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Abstract 
 
This research aimed to determine the relationships between school administrators’ supportive behaviors and 
teachers’ job satisfaction and subjective well-being via a correlational survey model, a quantitative research 
method. The study group of this research was composed of 400 teachers working employed at primary schools in 
the city center of Bolu. Principal Support Scale, Teaching Satisfaction Scale, and Teacher Subjective Well-being 
Questionnaire were used in the study. Since the data had a normal distribution, parametric tests were utilized in 
data analysis. 

Research results demonstrated positive and highly significant relationships between informational support and 
teachers’ job satisfaction and subjective well-being; between informational support and teachers’ job satisfaction 
and between principal support and emotional (expressive) support dimension and teachers’ subjective well-being. 
Supportive behaviors of school administrators were found to have a significant impact on teachers' job satisfaction 
and subjective well-being.Teachers’ job satisfaction was found to affect their subjective well-being levels. The 
findings that school administrators provided moderate emotional and informational support to teachers and 
teachers had moderate job satisfaction were also remarkable and striking. This study presented the importance of 
school administrators’ supportive behaviors, finding that school administrators’ support predicted both teachers’ 
job satisfaction and subjective well-being. 
 
Keywords: Principal support, Job satisfaction, Subjective well-being, School administrator, Teacher. 
 
 
Introduction 
 
Education has a vital role in the progress and development of countries and in shaping their future. Personal and 
professional development is very important for teachers to achieve job satisfaction (Bui and Baruch, 2010). School 
administrators have important responsibilities in ensuring teachers’ personal and professional development (Evers 
and Eacott, 2016). Rapid changes and developments in the 21st century require innovation and change in education 
as well. It is believed that support for teachers from school administrators, which provides for innovation and 
change in schools, not only increases teachers' performance in education, but also has a positive impact on their 
job satisfaction and subjective well-being by enabling them to develop personally and professionally. 

Administrator/supervisor support refers to meeting the needs of employees to increase their performance levels, 
the supportive activities that will make employees feel that they are a valuable asset and increase their quality of 
work life and the positive relationship between administrators and employees (Bhanthumnavin, 2003). The main 
elements of this type of support are respect, trust and the administrator’s desire and efforts to help employees 
(Gagnon and Michael, 2004). Perceived administrative support is employee beliefs about being cared for and 
valued for their contributions to the organization by their administrators (Pohl and Galletta, 2016). Administrative 
support provided to teachers in schools includes professional, personal and environmental support (Short, 1992) 
and time, project, educational support and resources (Kıral, 2016). The attitudes and behaviors that constitute 
administrator/supervisor support consist of appraisal of teachers’ efforts and the degree of this appraisal and 
placing emphasis on teachers’ personal and professional development (Eisenberger, Stinglhamber, Vandenberghe, 
Sucharski and Rhoades, 2002). 
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Principal support, conceptualized by House (1981) as having four dimensions as emotional, instrumental, 
informational, and appraisal, was adapted to teachers by Littrell, Billingsley and Cross (1994) with the following 
dimensions: emotional, instrumental, professional and appraisal support.   Günbayı, Dağlı and Kalkan (2013) 
conceptualized the dimensions of principal support as emotional support, instrumental support and informational 
support. This research was conducted within the scope of these dimensions. Emotional principal support refers to 
the type of support demonstrated when principals/supervisors accept their employees as they are, value them by 
showing respect and affection and helping them to cope with conflict, stress and difficulties they encounter 
(Bhanthumnavin, 2000). Instrumental support refers to the provision of materials, resources, space, and time 
needed by teachers, while informational support refers to principals' constructive and ongoing feedback on 
teachers' work, support for teachers' professional development, and the provision of current and useful information 
and guidance to teachers regarding effective instructional practices (Littrell et al., 1994).It is very important that 
principals support teachers in creating a school climate where teachers are valued, where they can work peacefully 
and comfortably, where their ideas, requests and complaints are considered, where their problems are solved 
effectively and where their achievements are appreciated. Previous studies in the literature show that 
principal/supervisor support increases employees' job satisfaction (Qureshi and Hamid, 2017), organizational 
commitment and organizational citizenship behavior (Wang, 2014), and performance (Azman, Sieng, Ajis, 
Dollah, and Boerhannoeddin, 2009), while decreasing perceptions of organizational cynicism (Oezkara, Taş, and 
Aydıntan, 2019) and burnout (Salahian, Oreizi, Abedi, Soltani, 2012). Therefore, it can be assumed that the 
support from the principal is effective in ensuring teachers' job satisfaction.. 

