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Abstract: This research was conducted to examine the relationship between levels of wise leadership and
levels of intrinsic motivation among employees of sports organizations. Within the scope of the research, the
correlational survey model, one of the quantitative research methods, was used. The population of the study
consists of staff members employed at the Diyarbakir Provincial Directorate of Youth and Sports. The sample
group of the study consists of staff members employed at this institution who voluntarily participated in the
study. Data was collected with the consent of individuals, on a voluntary basis, and via Google Forms. The
study utilized a personal information form, the Wise Leadership Scale, and the Internal Motivation Scale for
Employees. When the participants' data were examined, the data showed a normal distribution due to the
kurtosis and skewness values being within the normal range. Due to the normal distribution of the data,
frequency and percentage values, descriptive statistics, T-test, ANOVA test, and Pearson Correlation analysis
were used in the analysis of the data to examine the relationship between the scales. When the findings of the
study were examined, it was found that in terms of the gender variable, male had a significantly higher average
score than female in terms of internal motivation levels among employees. In terms of the age variable in wise
leadership, the average scores of those aged 34 and over were significantly lower than those of younger
individuals. Regarding the seniority variable at the wise leadership level, the average scores of those with 1-4
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years and 5-8 years of experience were significantly higher than those with 9 years or more. No significant
differences were observed between groups in terms of work style within the organization and your role within
the organization. When examining the relationship between the scales, a positive, low, and significant
relationship was found between the level of wise leadership and the level of intrinsic motivation among
employees.

Keywords: Wise Leadership, Intrinsic Motivation, Personnel, Organization, Sports Organization

Oz: Bu arastirma, spor orgiitii calisanlarinda bilge liderlik diizeyleri ile igsel motivasyon diizeyleri arasindaki
iliskinin incelenmesi amaciyla yapilmistir. Arastirma kapsaminda, nicel arastirma yontemlerinden olan iligkisel
tarama modeli kullanilmistir. Arastirmanin evrenini Diyarbakir Genglik ve Spor i1 Miidiirliigiinde gérev yapan
personeller olusturmaktadir. Aragtirmanin drneklem grubunu ise bu kurumda goérev yapan ve arastirmaya
goniillii olarak katilan personeller olusturmaktadir. Veriler kisilerin rizast alinarak, goniilliiliik esasina
dayanarak ve Google Form araciligiyla veriler toplanmigtir. Calismada kisisel bilgi formu, Bilge Liderlik
Olgegi ve Calisanlar Icin Igsel Motivasyon Olgegi kullanilmustir. Katilimeilarin verileri incelendiginde,
basiklik ve carpiklik degerlerinin +1.5 normal aralikta oldugundan kaynakli veriler normal dagilim
gostermistir. Verilerin normal dagilimindan dolay1 verilerin analizinde frekans ile yiizdelik degerler,
tanimlayici istatistik, T testi, Anova testi ve Ol¢ekler arasindaki iligkide i¢in Pearson Korelasyon analizi
kullanilmistir. Aragtirmanin bulgular incelendiginde katilimcilarin cinsiyet degiskeninde ¢aligsanlar igin icsel
motivasyon diizeyinde erkeklerin kadinlara goére anlamli diizeyde puan ortalamasinin yiiksek oldugu
bulunmustur. Yas degiskeninin bilge liderlik durumunda, 34 yas ve iizerindeki bireylerin puan ortalamalari,
20-26 ve 27-33 yas araliginda olanlara gore anlamli derecede diisiik ¢ikmistir. Mesleki kidem degiskeninin
bilge liderlik diizeyinde ise, 1-4 yil ile 5-8 yil olanlarin puan ortalamalari, 9 y1l ve iizeri olanlara gére anlaml
derecede yiiksek ¢ikmistir. Kurumda c¢alisma sekli ve gorevi degiskenlerinde gruplar arasinda herhangi bir
anlaml farklilik gériilmemistir. Olgekler arasindaki iliski incelendiginde, bilge liderlik diizeyi ile ¢alisanlar
icin i¢csel motivasyon diizeyi arasinda pozitif yonlii, diisiik ve anlamli diizeyde bir iliski tespit edilmistir.

