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Abstract
This research investigates how hotel employees’ career satisfaction and innovative work behavior
are shaped under the framework of their perceptions of leader-member exchange based on the
notion that the quality of the leader-member exchange relationship has a significant impact on
employee behaviors. In this context, this research primarily aims to identify the mediating effect
of career satisfaction in the relationship between leader-member exchange and innovative work
behavior of hotel employees. Data were collected by applying a questionnaire survey method with
the participation of 423 employees working in 7 hotel enterprises operating in Ankara. The data
were analyzed using statistical analysis techniques and correlation and regression methods were
employed for testing the research hypotheses. The findings achieved in this research suggest that
there is a positive and significant relationship between leader-member exchange and career
satisfaction and a positive and significant relationship between leader-member exchange and
innovative work behavior as well as the mediating role of career satisfaction.
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INTRODUCTION
Global economic conjuncture pinpoints the importance of innovation. Globalization has accelerated the
competition among enterprises and ultimately led to significant advancements in information and communication
technologies that have a drastic impact on many industries specifically on the hospitality industry in the aspect of the
workforce. The hospitality industry is an indispensable part of overall activities related to tourism. The literature on
tourism and hospitality has provided better support for employee satisfaction as an important research topic (Cetin,
Akova & Kaya, 2014). Career development and career management, which are often argued in the literature, have
become a growing research area in the hospitality sector (Kong, Cheung & Zhang, 2010).
Career satisfaction (CS) is a critical research topic related to the career since individuals’ perceptions of success
are associated with diverse aspects of psychological well-being and work behavior (Abele & Spurk, 2009; Ng, Eby,
Sorensen & Feldman, 2005). Chan (1998) emphasized the necessity of sound measuring tools for the evaluation of
changes over time. Some organizations are better placed over the competitors with their innovation capabilities
(Oukes, 2010).
Many researchers suggest that career is an individuals’ intrinsic evaluation of their careers and is generally viewed
as one of the pivotal predictors for subjective career success (Abele, Spurk, & Volmer, 2011; Boudreau, Boswell &
Judge, 2001; Judge, Cable, Boudreau & Bretz, 1995; Ng et al.,2005). Hofmans, Dries and Pepermans, (2008) argue
that CS is individuals’ assessment of achieving their career goals such as accomplishments, income and progression.
Innovation and career initiative have been found to be positively associated with career development (salary and
the number of promotions) and in turn CS. Innovation is often viewed as a process that focuses on the recognition of
a problem or opportunity, the creation of new ideas or methods, and ultimately the new product realization (Kanter,
1988; Van de Ven, 1986). Workplace innovation is found to be correlated with an increased level of CS. The extent
of leadership for innovation has been identified to have a key role in facilitating innovation at the workplace (Amabile
et al., 2004, Chan et al., 2014; Panuwatwanich et al., 2008).
However, there are a limited number of studies investigating the effects of psychological factors on the
relationship between innovation and CS. According to McMurray et al. (2013), workplace innovation has been
recognized as a psychological concept that is used to measure employees’ behavioral facets of their innovation
practices which thus could enable high levels of CS.
On the other hand, the power of social capital between leaders and their employees is recognized as an underlying
criterion in the successful performance of hotel enterprises that are operating in labor-intensive industries. In this
context, the quality and frequency of the leader-member exchange (LMX) relationship between leaders and
employees establish the basis of employee behavior. According to Panuwatwanich et al. (2009) and Sarros et al.
(2008), innovation has been argued to depend on a socio-psychological process since it is generated through social
networks and composite interaction systems. Rotter (1954) suggested that some individuals may have a level of trust
with whom they build LMX relationships and are inclined to make positive attributions about other individuals’
purposes. Dulebohn et al. (2012) postulated that leaders are in a central position to nourish the innovativeness of their
employees by establishing a workplace environment where employees' creativity goes beyond the job role formally
prescribed by a contract.
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The LMX relationship between managers and employees generates insights on the expectations of employees
which may give rise to an increase in innovative work behavior (IWB). Organizations are able to sustain their
competitive advantage specifically in a contemporary business environment as well as global markets through IWB.
IWB has been long viewed as an essential practice with its ability to generate solutions for socio-economic problems
and is recognized as a driver for economic development among firms (Dulebohn, Bommer, Liden, Brouer & Ferris,
2012). Researchers have indicated that IWB deals with employees’ behavior towards the introduction and practice
of organizational ideas, products procedures, processes; while facilitating the execution of novel ideas created by
employees (Dulebohn, Bommer, Liden, Brouer & Ferris, 2012; Yuan & Woodman, 2010). Therefore employees’
innovation practices contribute to organizational effectiveness and performance when they are in parallel with the
strategic goals of the organization.
Theoretical Framework and Hypotheses
The theoretical framework of this research is generated on the concepts of LMX, CS and IWB and the linkages
between these variables. From a theoretical perspective and on the basis of an extensive literature review, this
research mainly aims to explore the mediating role of CS between LMX and IWB.
