International Journal of Sport Culture and Science

LA
December 2023 :11(4) ( §§ )

ISSN :2148-1148 IntJSCS
Doi : 10.14486/1ntJSCS.2023.690

Investigation of the Relationship between the Leadership Styles Perceived
by the Coaches and the Levels of Organizational Commitment

Murat KUL', Hakan KIRKBIiR?
"Bayburt Universitesi, Bayburt, Tiirkiye
https://orcid.org/0000-0001-6391-8079
?Bayburt Universitesi, Bayburt, Tiirkiye
https://orcid.org/0000-0002-4644-6716
Email: muratkul@bayburt.edu.tr , hakankirkbir@gmail.com

Tiirii: Arastirma Makalesi (Alindi: 23.11.2023 - Kabul: 08.12.2023)

Abstract

The research was conducted to examine the relationship between coaches' perceived
leadership styles and organizational commitment levels. For this purpose, people who actively
continue their coaching duties in different branches and reside in Trabzon were included in
the study. Three separate forms were used to collect data in the research. These; Personal
Information Form, Multifactor Leadership Scale and Organizational Commitment Scale.
SPSS (Version 26) was used in the analysis process of this study, which was carried out in the
relational screening model. Among parametric tests, t-test, ANOVA and Pearson correlation
analysis were used. According to the research results; There were no differences in the
variables of gender, education level, being a national athlete, type of sports branch and region
of duty. However, in the transformational leadership sub-dimension; Statistically significant
results were obtained depending on the variables of age, marital status, coaching level,
institution and tenure. In the transactional leadership sub-dimension; Statistically significant
results were obtained depending on the variables of age, perceived income status, coaching
level, institution and tenure. In the organizational commitment variable; Statistically
significant results were obtained only in the variables of perceived income status, coaching
level and tenure. Finally; It was concluded that there was a positive relationship between the
leadership styles perceived by the coaches and their organizational commitment levels.

Keywords: Coach, Leadership, Leadership Style, Organization, Organizational Commitment.
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Introduction

The phenomenon of management and leadership, which is as old as human history, is
considered the oldest art, which is a means of managing people in line with their goals. The
scientific study of management science dates back to more recent times. Therefore,
management science is considered the oldest of arts and the newest of sciences (Taylor,
2018). Needs that change according to the conditions of the day differ in the field of
leadership as well as in all areas of life. The need for leaders in many fields also appears in
the sports sector, and coaches also assume the role of leaders in the sports sector (Isik &
Serinkan, 2020).

A coach who leads a team has the foresight, personality and skills that will influence athletes
to reach their potential performance. What coaches do and how they act has a significant
impact on athletes' attitudes, emotions, stress and performance (Kul et al., 2020). Athletes
who have coaches with leadership qualities appear to be more successful in achieving their
goals because they are satisfied with the management (Cotterill & Fransen, 2016). It is
possible to call the leadership style of the coach as the set of methods that coaches will use to
make their athletes implement the decisions they will make and to lead and direct them
(Eskiecek, Bayazit & Sari, 2015).

One of the most important factors that is closely related to the coach's leadership style is
organizational commitment (Akgil & Giil, 2021). It can be said as another related field in
entrepreneurship (Ozkara, 2019). Conceptually, organizational commitment; individuals show
interest in their organization and feel a sense of belonging (Taskin & Dilek, 2010). The main
point in the success of organizations is related to the unity of employees in the organization
towards a common goal and goal and organizational commitment (Zengin, 2021). According
to Hunt and Morgan (1994), organizational commitment is individuals' belief in achieving
organizational goals, their efforts to achieve these goals, and the feeling of being willingly
present in the organization. According to Bogler and Somech (2004), commitment to the
organization consists of the elements of working for the organization, accepting the
organizational purpose, and attaching importance to staying in the organization. Mathieu and
Zajac (1990) divided the consequences of low organizational commitment into two
categories: job performance and withdrawal behaviors. Similarly, Mowday and others (1982)
argued that the worst effect of low commitment is a decrease in job performance. Sahin and
others (2021) associated low organizational commitment with low quality of life.

