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ABSTRACT  

The innovation created by employees within an organization has a great value for the organization. 
Increasing this value and increasing the motivation of employees to do innovative work depends, to a large 
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extent, on the leadership style of a leader. For this reason, the innovation climate and the innovative work 
behavior caused by this climate cannot be considered apart from the leadership style. In this study, which was 
conducted to better understand the relationships between these concepts that are so closely related to each other 
and to reveal these relationships more clearly, the influence of leadership style on innovation climate and the 
influence of innovation climate on innovative work behavior were analyzed. In order to test these assumptions, 
data were obtained through an electronic survey method from 114 white-collar personnel working in 19 
forwarder companies operating in the logistics sector in Mersin. Obtained by full counting method, the data 
were evaluated using SPSS and AMOS package programs. The results of the analysis showed a positive and 
medium level relationship between the leadership style and the innovation climate, and a positive but highly 
significant relationship between the innovation climate and the innovation behavior. These relationships were 
also studied in terms of sub-dimensions. 

Keywords: Transformational Leadership, Paternalistic Leadership, Innovation Climate, Innovation 
Behavior, Leadership, Innovation. 
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H1g:  

H1h:  

H1k:  

 

 

(Statistical Package for 

 

4.7. Frekans Analizi 

-

  
Tablo 1:  

 Frekans  

Cinsiyet 

Erkek 63 % 58,9 

 44 % 41,1 

 

21-30 51 % 47,6 

31-40 38 % 35,6 

41-50 12 % 11,2 

51-60 4 % 3,7 

 2 % 1,9 

 

 27 % 25,2 

 4 % 3,7 

Muhasebe 4 % 3,7 

 15 % 14,0 

 6 % 5,6 

Operasyon 19 % 17,8 

 5 % 4,7 

 3 % 2,8 

 3 % 2,8 

 3 % 2,8 

Depolama 2 % 1,9 
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 16 % 15,0 

 

0-9 13 % 12,1

10-49 35 % 32,7 

50-249 27 % 25,2 

 32 % 30,0 

 

Lise 8 % 7,5 

 11 % 10,3 

 65 % 60,7 

 23 % 21,5 

  

 16 % 14,9 

1-  51 % 47,6 

6-  22 % 20,6 

11-  14 % 13,1 

16-  2 % 1,9 

 2 % 1,9 

 

Erkek 73 % 68,2 

 34 % 31,8 

 

28'den az 2 % 1,9 

28-35 21 % 19,6 

36-43 50 % 46,7 

44-51 24 % 22,4 

52 ve daha fazla 10 % 9,4 

 

Lise 6 % 5,6 

 9 % 8,4 

 65 % 60,7 

 25 % 23,4 

Doktora 2 % 1,9 

 

 21 % 19,6 

1-  53 % 49,5 

6-  22 % 20,6 

11-  9 % 8,4 

 2 % 1,9 
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Tablo 2:  

 

Tablo 3: 

 

 

 
 

 

 
Tablo 4: -  

 

ektedir. 

verilmektedir. 

Uyum Kriteri 2 p  2 / sd RMSEA CFI SRMR NFI GFI 

 
30,310 0,016 1,894 0,089 0,971 0,044 0,942 0,937 

 AVE CR 

 0,709 0,880 

Fikri Yayma 0,640 0,779 

 0,696 0,873 

 Cronbach's Alpha N of Items 

 0.900 8

  0.874 3

 Fikri Yayma Boyutu 0.770 2

  0.806 3
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Tablo 5:  

Uyum Kriteri 2 p  2 / sd RMSEA CFI SRMR NFI GFI

 
48,263 0,000 2,681 0,122 0,954 0,048 0,930 0,904 

 

Tablo 6: Ye  

 
 

 

 
 

Tablo 7: -  

 Cronbach's Alpha N of Items

 0.928 8 

  0.874 4 

  0.887 4 

 

sahip  

 
Tablo 8:  

Uyum Kriteri 2 p  2 / sd RMSEA CFI SRMR NFI GFI

 
64,246 0,012 1,567 0,071 0,975 0,034 0,935 0,910 

 AVE CR 

 0,600 0,856 

 0,679 0,894 
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Tablo 9: 

 

 

 

 

 
Tablo 10: -  

 Cronbach's Alpha N of Items 

 0.949 11 

 

 
 

ne 

 
Tablo 11:  

Uyum Kriteri 2 p  2 / sd RMSEA CFI SRMR NFI GFI 

 
69,945 0,040 1,371 0,057 0,980 0,036 0,930 0,906

 

Tablo 12: 

 

 

  

 AVE CR 

 0,622 0,942 

 AVE CR 

Babacan Liderlik 0,575 0,931 
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Tablo 13: -  

 Cronbach's Alpha N of Items 

 0.946 12

 

 

 

4.9. Normallik Analizi  

sonucunda saptanan Kolmogorov-Smirnov ve Shapiro-
-
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Tablo 14:  

Kolmogorov-Smirnov Shapiro-Wilk

Statistic df Sig. Statistic df Sig.