Leader-Member Exchange
The theory of LMX, which was originally coined by Graen, Dansereau and Haga in 1975, refers to the quality of
exchange relationship between leaders and their employees/subordinates as well as the reciprocal effect and
interdependence (Graen, 1976; Uhl-Bien, 2006). Likewise, Dansereau et al. (1975) suggest that the theory of LMX
focuses on the quality of the two-way relationship between leaders and subordinates. According to Bauer and Green
(1996), LMX is defined as a dyadic relationship between leaders and employees. LMX relies on Social Exchange
Theory (SET) which implies individuals’ expectation of receiving equivalent benefits in return for providing benefits
to others (Blau, 1964). As stated by Bernerth et al. (2015), LMX has been explained by SET as an exchange of
physical and nonphysical resources in the context of social reciprocity between leaders and subordinates and defines
varying patterns of relationships between them. Zhang et al. (2015) posit that the leaders establish bilateral valuable
exchange associations with their employees by using certain types of exchanges and relationships. Leaders are more
likely to give benefits such as rewards, recognition, information and latitude for discretion to those with whom they
built the high-quality relationship. These subordinates are called in-group members whereas the subordinates that
have low-quality relationships with their leaders are named as out-group members (Graen, 1976; Graen & Scandura,
1987; Sherman et al., 2012).
Janssen and Van Yperen (2004) suggest that low-quality LMX interactions are narrowed down to contract-based
links that are reliant upon hierarchy and interaction based on prescribed organizational roles; however, a high-quality
LMX relationship is an aggregate of mutual trust and effect, loyalty, respect (Graen & Uhl-Bien, 1995). Dienesch
and Liden (1986) argue that subordinates’ response to high-quality LMX relationships is putting effort into the
fulfillment of their tasks successfully. Jing-Zhou and Wen-Xia (2011) posit that previous research has investigated
LMX as a one-dimensional construct only ranging from low-quality to high-quality association.
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Career Satisfaction
The term 'career' covers the entire experience of a job (Sabuncuoğlu, 2012) and activities associated with a job
during the lifespan of an individual (Hall, 1976; Lounsbury et al., 2008). According to Mathis and Jackson (2006)
career involves a series of job-related works during an individual’s whole life. CS is individuals’ extent of satisfaction
or dissatisfaction about their career. In addition, CS refers to the measure of subjective career success (Kang, Gatling
and Kim 2015; Wickramasinghe and Jayaweera, 2010). Greenhaus et al. (1990) emphasized the importance of five
basic factors influencing employees’ CS within organizations. These factors are career success, the degree of
achieving career goals, the degree of progression in income goals, the degree of progression in personal development
and progressions in obtaining competency. Inconsistent with this argument, Spurk et al. (2011) express CS as an
evaluation of progress in achieving career success as well as career-related goals including salary and development.
Career Anchor Theory (Schein, 1975), deals with the choices adults make when they are well into their careers
and classifies adult careers in terms of the major motivational forces that drive them. Most career theory focuses on
the selection of occupations or classification of types of careers embedded in the occupational structure. CS is
expressed as a usual result of career success that implies satisfaction with existing work and potential advancements
in a specific job (Emmerik et al., 2006; Islam, 2006). Thus, it can be articulated that job satisfaction can be originated
from CS. Peluchette (1993) argues that CS can be postulated to be associated with the psychological well-being of
employees as well as the quality of work-life. Some researchers (Judge et al., 1995; Nauta, van Vianen, van der
Heijden, van Dam and Willemsen, 2009) specify CS as employees’ awareness of their career attainments and
expectations for career progression in the future. There are studies supporting the view that CS is central when
considering its dramatic impacts on work-related outcomes (Armstrong-Stassen & Ursel, 2009; Nauta, et al. 2009).
John et al. (2008) describe the term CS as the summary of organizational attachment and individuals’ perceptions of
their careers. Particularly supportive leaders are individuals who are aware of the importance of subordinates’
progression in their jobs/professions and enable the retention of these employees who are satisfied, productive and
innovative (Barutçugil, 2004).
CS is a perspective on how individuals feel about their existing position. In this context, CS can be explained in
two dimensions. The first dimension is individuals’ career success and the satisfaction received from their careers.
The second dimension is employees’ perceptions and expectations of career development they target to achieve
within their organizations (Sakal & Yıldız, 2015). According to Dinham and Scott (1997), individuals feel more
satisfied with their careers when they satisfy with their occupation and believe that their career is secured by this job.
CS is described as intrinsic and extrinsic values that are related to a career including salary, growth and development
opportunities for individuals (Kong, Cheung & Song, 2012). On the other hand, there are views suggesting that
individuals’ career success is affected by several factors such as leaders’ behaviors, educational attainment,
experiences and destiny (Handoko, 2011; Sudiro, 2012).
Innovative Work Behaviour
Social Exchange Theory (SET) (Cropanzano and Mitchell, 2005) provides the foundation of employees’
engagement and their creative behavior. According to SET, staff who feel valued in their workplace and feel a sense
of consideration demonstrate more work engagement. As a consequence, as they are engaged at work, they are
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motivated to do more than their duties which can lead to creativity and innovation and can move their workplace
forward (Gichohi, 2014).