Job satisfaction refers to the feelings and expectations of employees towards their job and the organization. Job 
satisfaction can give an idea about employees' general feelings and thoughts towards their job and the organization 
(Miner, 1992). Job satisfaction occurs only when the jobjob characteristics match the employee's desires (Davis, 
1982) or when the employee’s psychological and other needs are met (Aziri, 2011). The individual has needs, 
desires and expectations in work life. The employee may experience job satisfaction as well as job dissatisfaction 
in regards to these feelings and expectations. Therefore, job satisfaction is the result of job behaviors within the 
organization. 

Employees satisfied with their jobs do not tend to be absent from work, do not intend to quit work and ask fewer 
sick reports. Therefore, employees participate in work voluntarily in the organizations where job satisfaction is 
achieved. At the same time, problems related to unions such as strikes and slowdown strikes, decreased 
productivity, discipline problems and other organizational problems are commonly experienced in organizations 
where job satisfaction is not achieved (Erdoğan, 1996). Job satisfaction is experienced when the benefits of the 
job match employee expectations (Bingöl, 1990). Job satisfaction is not possible unless the needs of the employees 
are met (Kaynak, 1990). The factors affecting job satisfaction are the job itself, wages, promotion opportunities, 
administrative style, co-workers relations and working conditions. When job satisfaction increases, employee 
performance and job quality increase in organizations; but job dissatisfaction results in tardiness, absenteeism and 
decreased organizational commitment (Özdevecioğlu and Doruk, 2009). A high level of job satisfaction and 
receiving support from their principals will contribute to teachers’ happiness and achievement because they will 
enjoy their work and feel committed to the school. All these positive factors will contribute to high subjective 
well-being levels in teachers. 

Subjective well-being is a concept emphasized in the field of positive psychology in the 21st century. Literature 
in psychology refers to subjective well-being as individuals’ perceptions of their lives as good and high quality 
and evaluating their lives as being good. In daily life, subjective well-being is expressed as happiness (Diener, 
2000). Subjective well-being (Diener, Lucas and Oishi, 2002), the individual’s inclination towards positive affect 
rather than negative affect based on cognitive and affective self-evaluation, is a general evaluation of the 
individual’s life satisfaction and positive-negative affect (Diener, 1984). When individuals have positive feelings 
and thoughts about their lives, their subjective well-being levels will be higher (Cihangir-Çankaya, 2005). 
Individuals with high levels of subjective well-being exert more efforts to be socially beneficial (Deci and Ryan, 
2009). In this sense, the teaching profession stands out in regards to its social benefits. Teaching is a demanding 
and stressful profession that requires a high level of emotional labor (Brennan, 2006). This is due to the stress 
caused by overcrowded classes, lack of material resources in schools, a high paperwork burden, political pressure 
on schools, disciplinary problems, and insufficient rewards and recognition (Akçamete, Kaner, and Sucuoğlu, 
2001). Higher levels of stress can cause teachers' job satisfaction to decrease and negative situations to arise, such 
as absenteeism, mental disorders, abandonment of teaching, and failure to meet students' needs (Naylor, 
2001).When stress experienced by teachers becomes chronic, it may result in burnout (Jennett, Harris and 
Melsbov, 2003) and cause emotional and physical fatigue and psychological and other health problems (Grayson 
and Alvarez, 2008; Schonfeld, 2001). On the other hand, burnout starts with fatigue, desperation, hopelessness, 
negative self-concept, feeling of uselessness and negative attitudes towards other people and can lead to 
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psychosomatic diseases and, in the end, quitting the profession (Çelik, 2013). Therefore, teachers’ subjective well-
being is negatively affected in these cases. 

Organizations can only be successful when employees are efficient and effective. Efficient and effective work of 
employees depends on their health and happiness. Employees who are healthy and happy will strive to achieve 
organizational goals. Therefore, organizations need to ensure employees’ physical and psychological health and 
happiness. In addition, meeting the needs and expectations of teachers will ensure having physically and 
psychologically healthy teachers at school organizations which are needed to ensure the development of the 
schools, the education system and the society (Toplu, 2012). In this sense, it is believed that teachers’ subjective 
well-being levels are related to both principal support and job satisfaction. 