When the relationship between perceived leadership styles and organizational commitment is
examined, it is known that there is a relationship between employee-oriented leadership styles
such as ethical, transformational, laissez-faire and sustainer leadership styles and
organizational commitment (Soyer, Yilmaz & Sari, 2022; Jung, 2022; Ozkul et al., 2022).
Although this relationship is directly related to the coach, it also indirectly affects the athletes.
Because coaches can benefit athletes in parallel with the leadership styles and organizational
commitment levels they perceive within the organization they work for (Atrizka & Pratama,
2022).

The importance of perceived leadership style in sports is quite remarkable due to its
relationship with organizational commitment and the consideration of stakeholders affected as
a result of this relationship. Based on these data, the main purpose of this research was to
examine the relationship between the leadership styles perceived by the coaches working in
Trabzon and their organizational commitment levels.
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Methodology
Participants

The research group consists of coaches working in Trabzon province, determined by
convenience sampling method. All participants were included in the study on a voluntary
basis.

Research Design

The relational screening model, one of the descriptive research models, was used in the
research. In research conducted in the relational screening model, it is aimed to determine the
relationships between variables. In this screening model, researchers conduct statistical
analysis to test research hypotheses or to determine the distribution of the answers given to
the questions. The data obtained is associated with statistical results and interpreted (Karasar,
2005).

Data Collection

Three separate forms were sent to the participants for data collection purposes in the study.
These forms transmitted digitally; “Personal Information Form”, “Multifactor Leadership
Scale” and “Organizational Commitment Scale”.

Personal Information Form: Personal Information Form” was prepared by the researchers to
obtain the demographic information of the participants. In this form, participants; There are
questions to obtain information such as gender, age, marital status, coaching level, monthly
income, education level, years of service, status as a national athlete, institution/organization
where one works and the region where one works.

Multifactor Leadership Scale: In the research, the "Multifactor Leadership Questionnaire 5-x
short (MLQ)" scale, developed by Bass and Avolio (1995) and adapted into Turkish by
Cemaloglu (2007), was used to determine the transformational and transactional leadership
styles perceived by the coaches. The scale consists of a total of 45 items. The scale consists of
2 sub-dimensions and these are transformational leadership and transactional leadership.
Cronbach Alpha coefficients of the sub-dimensions were -calculated as a=.97 for
transformational leadership and a=.84 for transactional leadership.

Organizational Commitment Scale: Organizational Commitment Scale was developed by
Porter et al. in 1974. Erceylan conducted the Turkish reliability-validity studies of the scale in
2010. The scale consists of a total of 15 items and consists of a single dimension. The
Cronbach Alpha coefficient of the scale was calculated as a=.88 (9).

Data Analysis

The raw data obtained in the study was analyzed using SPSS (Version 26). First, descriptive
statistics of these data were calculated and it was decided that they were suitable for
parametric tests. Then, t-test was used for tests with two groups and ANOVA was used for
variables with three or more groups. The use of Pearson correlation analysis in variables such
as age and tenure was also used to test the relationship between variables. In all these tests,
the margin of error was taken into account within the "p<0.05" value range.

Findings
The findings obtained as a result of the analysis of the data are presented in tables in this
section of the research.
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Table 1. Frequency and percentage results regarding the demographic information of the
research group.

Variables Groups f %
Woman 55 215
Gender Man 201 78,5
Bad 72 28,1
Monthly Income Level Medium 167 65.2
Good 17 6,6
High School 19 7,4
Educational Status Licence 180 70,3
Postgraduate 57 22,3
ital Married 154 60,2
Marital status Single 102 398
Status of Being a No 216 84,4
National Athlete Yes 40 15,6
Individual 117 45,7
Type of Sport Team 139 54,3
1. Level 46 18,0
2. Level 91 35,5
Coaching Level 3. Level 80 31,3
4, Level 24 9,4
5. Level 15 5,9