Innovation refers to the introduction and implementation of ideas, processes, procedures and products deliberately
within a role, group or organization (West & Farr, 1989). Oukes (2010) posits that organizations’ ability to make
innovation would make them more capable of achieving sustainable competitive advantage against their rivals.
Ramamoorthy et al. (2005) supported this view by indicating that employees are thereby central to the innovation of
goods, services, processes, and techniques within an organization. Employees offer innovative methods to influence
organizational efficiency and therefore they are critical for innovation within organizations (Bateman & Crant, 1993;
Huang et al., 2005). Amo and Kolvereid (2005) described IWB as an employee initiative that aims to introduce
innovative products, processes, markets, or a group of things of the same kind into the organization. According to
De Jong and Den Hartog (2007), IWB is an individual’s purposeful behavior to introduce and/or apply novel ideas,
products, procedures and processes to his/her work role, unit or organization. Employees who exhibit IWB introduce
ideas that would not have ever created and IWB is differentiated from creativity since it deals with discovering and
developing ideas.
IWB shows variations in the process from launching an innovation to its implementation (De Jong & Den Hartog,
2007). Scott and Bruce (1994) defined the steps that consist of the process of IWB as idea generation, idea
championing and idea implementation. Those steps are effectively performed in case of employees’ perception and
understanding of what kind of ideas will be considered as innovative and accepted by their managers (Adarves-Yorno
et al., 2007; Gabris et al., 2000; Serva et al., 2005).
On the other hand, some researchers (Crant, 2000; Parker, Williams and Turner, 2006) suggest that IWB is
regarded to be broader than proactive work behavior that engages in realizing change, without embracing the
initiation element of the process for innovating. Agarwal (2014) argues that IWB is displayed in a voluntary attitude
and may not be resulted in rewards formally or directly even though it provides benefits to the organizations.
According to Martins and Martins (2002), this is more likely to give rise to innovation in the organization when it is
acknowledged as a norm.
Leader-Member Exchange and Career Satisfaction
CS has been conceptualized as individuals’ satisfaction originated from intrinsic and extrinsic characteristics
related to their careers such as payment/salary, progression and opportunities for development (Judge et al., 1995).
Judge et al. (1995) and Seibert et al. (2001) depicted CS as individuals’ satisfaction with their careers over an
extended period of time. Graen and Uhl-Bien (1995) emphasized that employees with high LMX develop a
relationship with their leaders based on trust. Those employees often receive support from their leaders depend on
information and resource which in turn promote their career development (Kram, 1985).
Greenhaus, Parasuraman and Wormley (1990) express that individuals’ careers tend to be developed by the
relationships established with their leaders. Seibert et al. (2001) examined social capital in the context of career
development and success and exemplified the better accession to information and resources as a fundamental variable
for the impact of social capital on career success. Consistent with the research of Seibert et al. (2001), Jiang and Klein
(2000) reported leader support as a powerful precursor of an enhanced level of CS in their research conducted among
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information systems staff. In addition, Wayne et al. (1999) reported a positive correlation between CS and supervisor
support based on the data yielded from reciprocal relationships between leaders and their employees.
Leader support has been found to have a reducing impact on employee stress by enhancing their psychological
well-being (Cummins, 1990; Dubinsky and Skinner, 1984). Kram (1985) and Thibodeaux and Lower (1996) revealed
that employees who experience high-quality LMX are most likely to receive mental support as well as career support
from their leaders and demonstrate CS at higher levels. There are empirical evidences indicating that individuals
with high-quality LMX experience greater level CS than those with low-quality LMX relationship (Sagas &
Cunningham, 2004; Sparrow & Liden, 2005). Thus, hypothesis H1 is proposed as follows:
H1: Hotel employees’ perceptions of leader-member exchange have a significant impact on their career
satisfaction.
Career Satisfaction and Innovative Work Behaviour
Based on SET (Blau, 1964) and the Norm of Reciprocity (Gouldner, 1960) and Career Anchor Theory (Schein,
1975), a moderated mediation model was proposed to examine the boundary conditions for the relationships among
career satisfaction and IWB.
The concept of career anchors evolved from research on adult development. Most career theory focuses on the
selection of occupations or classification of types of careers embedded in the occupational structure. Career Anchor
Theory deals with the choices adults make when they are well into their careers and classifies adult careers in terms
of the major motivational forces that drive them.
Employees are able to facilitate achievements within organizations through their creativity and innovation
abilities. Thus, employees who focus on innovative activities within the workplace can generate new ideas, processes
and methods relating to work. Janssen (2004) and Scott and Bruce (1994) argue that building IWB among employees
is necessary for the success of developing innovation.
According to Sudarmanto (2009), the creativity and innovativeness capacity of employees are critical skills that
are required by organizations. Employees with diversified training exhibit greater levels of CS than others and serve
their organizations for longer periods. According to Margaret et al. (2010), those employees believe that their careers
are secured. According to Mcclelland (1965), individuals who have higher motivation for spectacular achievements
are depicted by creating something novel, doing things in new ways, having the ability to implement the idea and
engage in a career. Given that the attempts for the improvement of employees, the enhancement of employees’ job