Moreover, high job satisfaction enables employees to be healthier and happier and to carry these positive feelings 
to other areas in their lives. The absenteeism of employees with high job satisfaction decreases. They work in 
more fruitful cooperation with other employees in the organization and strive to achieve more (Tok and Bacak, 
2013). Job satisfaction is considered an independent variable in 21st century organizations and human resources 
policies are developed in this direction (Keser, 2005). Teachers’ job satisfaction and subjective well-being levels 
are important in the quality of educational activities, the achievement of students and schools and innovation and 
change practices. Teachers should be guided and supported to increase their job satisfaction and subjective well-
being levels. At this point, supportive behaviors of school administrators stand out because these behaviors will 
swiftly and concretely contribute to teachers’ happiness, job satisfaction and professional development. Therefore, 
this research is a significant and original contribution to present the relationships between school administrators’ 
supportive behaviors and teachers’ both job satisfaction and subjective well-being levels. In this context, this 
research set out to determine the relationships between principals’ supportive behaviors and teachers’ job 
satisfaction and subjective well-being. For this purpose, answers to the following questions were sought: 

1- What is the level of school administrators’ supportive behaviors, teachers’ job satisfaction and 
subjective well-being based on teacher perceptions? 
2- Is there a significant relationship between principals’ supportive behaviors and teachers’ job 
satisfaction and subjective well-being? 
3- 3- Does principals' supportive behavior predict teachers' job satisfaction and subjective well-being? 

 
Method 
 
Research Model 
 
Correlational survey model, one of the quantitative research methods, was used in this study. This model is used 
to obtain the thoughts and attitudes of the teachers participating in the research and to determine the degree of the 
relationship between the variables with strong statistical techniques such as regression (Balcı, 2013). 

Job Satisfaction 

Principal Support 
 
 
 
 
 
 

Figure 1. Research Model 
 
 
Study Group  
 
The study group composed of 400 teachers working in elementary schools in the city center of Bolu. The entire 
study group was reached in the study; therefore, no sampling was required. The teachers participated in the study 
group on a voluntary basis. Of the 356 teachers who volunteered to participate in the study, 289 returned the scales 
that were analyzed in this study. 
 

Subjective Well-Being 
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Data Collection Tools 
 
Principal Support Scale, Teaching Satisfaction Scale, and Teacher Subjective Well-being Questionnaire were used 
as data collection tools in the study. The data were collected with quantitative data collection techniques. 

Principal Support Scale: Developed by Litrell (1992), the scale was reorganized by DiPaola (2012) with 16 items 
in 4 sub-dimensions as emotional support (4 items), appraisal support (4 items), instrumental support (4 items), 
and professional support (4 items). The Principal Support Scale, adapted to Turkish by Günbay et al. (2013), 
consists of a total of 16 items in three sub-dimensions, including emotional support (4 items), instrumental support 
(4 items) and informational support (8 items). The scale adapted to Turkish by Günbayı et al., (2013) was used in 
this study. The Cronbach alpha coefficient of the 6-point Likert scale (1= disagree at all, 2= disagree, 3= partially 
disagree, 4= partially agree, 5= agree, 6= fully agree) was .82 for the emotional support dimension, .94 for the 
informational support dimension, and .88 for the instrumental support dimension, while the Cronbach alpha 
coefficient of the total scale was .95.In this study, the Cronbach Alpha coefficient of the scale was found to be .83 
in the emotional support dimension, .92 in the informational support dimension, .87 in the instrumental support 
dimension and .93 for the total scale. 

Teaching Satisfaction Scale: The teaching Satisfaction Scale, developed by Ho and Au (2006) and adapted into 
Turkish by Demirtaş (2010), consists of 5 items and a single dimension. The Cronbach Alpha coefficient of the 
5-point Likert type (1= Strongly disagree, 2= Disagree, 3= Moderately agree, 4= Agree, 5= Completely agree) 
scale was calculated as .84 by Demirtaş (2010). In this study, the Cronbach Alpha coefficient was determined as 
.86 based on the reliability analysis. 