Anahtar Kelimeler: Bilge Liderlik, igsel Motivasyon, Personel, Orgiit, Spor Orgiitii
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Structured Abstract:

Change is inevitable in sports organizations. The changing and evolving world order and the sports
organizations that must maintain their existence within this order must be open to all kinds of innovation and
development and keep pace with them. Factors such as failure to accurately identify the drivers of change,
failure to implement change initiatives in a planned manner, lack of continuity, and lack of participation by
those affected by the change can be seen as reasons for unsuccessful change initiatives. Another important
issue is finding a leader to manage the change. Leadership depends on the ability to communicate effectively
about the reasons for change, to increase the potential of everyone involved in the change organization, to set
a good personal example, and to move forward at an average pace through organization (Dolasir, 2005).
Organizations can secure their future by finding meaning within themselves and discovering the area where
they are needed within their sphere of existence. Understanding and interpreting the increasingly complex and
rapidly changing world, humanity, and people is extremely valuable, but this requires more mentors and
experienced individuals with deep perspectives. At this point, it can be said that the importance of wise leaders
who rely on their values rather than just existing data and use their intuition is increasing (Tas & Alparslan,
2020). A wise leader is not motivated by self-interest, self-improvement, or self-admiration. They are motivated
by a deep desire to help others as an internalized moral imperative. Wise leaders are expected to find the best
leadership style for themselves and provide the best assistance to those they lead. Consistency between words
and actions is essential. Values that are emphasized and actions must support each other (Branson, 2009).
While the characteristics of a leader can be observed in all groups and communities, the characteristics of
leaders in sports are increasingly coming to light. Leaders who face numerous challenges in managing sports
teams and organizations are expected to go beyond their duties and manage psychological processes while
transferring their knowledge and skills. It is observed that there is a need for leaders who address individuals
one by one, value them, and support them. Being a leader who instills confidence and a sense of belonging in
the group is an essential characteristic of leaders. The necessity of being a leader goes beyond the position of
manager, the duties and authority that come with it, and requires taking initiative, being an educator, and
imparting knowledge and skills (Terlemez, 2019). Leaders must also consider the motivation levels of their
employees.

The most important aspect of motivation is understanding employee behavior and the reasons behind
it. Behind every behavior there is a desire, and ahead of it there is a goal. To achieve goals, individuals must
satisfy their desires. An individual is happy to the extent that they achieve the goals they set for themselves,
which are appropriate and unique to their own world (Tuna & Tiirk, 2006). Various motivational tools are used
at different times to motivate employees, ensure they are satisfied with their jobs, work more efficiently, and
perform better. Employees can be motivated internally by factors such as the nature of the work and personality
traits, as well as externally by factors such as salary, rewards, and additional benefits. To improve employee
performance, it is necessary to utilize internal motivation factors (Aslan & Dogan, 2020).

Objectives: This study was conducted to examine the relationship between levels of wise leadership
and levels of intrinsic motivation among employees of sports organizations. In line with this main objective,
answers to the following questions have been sought.

Is there any difference between the level of intrinsic motivation and wise leadership among sports
organization employees and their gender, age, length of service, employment status and role within the
organization?

Is there any relationship between the level of wise leadership and the level of intrinsic motivation
among sports organization employees?

Method: Within the scope of the research, the correlational survey model, one of the quantitative
research methods, was used. The population of the study consists of staff members employed at the Diyarbakir
Provincial Directorate of Youth and Sports. The sample group of the study consists of staff members employed
at this institution who voluntarily participated in the study. Data was collected with the consent of individuals,
on a voluntary basis, and via Google Forms. The data were analyzed using the SPSS 25.0 program. The study
utilized a personal information form, the Wise Leadership Scale, and the Internal Motivation Scale for
Employees. When the participants' data were examined, the data showed a normal distribution due to the
kurtosis and skewness values being within the normal range. Due to the normal distribution of the data,
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frequency and percentage values, descriptive statistics, T-test, ANOVA test, and Pearson Correlation analysis
were used in the analysis of the data to examine the relationship between the scales.