satisfaction and organizational capabilities, career management have become a forefront issue (Hariandja, 2002).
In the study conducted by Greenhaus et al. (1990), CS was measured by means of indicators amongst other
individuals being able to express progression achieved based on their target for the development of new
competencies. CS is described as employees’ feelings of satisfaction or dissatisfaction with their overall career. It
also refers to the positive psychological acquirements that employees can get from the intrinsic and extrinsic aspects
of their careers, such as payment, promotion and chances for progression (Armstrong -Stassen & Ursel, 2009, Barnett
& Bradley, 2007). Employees’ search for the profound feeling of higher intrinsic values in their careers has resulted
in their sense of work meaningfulness. Rosso et al. (2010) delineate work meaningfulness as the extent of positive
meaning which employees experiences in their work. Littman-Ovadia and Steger (2010) proposed that CS is
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generated by employees’ feelings about the meaningless of work, which is a psychological mood that can lead to
increased job motivation, organizational engagement and enables employees to use their strong aspects.
CS is associated with the implementation of innovation. In their survey conducted among employees from
different organizations in Hong Kong, Kim et al. (2009) reported the positive and significant correlation between
creativity and CS. Consistent with the findings of this survey, another research conducted by Park et al. (2016) among
employees from public organizations revealed that organizational activities dealing with innovation has a positive
influence on CS.
In light of the above findings, it has been hypothesized that IWB has a significant impact on the CS of hotel
employees. Thus, hypothesis H2 is proposed as follows:
H2: Career satisfaction of hotel employees has a significant impact on their innovative work behavior.
Leader-Member Exchange and Innovative Work Behavior
The theory of LMX implies that the relationship between a leader and an employee will develop from low-quality
to high-quality LMX that may lead employees to perform innovative activities within firms. According to the theory,
leaders are expected to build diverse linkages with their employees in the workplace (Liden & Graen, 1980; Graen
& Cashman, 1975). Hence, differentiated groups ranging from low to high-quality reciprocity are established. The
underlying principles for high-quality exchange relationships built between leaders and their employees can be
specified as bilateral trust and respect as well as the contract-based tangible facets including the reciprocity of
monetary rewards. However, low-quality LMX relationships more likely to result in the dependence of monetary
exchange between the parties in which employees are regarded as only hired individuals and their rewards solely rely
on the monetary exchange (Graen & Uhl-Bien, 1995; Graen & Scandura, 1987). Brennan (2017) suggests that
employees are supported to put endeavors targeting the development of high-quality LMX connections on behalf of
their organizations.
The high-quality LMX connection influences the work behaviors of productive employees (Chaurasia and Shukla,
2013). Some studies have proven the positive impact of LMX on the innovativeness of employees (Scott and Bruce,
1994; Stoffers and Heijden, 2009). Xerri (2013) and Agarwal (2014) suggest that LMX is a significant predictor of
IWB. According to Altunoglu and Gurel (2015) and Kheng et al. (2013) majority of research, which has investigated
the association between LMX and IWB, has shown the positive impact of the former on the latter. A high-quality
LMX relationship between supervisors and subordinates and will more likely contribute to an enhanced level of
employee innovativeness during the performance of their task. When supervisors display supportive attitudes, there
is a strong possibility of employees’ confidence about the likelihood of their innovative behavior that results in
performance (Yuan & Woodman, 2010). Engaged employees, therefore, are more likely to act proactively to establish
networks of partners, who facilitate the distribution of new ideas, promote employees’ potential for innovation
(Fatima & Khan, 2017; Yean, Johari & Yahya, 2017). As certainly shown by past studies, LMX has a significant
effect on the IWB of employees from diverse industries (Yeoh & Mahmood, 2013). Hence, hypothesis H3 is proposed
as follows:
H3: Hotel employees’ perceptions of leader-member exchange have a significant impact on their innovative work
behavior.
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Mediating Effect of Career Satisfaction between Leader-Member Exchange and Innovative Work Behaviour
In this research, the potential association between LMX, IWB and CS has been examined based on SET (Blau,
1964). SET (Blau, 1964) involves the exchange of intangible social benefits including trust, respect, pride and caring
behaviors between two or more parties based on the assumption that the other party seeks to collaborate accordingly
(Thibault & Kelley, 1959). Trust is considered a pivotal factor that addresses social exchange (Blau, 1964). Actually,
the interpersonal interactions that rely on trust have a fundamental role in an individual’s career accomplishment and
planning (Souerwine, 1978). Within the framework of the reciprocity norm (Gouldner, 1960), individuals who
interact with each other through exchange networks depending upon trust have the superiority to get information
from others through social capital that results in career success (Granovetter, 2002; Lin, 2002). As explained
previously, CS is expressed as a usual result of career success (Emmerik et al., 2006; Islam, 2006). Forret and
Dougherty (2004) empirically evidenced the importance of career management strategy in terms of establishing
relationships with individuals who can have adequate capacity to provide career support. This research examines
that the high-quality LMX can encourage employees’ CS by supplying the necessary assistance, mutual influence,
appreciation and confidence (trust) and leaders can speak competently with their employees. Matzler and Renzl
(2006) revealed that feeling of confidence among employees has significantly impacted their levels of satisfaction as
well as loyalty.