Teacher Subjective Well-being Questionnaire: Teacher Subjective Well-being Questionnaire developed to 
measure teachers’ job-specific subjective well-being by Renshaw, Long and Cook (2015) as a 4-point Likert type 
scale (1= Almost never, 2= Sometimes, 3= Often, 4=Almost always), was adapted into Turkish by Ergün and 
Nartgün (2017). The scale consists of a total of 8 items in two dimensions: school connectedness (4 items) and 
teaching efficacy (4 items). The Cronbach Alpha coefficient of the scale was.81 in the school connectedness 
dimension by Ergün and Nartgün (2017) and .79 in the teaching efficacy dimension, while the Cronbach Alpha 
coefficient of the total scale was .82. In this study, the Cronbach Alpha coefficient of the scale was .80 in the 
school connectedness dimension, .78 in the teaching efficacy dimension and .81 for the total scale. Based on the 
examination of Cronbach Alpha coefficients of the scales used in the research, it can be argued that they had high 
reliability. 

Data Collection Process- Data Analysis  
 
Before submitting a request to the Bolu Abant İzzet Baysal University Human Research Ethics Committee, the 
permissions required to use each scale for data collection in this research were obtained from the researchers who 
developed and/or adapted it into Turkish. After the approval of the Ethics Committee, necessary permissions for 
the implementation were obtained from the Directorate of National Education and the data collection tools were 
delivered to 400 teachers online. Principals and teachers were informed about the study. Participation in the study 
was voluntary. Feedback was obtained from 289 of the 356 teachers who agreed to participate in the study and 
data was collected for the study.. 

The data obtained in the research were analyzed using the SPSS 20 program. Skewness and Kurtosis coefficients 
were utilize to check the normality of the data. Kurtosis and skewness values between +1.5 and -1.5 indicate 
suitability of data for normal distribution (Tabachnick and Fidell. 2013). The analysis showed that the data were 
suitable for normal distribution since the following data were between +1.5 and -1.5: Principal support total scale 
score (Skewness: -.613; Kurtosis: .183), emotional support (Skewness: -.983; Kurtosis: .291). instrumental 
support (Skewness: -.641; Kurtosis: 1.014) and informational support (Skewness: -.912; Kurtosis: .384) sub-
dimensions; Teaching Satisfaction Scale total score (Skewness: -.264; Kurtosis: -.342); and Subjective Well-
Being Scale total score (Skewness: -.644; Kurtosis: .236), school connectedness (Skewness: -1.023; Kurtosis: -
.280) and teaching efficacy (Skewness: -.116; Kurtosis: -.116) sub-dimensions. Therefore, parametric tests were 
used in the research. Arithmetic mean and standard deviation scores were calculated to determine teachers’ views 
on school administrators’ supportive behaviors, job satisfaction, and subjective well-being. Pearson correlation 
analysis was used to determine the relationships between school administrators’ supportive behaviors, teachers’ 
job satisfaction and teachers’ subjective well-being while multiple regression analyses were conducted to 
determine the effect of school administrators’ supportive behaviors on teachers’ job satisfaction and subjective 
well-being. 
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Findings  
 
Principals’ supportive behaviors, teachers’ job satisfaction and subjective well-being perceptions 

Table 1 presents teacher perceptions of school administrators’ supportive behaviors, teachers’ job satisfaction, 
and subjective well-being. 

Table 1. Principals’ Supportive Behaviors, Teachers’ Job Satisfaction and Subjective Well-Being Perceptions 
               Scales and Dimensions          N    x̄                    Sd 
Emotional Support 
Instrumental Support 
Informational Support 
Total Principal Support 

 289 
289 
289 
289 

4.20 
5.08 
4.30 
4.28 

0.38 
0.51 
0.36 
0.41 

Job Satisfaction   289 3.36 0.21 
School Connectedness  289 2.90 0.35 
Teaching Efficacy    289 2.84 0.24 
Total Subjective Well-Being  289 2.85 0.29 

 

According to Table 1, teachers “partially agreed” that administrators’ supportive behaviors were in emotional 
support dimension (x̄=4.20); informational support dimension (x̄=4.30) and principal support scale total (x̄=4.28). 
Teachers “agreed” that administrators’ supportive behaviors were centered on instrumental support dimension 
(x̄=5.08). This finding demonstrated that principals moderately supported teachers in emotional support and 
informational support dimensions as well as total principal support scale. In contrast, they were supported at high 
levels in the instrumental support dimension. 

