers under the age of 30 were 
significantly higher than other managers. 

In this study, it was observed that the transformational leadership perceptions of teachers with more than 
20 years of seniority are significantly higher than young teachers. According to many studies in the literature, 
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employees with low seniority have significantly lower transformational leadership points (Doğan, 2010; 
Yılmaz and Yüksel Şahin, 2016). In some studies, it was found that the seniority variable did not make a 
significant difference for transformational leadership (Bilgin, 2018; Kaygın and Yerdelen-Kaygın, 2012; Şirin, 
2008). In the research conducted by Avcı (2015), it is stated that teachers with high seniority generally have 
high transformational leadership points, and teachers with first 1-year seniority have high transformational 
leadership points as well. 

In this study, it is seen that the job satisfaction of employees with more than 30 years of seniority is 
significantly higher than those with less seniority. If to look at the studies in the literature, studies are 
designating that as the seniority increases, job satisfaction also increases (Çağlar and Demirtaş, 2011; Şeker 
and Zırhlıoğlu, 2009), and there are studies also designating that as the seniority increases, job satisfaction 
decreases (Darmody and Smyth, 2011; Karataş and Güleş, 2010). And in some studies, was found that seniority 
does not significantly affect job satisfaction (Karadağ, Başaran, and Korkmaz 2009; Şanlı and Akbaş, 2009; 
Şeren and Özcan, 2019; Taşdan and Tiryaki, 2008). 

In this study, it was found that teachers with a seniority of 0-10 years have significantly higher levels of 
innovativeness than those of other teachers. There are also studies in the literature showing that as seniority 
increases, conservatism and inflexibility against change in employees increases and innovativeness decreases 
(Çelik, 2006; Yapıcı and Kaya, 2020). However, there are no studies in the literature showing that the variable 
of seniority does not significantly affect the levels of innovativeness of employees (Argon, İsmetoğlu and Çelik 
Yılmaz, 2015; Saraç, 2019). 

As a result of the correlation analysis conducted to determine whether transformational leadership in 
elementary schools has a significant relationship with job satisfaction and innovativeness, it was seen that all 
three variables were moderately related to each other. After determining this relationship, structural equation 
modelling was performed to determine the direction and level of this relationship. The obtained results show 
that transformational leadership positively and directly predicts job satisfaction and innovativeness. At the 
same time, another obtained result shows that transformational leadership indirectly predicts innovativeness 
through job satisfaction positively. 

When previous studies in the literature are examined, it is seen that transformational leadership has a 
positive relationship with job satisfaction (Bryman, 1992; Eğriboyun, 2015; Gurbetoğlu and Genç Yüksel, 2019; 
Ledoux, 1999). In the study by Mert, Dördüncü and İncaz (2019), it is stated that transformational leadership 
positively predicts the job satisfaction of employees, as it is stated in this study. Another study in which it is 
stated that transformational leadership positively predicts the job satisfaction of employees was conducted by 
Berson and Linton (2005). There are many studies in the literature showing that transformational leadership 
positively predicts the job satisfaction of employees (Bogler, 2001; Eren and Titizoğlu, 2014; Smoak, 2008; Sung, 
2007). 

Another result obtained in this study is that transformational leadership has a positive relationship with 
innovativeness and transformational leadership significantly predicts innovativeness. In the study conducted 
by Korku (2008), a positive relationship between transformational leadership and innovativeness was 
determined. In addition, it was concluded that transformational leadership significantly predicts the 
innovative climate. Many studies in the literature determine the relationship between transformational 
leadership and innovativeness (Aarons and Sommerfeld, 2012; Jaiswal and Dhar, 2015; Önhon, 2016; Sarros, 
Cooper and Santora, 2008). A result showing that innovativeness is predicted by transformational leadership 
is seen in the study conducted by Gümüşlüoğlu and İlsev (2009). In addition, in the studies of Şentürk, Durak, 
Yılmaz, Kaban, Kök and Baş (2016), Vaccaro, Jansen, Van Den Bosch and Volberda (2012) and Jung, Chow and 
Wu (2003), it is stated that transformational leadership positively predicts the innovativeness levels of 
employees. 

Another result of the research is that job satisfaction predicts innovativeness. Many factors affecting job 
satisfaction have been examined in the field, but not much emphasis has been placed on what affects job 
satisfaction. In this study, the relationship between job satisfaction and innovativeness was also examined. In 
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the correlation analysis, it was found that there is a moderate relationship between these two variables. 
Through the regression analysis that was conducted to determine the direction of this relationship, it was 
concluded that job satisfaction predicts innovativeness. When similar studies are examined in the literature, it 
is seen that in the studies conducted by İspir (2018) and Akyıldız (2014), a positive relationship between 
innovativeness and job satisfaction is designated. Again, in another study conducted by Altan and Özpehlivan 
(2019), it is seen that job satisfaction has a significant and positive effect on innovativeness. According to the 
result of that study, it is stated that as job satisfaction increases, innovativeness increases as well. In the study 
of Tang, Shao and Chen (2019), job satisfaction positively predicts innovativeness levels of the employees. 
Although the direct predictive level of job satisfaction on levels of innovativeness of the employees is low, it 
is seen that job satisfaction significantly predicts innovativeness through the mediating effect of organizational 
commitment. The findings obtained in the studies mentioned above and in this study are largely similar. 
However, it should be stated that there are very few studies in the literature of educational sciences 
investigating the effects of job satisfaction on innovativeness. 

The results of current research and previous research in the field are largely similar. This indicates the 
reliability of the results of the research. However, since there are no studies in which these three variables are 
considered together and in educational organizations, it can be decried as an original study in the field. 

Limitations and Suggestion 

This research is limited to Malatya province, 2020-2021 academic year and elementary school teachers. 
Given these limitations, new researches can be tested at other levels of education, in different cities or 
countries, and at different times. In addition, another limitation of the study is that it was conducted during 
the COVID 19 process. The difficulties in reaching the participants, the transmission and collection of most of 
the forms through digital channels are the important limitations of the research.  

As a result of this study, it is seen that, in general, the transformational leadership and job satisfaction 
levels of teachers with young age and low seniority are low and their level of innovativeness is high. These 
results can be discussed with different studies. In this study, it was seen that transformational leadership 
predicts job satisfaction and innovativeness. Based on this result, it can be recommended for educational 
organizations to adopt transformational leadership to increase the levels of job satisfaction and innovativeness 
of their employees. Considering that job satisfaction predicts innovativeness, which is another result of this 
study; organizations may try to increase teachers' levels of job satisfaction to increase their levels of 
innovativeness. Teachers' expectations and complaints that are affecting their job satisfaction can be examined 
through qualitative studies. The subject of this research can be studied with Online Photovoice (OPV), which is a 
different research method. 
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