Ferres et al. (2004) reported that trust among peers is strongly associated with perceived

organizational support, and ultimately boosts the employee’s level of satisfaction and socio-emotional needs (Cohen
and Prusak, 2001; Matzler and Renzl, 2006). IWB is critical for organizational achievement and effectual leadership
can encourage it in the organizations (Bai et al., 2016; Li et al., 2015; Wang et al., 2017).
This research focused on the present cavity in the literature on IWB (Li et al., 2019) to explicate the effect of
LMX in IWB utilizing social exchange theory (SET). SET (Blau, 1984) depicts how social interactions may arise
among leaders and the employees in an organization. Leadership is amongst the fundamental factors influencing the
creativity and IWB of employees. Nevertheless, there is scarce research that empirically probing the mediation of CS
between LMX and IWB. CS plays a significant role among the psychological factors that could have an effect on the
creative performances of employees (Ostroff, 1992; Judge, Thoresen & Bono, 2001). As a summary of the above
arguments, the LMX relationship between supervisors and subordinates could foster the IWB of employees through
the enhancement of CS. Based on this view, it can be implied that CS is a mediator variable on the impact of LMX
on employees’ IWB. Hence, hypothesis H4 is proposed as follows:
H4: The relationship between hotel employees’ perceptions of leader-member exchange and innovative work
behavior is mediated by career satisfaction.
Method
The main goal of this research is to investigate the linkage between leader-member exchange (LMX), innovative
work behavior (IWB) and career satisfaction (CS) in a sample consisting of hotel employees. Hence the following
model has been designed to demonstrate research hypotheses and correlations between the variables coherent to a
theoretical framework (Figure 1).
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Figure 1: Research Model
Figure 1 shows the research model and the hypotheses accompanied by the foundations, on which these
hypotheses are built within the context of the related literature, are given as follows:
H1: Hotel employees’ perceptions of leader-member exchange have a significant impact on their career
satisfaction.
H2: Career satisfaction of hotel employees has a significant impact on their innovative work behavior.
H3: Hotel employees’ perceptions of leader-member exchange have a significant impact on their innovative work
behavior.
H4: The relationship between hotel employees’ perceptions of leader-member exchange and innovative work
behavior is mediated by career satisfaction.
Ethics committee permission to collect data for this study was obtained from Ankara Hacı Bayram Veli University
Ethics Committee with approval no 16504 dated March 26th, 2021. Latterly a questionnaire-based survey on
employees from seven hotel enterprises operating in Ankara was conducted in the period between January and March
2021. Due to the effects of coronavirus (COVID-19) pandemics, there are only seven enterprises that granted
permission to carry out the survey. In the context of data acquired from the enterprises, the questionnaire forms were
distributed both electronically and physically. Given that the number of employees working during the specified
period is 1087, the number of returning questionnaires has remained at 423. The selected sample, therefore, represents
39 % of the population studied.
There are 20 items in the survey questionnaire excluding demographic questions. Employees’ perceptions of LMX
were measured by using the 12-item Leader-Member Exchange (LMX) Scale (Liden and Maslyn, 1998). The LMX
scale items contain sample statements such as “I like my supervisor very much as a person”. The idea generation
sub-dimension, which is comprised of 3 items, was selected from the 9-item Innovative Work Behaviour (IWB) Scale
(Janssen, 2000) to measure the IWB levels of employees. The IWB scale incorporates sample statements such as “I
create new ideas for problems difficult issues”. 5-item and one-dimensional CS Scale developed by Greenhaus,
Parasuraman and Wormley (1990) were used to measure the CS of employees. The CS Scale includes sample
statements such as “I am satisfied with the progress I have made towards meeting my overall career goals”. This
survey has employed scales of which items were prepared on Five-point Likert type and the answer option for each
item ranges from 1=strongly disagree to 5= strongly agree. The survey scales were distributed in either electronic or
printed form with an objective to yield a higher level of participation.
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Research Findings
The analysis of the dataset produced from the survey was performed using SPSS 26 software. The interpretation
of data pertaining to demographic characteristics was carried out by using frequency analysis and percentage values.
The reliability of the scales was assessed through Cronbach’s alpha analysis. Correlation and regression analyses
were conducted to test the hypotheses.
The research population embraces 7 hospitality enterprises that provide hotel and accommodation services in
Ankara. Given that the number of employees working during the specified period is 1087, the number of returning
questionnaires has remained at 423. The selected sample represents 39 % of the population studied. A simple random
sampling technique was performed in this study through random procedures. Given that the number of useable
questionnaire forms of the participants (with a response rate of 39%), it would be appropriate to use a simple random
sampling method for randomly selecting a smaller sized group from the aggregate and accurately generalizing it for
the large population. Therefore, the sample size, which is dominated by 7 hotels, reflects the realized sample (n =
423) that offers a dataset representing the Turkish hospitality industry.
The content of the questions asked in the data questionnaire forms is based on the following scales which are
widely used in many studies related to the organizational behavior discipline. Hence, the measurement instruments
can provide a realistic portrayal of the perceptions and views of the participants. The validity and the reliability of
the scales used in this study have been verified with high-reliability coefficients in the statistical analysis section of
this study. It is reasonable to imply that the entire sample highly reflects the population distribution of hotel
enterprises in Turkey.
The participants of the survey are comprised of 199 women and 224 men. Amongst participants, 46 % are married,
43 % are single and 11% are widowed/divorced, 39 % are aged between 22 and 30 years, 34 % are between the ages
of 31 and 39, 27 % are aged 40 years and over. For educational attainment of the participants, 7 % have a high school
degree, 78 % have a bachelor’s degree and 15 % have a master’s and doctorate. For years of service of the
participants, 28 % served for a period between 1 and 10 years, 51 % served for a period between 11 and 20 years and
21 % served more than 21 years. Participants were not asked to provide information about their title and department
in an effort to obtain meaningful responses to survey questions.
Table 1. Reliability Coefficients and Correlation Values for Variables
1
[0.94]
,529**