Teachers’ job satisfaction perceptions were moderate (x̄=3.36) and their subjective well-being levels were at the 
level of “often” in the dimension of school connectedness (x̄=2.90), teaching efficacy (x̄=2.84) and subjective 
well-being total scale (x̄=2.85). These findings indicate that teachers’ job satisfaction was moderate and their 
subjective well-being levels were high. 

The relationship between school administrators' supportive behaviors and teachers' job satisfaction and 
subjective well-being 

Table 2 presents the results of the pearson correlation analysis for examining the relationships between school 
administrators' supportive behaviors and teachers' job satisfaction and subjective well-being. 

Table 2. Pearson Correlation Analysis Results regarding the Relationships between School Administrators’ 
Supportive Behaviors and Teachers’ Job Satisfaction and Subjective Well-Being 
Principal Support Scale and Sub-
Dimensions 

  Job Satisfaction Subjective Well-Being 

Emotional Support  r 
p 

.541** 
.000 

 .772** 
.000 

Instrumental Support  r 
p 

523** 
.000 

 .612** 
.000 

Informational Support  r 
p 

702** 
.000 

 .752** 
.001 

Principal Support   r 
p 

653** 
.000 

 .714** 
.000 

**p<0.01, Note: The correlation coefficient as absolute value points to a high level relationship when it is between 0.71-1.00; to a moderate 
level relationship between 0.70-0.31and to a low level relationship between 0.30-0.00 (Büyüköztürk, 2011). 

Table 2 demonstrates a positive and moderate relationship between the emotional support provided by school 
administrators and teachers’ job satisfaction (r=.541; p<0.01) while there was a highly significant positive 
correlation was found between the emotional support provided by school administrators and teachers’ subjective 
well-being (r=.772; p<0.01). There was a moderately significant positive relationship between instrumental 
support from school administration and teachers' job satisfaction (r=.523; p < 0.01) and their subjective well-being 
(r=.612; p < 0.01), while there was a highly significant positive relationship between informational support from 
school administrators and teachers' job satisfaction (r=.702; p < 0.01) and their subjective well-being (r=.752; p < 
0.01).There was a positive and moderate relationship between the overall principal support scale and teachers’ 
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job satisfaction (r=.653; p<0.01) and a highly significant positive correlation between the overall principal support 
scale and subjective well-being (r=.714; p<0.01).  

The effect of school administrators' supportive behaviors on teachers' job satisfaction 

Table 3 presents the results of multiple regression analysis conducted to determine whether emotional, 
instrumental and informational support -the dimensions of principal support-predicted teachers’ job satisfaction. 

Table 3. Simple Regression Analysis Results for Predicting Teachers’ Job Satisfaction by School Administrators’ 
Supportive Behaviors 
Dependent 
Varable 

Independent 
Variable 

ß t p     F p R2 

Job 
Satisfaction 

Constant 1.16 3.66 0.00    
Principal Support 0.69 5.86 0.00 79.47 0.00 0.67 

* p< 0.01 

According to Table 3, principal support (F=79.47; p<0.01) significantly predicted teachers’ job satisfaction and 
explained 67% (R2 = 0.67) of the total variance in teachers’ job satisfaction. Examination of the p value showed 
that principal support was a significant predictor of job satisfaction (p<0.01). This finding asserts that principal 
support affects teachers’ job satisfaction. 

The effect of supportive behaviors of school administrators on teachers' subjective well-being 

Table 4 shows the results of multiple regression analysis regarding whether principal support 
dimensions (emotional, instrumental and informational support) predicted teachers’ subjective well-
being levels and school connectedness and teaching efficacy sub-dimensions of subjective well-being. 