 

 
 

 0.091 107 0.029 0.975 107 0.044 

 0.140 107 0.000 0.962 107 0.004 

 0.135 107 0.000 0.970 107 0.016 

Yenilik 

Yapma 

Dav  

 0.071 107 0.200* 0.977 107 0.062 

 0.161 107 0.000 0.943 107 0.000 

 0.139 107 0.000 0.958 107 0.002 

Fikri Yayma 0.188 107 0.000 0.942 107 0.000 

 0.095 107 0.020 0.977 107 0.065 

 0.076 107 0.144* 0.986 107 0.307 

* p>0.05 

-Smirnov

-
 

 

Tablo 15: Normallik Testleri   

Statistic Std. Error 

 
Skewness 0.062 0.234 

Kurtosis -0.694 0.463 

  
Skewness -0.007 0.234 

Kurtosis -0.517 0.463 

 ynak 
Skewness -0.038 0.234 

Kurtosis -0.541 0.463 

 
Skewness -0.071 0.234 

Kurtosis -0.105 0.463 

  
Skewness -0.274 0.234 

Kurtosis -0.081 0.463 

  
Skewness -0.336 0.234 

Kurtosis 0.315 0.463 

 Fikri Yayma 
Skewness -0.466 0.234 

Kurtosis -0.059 0.463 

 
Skewness -0.335 0.234 

Kurtosis -0.258 0.463 

 
Skewness -0.144 0.234 

Kurtosis -0.390 0.463 
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bacan 

 
Tablo 16: -1 

  

 
Correlation 0.512 

Sig. (2-tailed) 0.000 

Babacan Liderlik 
Correlation 0.457 
Sig. (2-tailed) 0.000 

 

 

 
Tablo 17: -2 

  
Yenilik 
Yapma 

 

Alt Boyutlar 

Fikri Hayata 
 

 Fikri Yayma

 
Correlation 0.678 0.618 0.534 0.634 

Sig. (2-tailed) 0.000 0.000 0.000 0.000 

   
A

lt 
B

oy
ut

la
r 

 
Correlation 0.605 0.573 0.442 0.586 
Sig. (2-tailed) 0.000 0.000 0.000 0.000 

 
Correlation 0.667 0.588 0.557 0.606 

Sig. (2-tailed) 0.000 0.000 0.000 0.000 

* p > 0.05 

 

 
Tablo 18:  

  

 0,775

 0,824
 0,789

Babacan Liderlik 0,758

 0,842

Fikri Yayma 0,800

 0,834
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4.11. Regresyon Analizi  

mode  

 
Tablo 19: - ANOVA 

 

                      Sum of Squares Mean Square F Sig.

Regression 1112.099 1112.099
37.394 0.000 Residual 3122.667 29.740 

Toplam 4234.766  

Babacan Liderlik 

                      Sum of Squares Mean Square F Sig.

Regression 884.425 884.425 
27.718 0.000 Residual 3350.342 31.908 

Toplam 4234.766  

 

ise 

 

 

                (1) 

               (2) 
 

Tablo 20: -  Model 

  t Sig. R2 Adjusted R2 

 
Constant 11.514 2.579 0.000 

0.263 0.256
 0.383 0.063 0.000 

 
Constant 14.223 2.479 0.000 

0.209 0.201
Babacan Liderlik 0.303 0.058 0.000 

 

 

nedeniyle bu regresyon modellerinin istatistiks  
  



e-ISSN: 2149-3871 
 

140 

Tablo 21: - ANOVA 

Sum of Squares Mean Square F Sig.

 
Regression 1497.888 748.944

83.323 0.000 Residual 1717.739 16.517 

Toplam 3215.626  

  
Regression 183.036 91.518 

91.401 0.000 Residual 405.225 3.896 

Toplam 588.262  

 Fikri Yayma 
Regression 129.250 64.625 

3.551 0.000 Residual 192.152 1.848 

Toplam 321.402  

  
Regression 199.402 99.701 

3.551 0.000 Residual 323.140 3.107 

Toplam 522.542  

 

 

r.  