Government
Type of Institution Institution 158 617
Private Sector 98 38,3
Task Performed Province 161 62,9
Region District 95 37,1

Table 1 shows the frequency and percentage results regarding the demographic information of
the research group. According to this data, 55 (21.5%) of the participants are female, while
201 (78.5%) are male coaches. According to the perceived monthly income level, 72 (28.1%)
of the participants are at a bad level, 167 (65.2%) are at a medium level, and 17 (6.6%) are at
a good level. Depending on the education level, 19 (7.4%) of the research group have a high
school degree, 180 (70.3%) have a bachelor's degree, and 57 (22.3%) have a postgraduate
degree. While 154 (60.2%) of the participants are married, 102 (39.8%) are single.
Considering the status of being a national athlete, it is seen that 216 (84.4%) answered no and
40 (15.6%) answered yes. According to the type of sports branch, 117 (45.7%) work as
individual coaches and 139 (54.3%) work as team sports coaches. Considering the coaching
levels, 46 (18.0%) are at the 1st level, 91 (35.5%) are at the 2nd level, 80 (31.3%) are at the
3rd level, 24 (9%) are at the 3rd level. 4) It is seen that they have a 4th level and 15 (5.9%)
have a 5th level coaching certificate. According to the type of institution they work in, 158
(61.7%) work in public institutions and 98 (38.3%) work in the private sector. According to
the region they work, 161 (62.9%) work in the city center and 95% work in the private sector.
(37.1%) work in the district.

Table 2. Descriptive statistics of the research group data.

Ade Tenure Transformational ~ Transactional Organizational
g Leadership Leadership Commitment
Average 38,40 11,01 46,82 33,59 47,50
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;t:\‘/r:gﬁgﬂ 9,980 8,381 18,367 9,541 10,514
Skewness 221 1,124 -,518 -,104 ,094
Kurtosis ,143 1,564 -,447 1,623 -,824
Minimum 18,00 1,00 18,00 12,00 25,13

Maksimum 53,00 33,00 85,26 60,25 70,33

Table 2 contains the descriptive statistics of the data regarding the research group. According
to these data, the average age of the participants was 38.40 (£9.980) and the average tenure
was 11.01 (£8.381). According to the values of the Multi-Factor Leadership Scale sub-
dimensions, the average of the transformational leadership sub-dimension was calculated as
46.82 (£18.367), while the average of the transactional leadership sub-dimension was
calculated as 33.59 (+9.541). The average of organizational commitment was found to be
47.50 (£10.514). When the skewness and kurtosis values in these data were examined, it was
decided to use parametric tests because the obtained values were between -2 and +2 (George
& Mallery, 2021).

Table 3. t-Test results for the gender variable of the research group.

Gender n Average SS. t p
Transformational ~_Woman 55 50,09 18,320
Leadershi 1,296 126
eadership Man 201 45,92 18323
Transactional Woman 55 35,30 9,933
Leadershi 1,358 149
P Man 201 33,12 9.402
Organizational Woman 55 48,50 9,975 824 148
Commitment Man 201 4723 10,664 ) )

Table 3 shows the t-test results regarding the gender variable of the research group, and
according to these data, it was determined that there was no statistically significant difference
(p>0,05).

Table 4. Pearson correlation analysis results regarding the research group's transformational
leadership, transactional leadership and organizational commitment levels and the age
variable.

Transformational Transactional Organizational

Leadership Leadership Commitment
r -,214™ -1707 -,051
Age p ,001 ,006 ,418
n 256 256 256

**p<0,01

Table 4 shows the transformational leadership, transactional leadership and organizational
commitment levels of the research group and the Pearson correlation analysis results
regarding the age variable. According to these data, a low-level negative relationship was
found between the age variable and transformational leadership and transactional leadership
(p<0,01). However, no relationship was found between organizational commitment and age
variable (p>0,05).
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Table 5. ANOVA results regarding the educational attainment variable of the research group.