Table 4. Multiple Regression Analysis Results on How School Administrators’ Supportive Behaviors Predicted 
Teachers’ Subjective Well-Being 

Dependent Variable Independent 
Variable 

ß t p F p R2 

School Connectedness 
Constant 1.16 4.19 0.00    
Emotional Support 0.39 4.79 0.00 73.25 0.00 0.59 
Instrumental Support 0.34 5.36 0.00    
Informational Support 0.36 5.72 0.00    

Teaching Efficacy  
Constant 1.42 3.95 0.00    
Emotional Support 0.26 3.34 0.00 76.55 0.00 0.67 
Instrumental Support 0.41 5.86 0.00    
Informational Support 0.46 5.88 0.00    

Subjective Well-Being 
Constant 1.02 3.81 0.00    
Principal Support 0.56 4.82 0.00 68.34 0.00 0.64 

* p< 0.01 

According to Table 4, the sub-dimensions of principal support predicted teachers’ school connectedness (F=73.25; 
p<0.01) and teaching efficacy (F=76.55; p<0.01) while principal support scale total score was a significant 
predictor of teachers’ subjective well-being (F=75.22; p<0.01). Together, principal support sub-dimensions 
accounted for 59% of the total variance in teachers’ school connectedness (R2 =0.59) and 67% (R2 = 0.67) of the 
total variance in teaching efficacy. Principal support scale total score explained 67% of the total variance in 
teachers’ subjective well-being levels (R2 = 0.64). When the p-values were examined, it was found that the 
dimensions of emotional, instrumental, and informational support were significant predictors of teachers' school 
connectedness and teaching effectiveness, the sub-dimensions of subjective well-being. It was also found that the 
total score of the principal support scale was a significant predictor of teachers' subjective well-being (p < 
0.01).These findings show that the emotional, instrumental and informational support provided to teachers by 
school administrators affects teachers’ subjective well-being levels, school connectedness and teaching efficacy. 
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Conclusion, Discussion and Recommendations 
 
According to the results of this study, teachers received moderate emotional and informational support from their 
administrators while they had a high level of informational support. Özdemir (2010), Derinbay (2011), Özdemir-
Demirel (2012), Doğan (2014) and Ertürk, Keskinkılıç Kara and Güneş (2016) concluded in their research that 
teachers’ perceptions of principal support were high. While it is a positive finding that the support provided to 
teachers by principals, who can be regarded as the most accessible administrator staff, is at moderate levels in 
regards to emotional and informational support and in regards to general principal support, providing higher levels 
of support to teachers is important to ensure job satisfaction, increase teachers’ well-being levels and improve 
their performance. Primarily, school administrators meet the informational or emotional support needs of teachers 
at schools. While this finding points to the fact that school administrators support teachers at a moderate level 
based on teachers’ opinions, it also raises questions about the competence of school administrators in supporting 
teachers. The factors related to school administrators’ efficacy can be listed as school administrators’ support for 
teachers’ professional development, effective communication with teachers, ensuring teachers’ participation in 
decision-making and making, and being fair, equal, and ethical. Moreover, school administrators’ informational 
support related to the professional development of teachers in many areas, such as support in planning, teaching 
methods and techniques, evaluation etc., requires efficacy and competence. Employees who believe that they are 
supported by their administrator/supervisors contribute to the organization by taking an active role in making and 
implementing creative and original decisions and developing risk-taking and problem-solving skills (Üstün, 
2018). Today, the heavy workload of school administrators (especially assistant principals) may have led to a 
decrease in their supportive behaviors towards teachers. However, most of the administrative tasks done at school 
can be handled easily through digital systems in the age of technology today. In this sense, school administrators 
can allocate time to support teachers. The fact that school administrators are responsible for supervising classes 
means that they need to support teachers at higher levels because ensuring professional development and 
providing enrichment and guidance activities are important in the 21st century supervision approach. Therefore, 
the support that school administrators will provide to teachers will ensure that their supervisory duties are more 
sensible and successful. 

School administrators’ supportive behaviors such as providing materials, meeting the needs in classrooms, 
repairing broken furniture and systems, allowing teachers to use their skills and abilities, encouraging them to 
take the initiative by increasing their motivation and empowering them ensure that educational activities are more 
efficient and effective (Ertürk, 2008) and positively affect job satisfaction and organizational commitment (Ertürk, 
2021; Purcell, Kinnie, Swart, Rayton and Hutchinson, 2009). Therefore, school administrators’ supportive 
behaviors, especially in emotional and informational dimensions, will positively affect teachers in various ways. 