Leader-Member Exchange
Career Satisfaction
Innovative Work Behavior

,499

**

2

3

[0.91]
,513**

[0.89]

****Correlation is significant at the 0.01 level (two-tailed), [the values (in parentheses) represent Cronbach’s Alpha reliability coefficients]

The reliability values in this survey were 0.94, 0.91 and 0.89 for LMX Scale, CS Scale and IWB Scale,
respectively. These values indicate that the scales have acceptable high-reliability coefficients. Correlation analysis
was performed to show the relationship among variables.
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Table 2. Regression Values
Independent Variables
Leader-Member Exchange

Career Satisfaction

Dependent Variables
Career Satisfaction
ß
Sig
0,529
0,000
R2=0.277
F=151,689
Innovative Work Behavior
ß
0,513
R2=0,183
F=116,218

Innovative Work Behavior
ß
Sig
0,499
0,000
R2=0,255
F=103,842

Sig
0,000

The results of the analysis assert that there is a positive and significant (r = 0.529, p< 0.01) relationship between
LMX and CS. LMX significantly and positively correlates with (r = 0.499, p< 0.01), as well. The findings also
suggested positive and significant (r = 0.513, p< 0.01) relationship between CS and IWB. It can be implied from the
results of the regression analysis that LMX significantly impacts CS (ß=0.529; p<0,001) and has 27.7 % explanatory
power (R2= 0.277). LMX is also found to be significantly correlated with IWB (ß=0.499; p<0,001) and the
explanatory power is 25.5 (R2=0.255). Thus Hypothesis 1 and Hypothesis 3 have been accepted. The regression
outputs signify those hotel employees from the enterprises examined will show high levels of idea generation (IWB)
in the case of an increase in their perceptions of LMX. In addition, CS is also found to have a significant impact on
IWB (ß=0.513; p<0,001) and 18.3 % explanatory power (R2= 0.183). Hence Hypothesis 2 has been accepted. Based
on the regression outputs, high levels of idea generation (IWB) can be easily expressed when the CS of hotel
employees is improved.
The mediation of CS in the relationship between LMX and IWB has been determined by using the mediator
variable analysis method (Baron and Kenny, 1986; Hayes, 2009). Baron and Kenny’s (1986) procedures for the
analysis of mediation hypotheses propose a four-step approach to test the mediation hypotheses in which the impact
of the independent variable on the dependent variable is supposed to be mediated by the mediator variable that is also
denoted as an intervening variable. The independent variable is denoted as the causal variable that causes a change
in the dependent variable as the outcome. According to this method, two paths lead to the dependent variable and
denote the total impact. The verification of the mediation effect is performed through four steps. In step 1, the
independent variable forecasts the value of the dependent variable and is associated with the outcome variable. Step
1 of Baron and Kenny’s (1986) procedures, indeed, focuses on the settlement of an effect that is more likely to be
mediated by the mediator variable. In step 2, the independent is associated with the mediator which implies that the
independent variable forecast the mediator variable. In other words, Step 2 regards the mediator variable as an
outcome variable. In step 3, both the independent variable and mediator variable forecast the dependent variable.
Step 3 focuses on forming an association between the mediator variable and the outcome variable since they are both
resulted from the independent variable. It is also essential to control the dependent variable during the establishment
of the association between the mediator variable and the outcome variable. Step 4 focuses on revealing overall
mediating associations among the variables. Step 4 can be met when the impact of the independent variable on the
outcome variable is zero when the mediator variable is being controlled. Once the procedures of Baron and Kenny
(1986) are achieved, the consistency of the data with mediation hypotheses can be verified. The research model was
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generated relying on the argument that the mediating role can be determined by developing three-variable models.
The following model, therefore, was tested to ascertain the mediating role of CS on the effect of LMX on IWB.