Sum of
Squares sd. Mean Squares F p
Intergroup 452,224 2 226,112
Transformational - \yipin Groups 85572457 253 338231 669 513
Leadership
Total 86024,681 255
Intergroup 145,105 2 72,553
Transactional  \yiinin Groups  23071,043 253 91,190 796 452
Leadership
Total 23216,148 255
Intergroup 111,034 2 55,517
Organizational - \\uinin Groups 28077868 253 110,980 500 607
Commitment
Total 28188,902 255

Table 5 shows the ANOVA results regarding the educational status variable of the research
group. According to these data, it was found that there was no statistical difference between
the groups (p>0,05).

Table 6. ANOVA results regarding the perceived income status variable of the research
group.

Sum of Mean

Squares sd. Squares F p Difference
Intergroup 1484,601 2 742,300
Transformational \yinin Groups 84540,080 253 334,151 2221 111 ;
Leadership
Total 86024,681 255
Intergroup 1519,689 2 759,844
Transactional i Groups 21696,460 253 85757 8860 ,000+ 3>2>1
Leadership
Total 23216,148 255
Intergroup 1526,196 2 763,098
Organizational ;i Groups 26662,706 253 105386 7,241 ,001* 3>2>1
Commitment
Total 28188,902 255

*p<0,05; 1: Bad Level 2: Medium Level 3: Good Level

Table 6 shows the ANOVA results regarding the perceived income status variable of the
research group. According to these data, it was found that there was no statistical difference
between the groups in the transformational leadership sub-dimension (p>0,05). However, it
was found that there was a difference depending on the transactional leadership and
organizational commitment parameters (p<0,05). These differences arise from the fact that
coaches who perceive their average monthly income as good have a higher average score than
other groups.

Table 7. t-Test results of the research group on the marital status variable.

Marital
Status

Transformational Married 154 44,80 18,896 -2,220 ,027*

n Average Ss. t p
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Leadership Single 102 49,87 17,182
; Married 154 31,94 8,963
Transactlopal . -3,401 ,001
Leadership Single 102 36,08 9,887
ioati Married 154 46,78 9,854
Organlz.atlonal . -1,306 148
Commitment Single 102 48,58 11,402
*p<0,05

Table 7 shows the t-test results regarding the marital status variable of the research group.
According to these data, it is seen that there is a statistical difference between the groups in
the transformational leadership sub-dimension and that this difference arises from the fact that
single coaches have a higher average score compared to married coaches (p<0,05; t = -2.220).
However, it was found that there was no difference depending on the transactional leadership
and organizational commitment parameters (p>0,05).

Table 8. t-Test results of the research group on the variable of being a national athlete.

Status of Being a

National Athlete n Average 55 t P
Transformational No 216 4699 18,518 351 757
Leadership Yes 40 4591 17,724 ' ’
Transactional No 216 33,34 9,410 -923 360
Leadership Yes 40 3494 10,238 ’
Organizational No 26 4n16 10280 o 276
Commitment Yes 40 4933 11,666 ’ ’

Table 8 shows the t-test results regarding the variable of the research group's status as a
national athlete, and according to these data, it was determined that there was no statistically
significant difference (p>0,05).

Table 9. t-Test results for the research group's sport type variable.

Type of Sport n Average SS. t p
Transformational Individual 117 a8.21 16,126 1,160 247
Leadership Team 139 45,60 18,544 7 |
Transactional Individual 117 34,16 9,301 g7 382
Leadership Team 139 33,11 9,746 l |
Organizational Individual 17 arat 10.902 -,117 907
Commitment Team 139 4757 10,215 ’ '

Table 9 shows the t-test results regarding the sports branch type variable of the research
group, and according to these data, it was determined that there was no statistically significant
difference (p>0,05).

Table 10. ANOVA results regarding the coaching level variable of the research group.