Teachers’ job satisfaction was found to be “moderate”. Although it can be regarded as a positive finding, higher 
job satisfaction levels will increase teachers’ motivation, performance, commitment, professional dedication, 
student achievement and school efficiency. Employees with high job satisfaction stay in the organization longer 
(Shalley, Gilson and Blum, 2000), their intention to leave the organization decreases or disappears (Aghaei, 
Keivan and Shahrbanian, 2012) and high job satisfaction positively affects organizational productivity and 
employees’ physical and psychological conditions (De Simone, Cicotto and Lampis, 2016). In this sense, teachers’ 
job satisfaction can be increased to higher levels and their performance, professional dedication and subjective 
well-being can be improved. For this, it should be ensured that the teaching profession should be made an ideal 
profession by better incentives and teachers are offered better conditions to perform their profession. Moreover, 
higher job satisfaction will improve teachers' attitudes towards work and ensure that teachers have more positive 
attitudes, increase the quality of pedagogical activities and thus student and school performance, and consequently 
lead to a decrease in negative situations such as burnout, intention to quit work, stress, alienation and withdrawal. 
Indeed, the relevant literature supports this finding. The studies conducted by Miles (2010) and Makela (2014) 
reported that job attendance increased in teachers due to higher job satisfaction and emphasized that lower job 
satisfaction levels led to undesirable situations such as burnout, desire to quit their jobs and absenteeism. Demirtaş 
(2010) also found that as a result of the higher job satisfaction, the quality of the educational activities offered to 
students increased and the students’ achievement levels improved. 

Teachers’ subjective well-being levels were at the level of “often” in the dimension of school connectedness, 
teaching efficacy and subjective well-being total scale which points to a high level of subjective well-being. 
Öztürk (2015) reported that teachers had “high” levels of subjective well-being while Sasmoko, Herisetyantri, 
Suroso, Harisno, Ying, Rosalin, Chairiyani, Pane and Permai (2017) concluded that they had “moderate” levels 
of subjective well-being. Individuals with a high level of subjective well-being may have a healthier and longer 
life and higher performance. Therefore, these individuals display more productive and positive organizational 
behaviors (Diener and Ryan, 2009; Öztürk, 2015). 
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When teachers’ subjective well-being levels are high, both the quality of the education they provide and the 
relationship they establish with their students increase. They can establish a more positive communication with 
their students (Spilt, Koomen and Thijs, 2011; Öztürk, 2015). Subjective well-being improves social relations by 
creating a positive environment in schools (Diener and Scollon, 2014). In this sense, when teachers have positive 
assessments about their teaching efficacy and have high level of subjective well-being in general, the education 
they will provide to students will be of higher quality and more effective. Subjective well-being may directly or 
indirectly affect teachers’ motivation levels, psychological states, quality of work life, and performance, therefore, 
a high level of subjective well-being is crucial in establishing positive relationships among teachers, creating a 
healthy school climate, and ensuring that teachers, who are at the center of educational activities, fulfill their duties 
and increase their performance. 

The study found a positive and moderate relationship between school administrators’ emotional, instrumental 
support and principal support total scale and teachers’ job satisfaction and a positive and high-level relationship 
between school administrators’ informational support and teachers’ job satisfaction. This result shows that school 
administrators’ support, especially in the informational dimension, and teachers’ job satisfaction tend to move in 
the same direction. It can be argued that school administrators’ supportive behaviors towards teaching are very 
important for teachers to be productive in their educational activities and to achieve job satisfaction. School 
administrators’ support for teachers on current educational issues and encouragement for participation in 
congresses and symposiums for teachers to improve themselves in professional matters will facilitate the 
fulfillment of the professionprofession's requirements, which will increase their job satisfaction levels. Sarıkaya 
(2019) and Gülbahar (2020) reported a positive relationship between administrator support and job satisfaction. 
In this sense, the literature supports the result of this research. In addition, school administrators’ informational 
support can contribute to the success of teachers by ensuring that they are effective and productive. Thus they can 
experience the fulfillment and joy of teaching new things to their students. 

The study found that principal support influences teachers' job satisfaction. This result shows that the supportive 
behavior of the school principal has predictive power on teachers' job satisfaction. In other words, it can be 
assumed that the job satisfaction of teachers who are supported by the school principal will also increase. Many 
studies highlighted that job satisfaction and motivation of staff who felt supported by their 
administrators/supervisors increased and therefore their organizational commitment and performance improved. 
(Aarons, Sommerfeld and Walrath-Greene, 2009; Chen, Eisenberger, Johnson, Sucharski and Aselage, 2009; 
Dawley, Andrews and Bucklew, 2008; Rhoades and Eisenberger, 2006). Administrator support was found to 
affect organizational effectiveness and employee performance (Rhoades and Eisenberger, 2002; Emhan, Kula and 
Töngür, 2013), sense of belonging (Özbek and Kosa, 2009) and job satisfaction (Ingersoll, 2001; Şahin, 2013; 
Şahin and Dursun, 2009; Tillman and Tillman, 2008; Waseem, 2010). 