H4

H4

Career
Satisfaction

Leader-Member

Innovative Work

Exchange

Behaviour

Behaviour

Figure 2. Mediator Variable Model
Based on the regression outputs shown in the model (Figure 2), it has been found out that LMX has a significant
impact (ß=0.529; p<0,001) on CS in Step 1 and on IWB (ß=0.499; p<0,001) in Step 2; CS significantly impacts
(ß=0.513; p<0,001) IWB in Step 3.
LMX and CS were included in the analysis together in the final stage and the impacts of these variables on IWB
were examined. Within this framework, the positive and significant impact of LMX on IWB continued whereas the
regression coefficient (ß=0.451; p<0,001) reduces with the incorporation of LMX and CS into the analysis. The
positive and significant impact of CS on IWB continued, nevertheless, the regression coefficient reduces (ß=0.413;
p<0,001). Hence, the results assert that there is a partial mediating effect of CS on the impact of LMX on IWB. In
the context of hotel enterprises investigated, CS has been determined to have a mediating effect on the impact of
LMX on IWB. Hence, Hypothesis 4 has been accepted.
Discussion and Conclusion
The results support earlier findings and grant to the research on the correlation among LMX and IWB of
employees. This research has revealed that the level of LMX with specific efforts on an individual may predict the
IWB of the employees positively. This is in accord with prior research that LMX is a crucial antecedent of employees’
creative effort contribution (Hassanzadeh, 2014; Volmer et al., 2012). This research likewise proved a significant
correlation between LMX and employee CS. Mainly, the research explored the involvement of LMX on IWB thru a
mediation structure of CS. The statistical findings of this research offer intriguing conceptions about the function of
CS on IWB and LMX which maintain the viewpoint of SET. The conclusions also coincide with the standpoint of
SET and it posits that the subordinates may perceive the high-quality interaction with their supervisor as an incentive
and be conscious of liability to reciprocate by raising their creativity and innovative behavior in favor of the
organizational gains.
The findings of this research imply that the LMX relationship can be depicted as a strong positive predictor of
CS. The findings also explain that when the leader has a higher LMX relationship the employees display greater
levels of CS (Wayne et al., 1999; Sagas and Cunningham, 2004). The mediating effect of CS gave rise to an increase
in the effect of LMX on IWB. If the LMX relationship between supervisors and subordinates is not able to have any
definite impact on CSn, its impact on IWB may be lessened to a certain degree. In an aspect of employee IWB, the
role of LMX quality can be put as an indirect factor, while CS cannot be put as a relatively higher direct factor. This
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research offers suggestions on how to proceed with these relations in future studies on the CS displayed by the
employees, signifying that employees will create willingly any of the innovative opinions once they feel a solid highquality LMX association with the supervisors.
The participants of this study were composed of hotel employees and these findings provide meaningful reality
and offer practical implications to generate insight into the existing hospitality management system in the Turkish
context. Given that the contemporary environment and present research system, if hotel managers exhibited the
attitude of reward and punishment contingencies, the subordinates would have knowledge on clearly defined research
undertakings and objectives. Effective leadership enables employees to be more aware of management’s goals, which
could lead to an increase in the progress of better work performance and customer connection for the acquisition of
higher annual outcomes. On the other hand, the leaders, who have high-quality LMX and provide more expected
investment, will nurture the CS of employees. By considering the performance assessment mechanism in the
hospitality industry in Turkey, the hotel managers’ leadership extent, which focuses on an effective LMX
relationship, will affect creativity through the improvement of employees’ CS.
This research seeks to offer an understanding of the progress in which creative personality that is supported with
LMX has an influence on CS as well as IWB. Individuals characterized by a creative personality have a tendency to
focus on particular proactive behaviors, including the generation of innovative solutions for problems and having
active management in their careers. They are also inclined to take initiative in acquiring information about the
political climate. This research provides support for the general assumption (Crant, 2000) that innovative personality
traits develop better environmental conditions by dealing with activities defined herein, and this is related to
individual’s intrinsic satisfaction with their career. This research proposes some particular ways by which people
establish environments that facilitate CS.
This study aims to develop an association between LMX quality, CS and employee IWB. The paper evidence that
CS embraces diverse properties and IWB is amongst those included in this variable. By focusing the research on the