Sum of sd. Mean F p Difference
Squares Squares
Transformational Intergroup 9574,194 4 2393,548 5>4

7,858 ,000*

Leadership Within Groups  76450,487 251 304,584 5>1
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Total 86024,681 255
Transactional Int.ergroup 1375,139 4 343,785
Leadership Within Groups  21841,009 251 87,016 3,951 ,004* 5>1
Total 23216,148 255
Organizational Int.ergroup 1085,389 4 271,347
Commitment Within Groups  27103,513 251 107,982 2,513 ,042* 5>1
Total 28188,902 255

*p<0,05; 1: Tier 1 Trainer 4: Tier 4 Trainer 5: Tier 5 Trainer

Table 10 shows the ANOVA results regarding the perceived income status variable of the
research group. According to these data, it was determined that there was a statistically
significant difference in all parameters and these differences resulted in the favor of 5th level
coaches (p<0,05).

Table 11. t-Test results regarding the variable of type of institution of the research group.

Type of Institution n  Average SS. t p
Government
Transformational Institution 158 44,70 19,628
Leadershi -2,368 ,019*
P Private Sector 98 50,24 15,623
Government
Transactional Institution 158 32,69 10,030 1989 -
Leadership : - 048
Private Sector 98 35,03 8,549
Government
Organizational Institution 158 47,27 10,769
Commitment -457 ,648
Private Sector 98 47,88 10,130
*p<0,05

Table 11 shows the t-test results regarding the type of institution variable where the research
group works, and according to these data, it was determined that there was a statistically
significant difference in both the transformational leadership and transactional leadership sub-
dimensions (p<0,05). These differences are due to the fact that coaches working in the private
sector achieve higher averages than coaches working in public institutions. No statistical
difference was found in the data regarding organizational commitment (p>0,05).

Table 12. Pearson correlation analysis results regarding the transformational leadership,
transactional leadership and organizational commitment levels of the research group and the
tenure variable.

Transformational Transactional Organizational
Leadership Leadership Commitment
; 227" -179” 286"
Mission Time p ,000 ,004 ,021
256 256 256

**p<0,01; *p<0,05

Table 12 shows the research group's transformational leadership, transactional leadership and
organizational commitment levels and the Pearson correlation analysis results regarding the
tenure variable. According to these data, a low-level negative relationship was found between
the tenure variable and transformational leadership and transactional leadership (p<0,01).
However, a low-level positive relationship was found between organizational commitment
and the age variable (p<0,05).
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Table 13. t-Test results regarding the region variable of the research group.

Task Performed

Region n  Average ss. t p
Transformational Province 161 41,02 18,445 228 820
Leadership District 95 46,48 18,325 ’ ’
Transactional Province 161 33,85 9,589 570 569
Leadership District 95 33,14 9,494 ' '

Organizational Province 161 47,40 10,788
Commitment District 95 47,67 10,085

-,200 ,841

Table 13 shows the t-test results regarding the variable of the region where the research group
worked, and it was determined that there was no statistically significant difference according
to these data (p>0,05).

Table 14. Pearson correlation analysis results for the research group's transformational
leadership, transactional leadership and organizational commitment levels.

Transformational Leadership  Transactional Leadership

*k Hk

r 439 ,280
Organizational commitment p ,000 ,000
256 256

**p<0,01

Table 14 shows the Pearson correlation analysis results regarding the research group's
transformational leadership, transactional leadership and organizational commitment levels.
According to these data, a positive high level relationship was found between organizational
commitment and transformational leadership, and a positive low level relationship was found
between transactional leadership (p<0,01).

Discussion and Conclusion

The first of the results obtained as a result of this study, which was conducted to examine the
relationship between coaches' perceived leadership styles and organizational commitment
levels, is related to the gender variable. According to these data, it was concluded that there
was no difference in both perceived leadership styles and organizational commitment levels.
There are studies stating that there is no difference as a result of examining the perceived
leadership style specifically for the gender variable obtained as a result of the evaluation of
the organizational members (Cop & Doganay, 2020). Contrary, there is difference between
gender variable and leadership orientation (Altinisik & Celik, 2022).