School administrators’ supportive behaviors in emotional, instrumental and informational dimensions affect 
teachers’ subjective well-being levels, school connectedness and teaching efficacy. School administrators’ 
supportive behaviors were found to have a predictive power on teachers’ well-being, school connectedness and 
teaching efficacy. Therefore, it can be argued that the subjective well-being levels of teachers supported by school 
administrators will increase. The studies on the organizational and individual effects of administrator/supervisor 
support in the literature concluded that administrator/supervisor support affected employees’ psychological well-
being (Ertürk et al., 2016) and their intention to quit work (Payne and Huffman, 2005; Tekleab, Takeuchi and 
Taylor, 2005; Telli, Telli, Ünsar and Oğuzhan, 2012). Moyle (1998) reported that administrator/supervisor support 
positively affected the well-being of employees. Üstün (2018) stated that administrator/supervisor support 
perception had a negative and significant effect on employees’ intention to quit their jobs. Therefore, school 
administrators’ support to teachers will increase their teaching efficacy and school connectedness; thereby their 
subjective well-being levels. Employees who believe their administrators support them are more likely to 
experience integration and identification with the organization (Üstün, 2018). Since administrative support is the 
belief of employees that they are cared for by their administrators and that their administrators value their 
contributions to the organization (Pohl and Galletta, 2016), it can be argued that teachers' subjective well-being 
is naturally positively influenced by administrators' supportive behaviors.As a result, it was found that school 
administrators’ supportive behaviors significantly affect teachers’ job satisfaction and subjective well-being 
levels. School administrators’ supportive behaviors were also found to affect teachers’ job satisfaction, subjective 
well-being levels. In this study, the finding regarding moderate levels of emotional and informational support 
provided to teachers by school administrators was noteworthy and the finding that teachers’ job satisfaction was 
moderate. The fact that the support provided to teachers by school administrators predicted both job satisfaction 
and subjective well-being revealed the importance of school administrators’ supportive behaviors. Therefore, it 
would be beneficial for school administrators to support teachers in emotional, informational and instrumental 
dimensions to increase their job satisfaction and maintain their high-level subjective well-being. Considering that 
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teachers' job satisfaction affects their performance, intention to quit work, burnout, absenteeism, quality of 
pedagogical activities and students' achievement (Demirtaş, 2010; Miles, 2010; Makela, 2014), teachers' moderate 
job satisfaction is not satisfactory because teachers are the most important and the only factor that directly affects 
the quality of pedagogical activities.The following recommendations can be made in line with the findings and 
results obtained in the research: 

1-In order to increase teachers’ principal support perceptions; the school administrators; 

a) should give their full attention to teachers while listening to them, be more honest and frank with the teachers, 
support teachers’ decisions, and make them feel valuable (emotional support dimension). 

b) should ensure that teachers are aware of current teaching methods and techniques by offering suggestions for 
the improvement of teaching in their classroom practices, be able to guide teachers’ planning, implementation and 
evaluation activities and support their participation in activities that will contribute to their professional 
development such as conferences and symposiums (informational support dimension) 

2- It is necessary to make the teaching profession more ideal with incentives to increase teachers' job satisfaction 
to higher levels. For this, teachers’ salaries and prestige in the society can be increased and teachers can be 
provided with the opportunities to develop themselves as required by the profession. 

3- Since school administrators’ supportive behaviors positively affect teachers’ subjective well-being, school 
administrators should continue providing emotional, informational and instrumental support to teachers. As 
concluded by this study, the moderate level emotional and informational support provided to teachers (as 
concluded by this study) should be increased. 

4- A qualitative research may be conducted to explore the opinions of both teachers and school administrators 
about school administrators’ support to teachers. 
 
Limitations of the Research 
 
This research is limited to the opinions of 289 teachers employed in the center of Bolu and their responses to the 
items on the Principal Support Scale, Teaching Satisfaction Scale and Teacher Subjective Well-being 
Questionnaire. 
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