topic of innovation, this research offers a theoretical contribution to the understanding of the positive effect of LMX
on both IWB (Amabile et al., 2004) and CS. An innovative labor force based on innovation will have resulted in
successful practices of marketing as well as enhanced organizational performance in the hotel business. Organizations
have become globalized and expanded their operations across the world and an engaged innovative labor force has
turned into a fundamental need of global organizations. Employees will become more engaged and be loyal to their
organizations when they perceive higher CS with their occupation during the entirety of time, they are employees of
the organization. The findings of this research will support researchers and practitioners in improving their
understanding of why employees need to be satisfied with their careers and facilitate creating additional interest in
CS studies.
Managerial Implications
As the findings demonstrate that LMX has a positive influence on the IWB displayed by the employees, managers
need to realize that their interactions with the members of the workforce can create significant outcomes utilized by
the organizations. Additionally, meta-analytic research (Dulebohn et al., 2012, p. 24) revealed that “LMX quality
was positively managed by leaders their instead of members of the organization”. Therefore, managers should make
an effort to build and keep steady encouraging relations with as many employees as conceivable. To accomplish this
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objective, managers do not have to take care of all employees equally, however, everyone should feel recognized
(Yukl, 2002). Principals may play an imaginative modeling role to motivate their followers that they also become
creative and execute innovation. The hands-on trials could be complementary activities to employ creative
competency. The mentioned approaches may improve employees’ experimental and metacognitive talent, thus
fostering creativity and innovative behaviors. So, managers may resolve the concern and fear of the employees which
may occur as a result of the ambiguity of inventive pursuits by presenting guidance and incentives.
Theoretical and Practical Implications
This research exposes that leaders can encourage employees’ career satisfaction by supplying the necessary
assistance, mutual influence, confidence, appreciation and speak competently with their employees. Furthermore, the
mediating mechanism of career satisfaction on employee’s IWB suggests that management has to appreciate
employees’ sensations and offer more autonomy to voice generously when articulating innovative ideas. Also, this
research broadens the literature by advising the organizations that a high level of LMX may influence the distinctive
ideas created by employees. Accordingly, the findings can be used to propose a solution to the organizations that can
revise the practices, and how the effect of the leader can expedite the necessary approaches for employee
participation. For instance, if any organization needs to improve the level of IWB at the workplace, the management
has to provide the leaders with the required authorization to reserve certain resources and autonomy. This research
exposes also how career satisfaction executes a bridge function during the generation of innovation by the employees.
Besides, it is instrumental for management to provide the opportunity to their members of the workforce to get
involved in the decision-making stage of new business attempts, in this manner, enriches employees’ perception of
being valuable and important in the organization. So, these kinds of management strategies may generate a richer
perceived organizational reputation (Fuller et al., 2007). Management should promote employees to articulate ideas
on how to develop work structures and methods to gain sustainable competitiveness and continued success.
Limitations and Directions for Future Research
While practicing the model, other factors related to compensation and employees’ work environments should also
be elaborated. Therefore, it also should form an equilibrium for this factor, if firms prefer to use this model. However,
this study does not ensure the reliability of this model empirically since it is conceptual and not reliant upon any basic
research. The second limitation is that CS based on innovation requires higher resources. The management of the
organization should never forget the fact that they need to have the necessary knowledge about the entire development
process pertaining to that specific area since innovation refers to the practice of new products/services and bringing
novel things to the organization. Another limitation is that the measurement of innovation requires a systematic
approach and empirical testing of this model can be a primary focus of future research. In addition, risk factors should
also be incorporated into future research as an independent variable.
Future research should give emphasis on the structure of hotel enterprise as a dependent variable synchronously
with the discussion of CS and innovative behaviors by considering the entire content.
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