According to the research results on the age variable, it was determined that there was a low-
level negative relationship between transformational leadership and transactional leadership
and the age variable. No relationship was found depending on the age variable of the coaches
regarding their organizational commitment levels. Contrary to our research findings,
Hidiroglu (2018) did not obtain results based on the age variable. Similarly, Topaloglu and
Dalgin (2013) also stated that perceived leadership style will not differ depending on the age
variable. Zengin and Somoglu (2022) can’t find any relation depending on the age variable.
As a result of examining the data on organizational commitment in terms of biological age,
findings that did not coincide with our research findings were found (Yasar, 2015). Hatipoglu
and Zengin (2018) stated that the relationship between the perceived leadership styles of
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Generation Y and Generation X and their organizational commitment is stronger than that of
individuals from Generation.

It was concluded that there was no difference in the perceived leadership styles and
organizational commitment levels of the participants according to the educational level
variable. There are various results regarding this variable in the literature on the subject. One
of these studies is the research of Altin6z and athers (2011). In this study, they found that the
level of organizational commitment differed depending on the educational level and that
participants whose education level was primary school had a higher level of organizational
commitment. Researchers have stated that this situation may vary depending on the leadership
style perceived by the participants (Hemedoglu & Evliyaoglu, 2012). and his colleagues
obtained data contrary to our research findings and found that there were statistical
differences depending on the level of education. However, like other research findings, they
also stated that educational status does not have a definitive predictive feature, that leadership
style is a personal characteristic and cannot be predicted based on education level.

It has been determined that there are differences in the leadership styles perceived by the
coaches in our research group depending on variables such as income level, marital status,
coaching level and professional tenure (Mutlu et al., 2019). found that there was no statistical
difference regarding the variables mentioned. Hedemoglu and Evliyaoglu (2012) found that
there was no difference in all of these variables. Although this diversity of data in the
literature is not specific to domestic sources, foreign research findings have not reached a
consensus on the predictive properties of these variables as a result of a definitive
classification (Kim et al., 2019). In addition to all the data, various researchers have stated
that this diversity depends on the working conditions, the climate within the organization, and
certainly the leadership style of the manager or leader of the organization (Cakinberk &
Demirel, 2010; Yolag, 2011; Akgiil & Giil, 2021). In the light of these data, it is thought that
it is possible to obtain various data on the variables mentioned, depending on both the
individual differences of the research groups and the working conditions and the behavior of
the organization manager/leader.

Our final findings, which are thought to define our research problem, are that there is a
positive relationship between the transformational and transactional leadership styles
perceived by the coaches in the research group and organizational commitment. In this
context, it should be noted that many researchers agree that there is a relationship between
perceived leadership style and organizational commitment level (S6kmen, Kenek & Ugras,
2019; Giiler & Cinnioglu, 2021). When organizational commitment is examined on the basis
of transformational leadership and transactional leadership, which are among the leadership
styles examined within the scope of our research, the existence of this relationship is observed
and it is seen to be positive (Kara & Bozkurt, 2021; Oriicii & Zeybek, 2023).

It is thought that this increase in the organizational commitment of individuals who perceive
transformational and transactional leadership styles is due to the characteristics of their
leadership styles. The most basic characteristics of managers/leaders with a transformational
leadership style are to be effective in change, to energize employees, to enlighten them and to
contribute to their development of new skills. Transactional leaders, on the other hand, try to
support followers in achieving their expected performance in order to achieve their goals
within the existing organizational culture. It is possible that the organizational commitment
levels of employees will increase as a result of exhibiting this leadership style, which focuses
on the organization and its members and does not embrace self-centeredness.
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In this section, provide a concise summary of the main findings and their implications.
Reiterate the key contributions of your study and how they align with the research objectives
or hypothesis. Emphasize the practical significance of your results and their potential impact
on the field. Avoid introducing new information or ideas in this section; instead, focus on
summarizing what has been discussed in the previous sections. Consider addressing any
limitations and suggesting directions for future research. End with a strong concluding
statement that leaves a lasting impression on the reader, reinforcing the importance of your
work.
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