 
Tablo 22: -  Model

  t Sig. R2 Adjusted R2 

 

Constant 13.216 7.557 0.000 

0.466 0.456 0.384 2.021 0.046 

 0.782 4.400 0.000 

 e 

Constant 5.712 6.724 0.000 

0.311 0.298 0.025 0.266 0.791* 

 0.361 4.177 0.000 

 Fikri Yayma  

Constant 2.395 4.094 0.000 

0.402 0.391 0.157 2.472 0.015 

 0.191 3.212 0.002 

 Fikri Hayata 

 

Constant 5.109 6.735 0.000 

0.382 0.370 0.202 2.456 0.016 

 0.230 2.990 0.003 

* p > 0.05 
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EXTENDED SUMMARY  

Purpose

Innovation is a very important concept, particularly in sectors where competition is very 
intense. This study, which combines innovation and leadership style, was designed to show future 
companies and their leaders how valuable the synergy brought about by a combination of these two 
factors is and to provide tomorrow's leaders with an input on how to build innovation in their 
organization. Furthermore, this study was designed to test whether paternalistic and transformative 
leadership styles have an impact on the employees' innovative work behavior, in other words, to 
demonstrate today's and tomorrow's leader candidates the supportive and innovative leadership styles 
can foster and grow innovation in the organization. These two leadership styles, i.e. paternalistic and 
transformative leadership styles, which are considered to be the best available option in achieving 
the mentioned purpose of the study, have been found to be worth examining in this study. Combining 
innovation, which is the most important need of today's companies, and the leadership styles that 
cause innovation, this study is considered to be very important in terms of closing the existing 
research gap in this field. 

Methodology 

This study is intended to examine the influence of leadership styles on the innovation climate 

purpose, data was obtained by electronic survey method from 114 white-collar employees of 19 
forwarder companies registered with the Mersin Branch of Utikad (Association of International 
Forwarding and Logistics Service Providers). The survey used to obtain data consists of 4 scales in 
the 5-point Likert scale, which are the innovation climate, innovative behavior, transformative 
leadership and paternalistic leadership. Six demographic questions consisting of age, marital status, 
work position, monthly income level, education level and work experience were also added to these 
scales, which are used in the research. 

Findings 

As a result of the frequency analysis, 58.9% of the sample was found to be male and 41.1% 
female. Examining the age distribution, it was seen that the sample included those employees aged 
21-40 with a majority of 83.2%. Examining the participants in terms of their work positions, it was 
determined that the people who worked in sales, operations and chef positions were more dominant 
in the sample. There are 10 or more employees in 87.9% of the businesses to which the employees 
involved in the study are attached. 85.1% of the sample, 92.5% of which are university graduates, 
has more than one year of a work experience.  68.2% of the employees who participated in the study 
said that their managers were male, 98.1% said that their managers were over 28 years of age, 25.3% 
said that their managers had received postgraduate education and 80.4% said that they had been 
working with their managers for more than a year. 

As a result of the correlation analysis showing the linear strength and direction of the 
relationship between the two different variables, it was determined that there was a positive and 
moderately significant relationship between "the transformative and paternal leadership" and "the 
innovation climate". In addition, as a result of this analysis, it was determined that there was a 
positive and high level of significant relationship between innovation climate, the main independent 
variable, and innovative behavior, the main dependent variable. It was determined that there was a 
positive and high level of significant relationship between "the support for innovation and the 
resource supply for innovation", among from the sub independent variables, and "the innovative 
work behavior", the main dependent variable. In businesses where transformative and paternalistic 
leadership qualifications are high, the managers with such qualifications set up the innovative 
organization climate to bring out the employees' innovative spirit and in this way they realize the 
change and transformation in their organization by allowing them to reflect their different way of 
thinking to the organization. 

Conclusion and Discussion 

The organizations that want to secure their present and future, use innovativeness as a means 
of competition. Sustainable innovativeness is required in order for the competitive advantage to be 
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sustainable and appropriate leadership style should be determined for sustainable innovativeness. 
Generally accepted view today is that the one leadership style is not enough to bring success in every 
case. Therefore this study investigated only the impact of two leadership styles on innovation which 
are considered to have influence on the worker's innovation activities. The findings of the research 
are of guidance nature for the directors in choosing the right leadership style while they determine 
their leadership style for innovation, and for the businesses to deliver a higher level of innovation 
performance. Additionally, the results of the research creates an awareness for the directors and 
business owners on the matter that innovation could be used as a means of competitive advantage. 
Besides the mentioned positive contributions of the research, analysis of only two of the current 
leadership styles in this research forms the limitation of the research. 

 
 

 

  