Findings: When the findings of the study were examined, it was found that in terms of the gender
variable, men had a significantly higher average score than women in terms of internal motivation levels among
employees. In terms of the age variable in wise leadership, the average scores of those aged 34 and above were
significantly lower than those of younger individuals. Regarding the seniority variable at the wise leadership
level, the average scores of those with 1-4 years and 5-8 years of experience were significantly higher than
those with 9 years or more. No significant differences were observed between groups in terms of work style
within the organization and your role within the organization.

Conclusions: When examining the relationship between the scales, a positive, low, and significant
relationship was found between the level of wise leadership and the level of intrinsic motivation among
employees. It has been found that as participants' level of wise leadership increases, their level of intrinsic
motivation also increases. Furthermore, when participants' levels of wise leadership and mntrinsic motivation
were examined, their average scores were found to be above average.

Keywords: Wise Leadership, Intrinsic Motivation, Personnel, Organization, Sports Organization
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Résumé Structuré:
Introduction:

Le changement constitue une réalité inévitable au sein des organisations sportives. Dans un ordre
mondial en constante mutation et évolution, les organisations sportives soucieuses d’assurer leur pérennité
doivent faire preuve d’ouverture a toutes les formes d’innovation et de développement, tout en étant capables
de s’y adapter de maniére continue. L’incapacité a identifier avec précision les facteurs moteurs du
changement, 1’absence d’une mise en ceuvre planifiée des initiatives de transformation, le manque de continuité
ainsi que la faible implication des parties prenantes directement concernées figurent parmi les principales
causes de I’échec des processus de changement organisationnel. Une autre question fondamentale réside dans
le choix d’un dirigeant capable de piloter efficacement ce changement. Le leadership repose sur la capacité a
communiquer de maniére efficiente les raisons du changement, a renforcer le potentiel de I’ensemble des
acteurs impliqués, a incarner un modéle exemplaire et a conduire 1’ organisation selon un rythme équilibré et
cohérent (Dolagir, 2005). Les organisations peuvent garantir leur avenir en découvrant leur propre raison d’étre
et en identifiant le domaine dans lequel elles apportent une véritable valeur au sein de leur environnement.
Comprendre et interpréter un monde de plus en plus complexe et dynamique, ainsi que les comportements
humains qui le fagonnent, représente un enjeu majeur ; cette démarche requiert toutefois des mentors et des
dirigeants expérimentés, dotés d’une vision profonde. Dans ce contexte, I’importance des dirigeants sages,
capables de s’appuyer sur leurs valeurs plutdt que sur les seules données disponibles et d’intégrer leur intuition
dans leurs décisions, ne cesse de croitre (Tas & Alparslan, 2020). Un dirigeant sage n’est ni animé par 1’ intérét
personnel, ni par la quéte d’autoperfectionnement ou d’autosatisfaction ; il est guidé par une volonté
profondément intériorisée d’aider autrui, considérée comme un impératif moral. Il est attendu de ces dirigeants
qu’ils développent le style de leadership le plus adapté a leur personnalité et qu’ils apportent le meilleur
accompagnement possible aux personnes qu’ils dirigent. La cohérence entre les discours et les actions constitue
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un principe essentiel ; les valeurs défendues doivent étre pleinement reflétées dans les comportements adoptés
(Branson, 2009). Si les caractéristiques du leadership peuvent étre observées dans tous les groupes sociaux,
celles des dirigeants du domaine sportif occupent aujourd’hui une place de plus en plus importante. Les
responsables des équipes et des organisations sportives sont désormais appelés a dépasser leurs fonctions
administratives traditionnelles en gérant également les dimensions psychologiques tout en transmettant leurs
connaissances et leurs compétences. Les organisations manifestent un besoin croissant de dirigeants capables
d’accorder une attention individualisée aux collaborateurs, de les valoriser et de les soutenir. Inspirer la
confiance et renforcer le sentiment d’appartenance au groupe constituent des qualités essentielles du leadership.
Des lors, étre leader dépasse largement le simple exercice d’une fonction de direction et des prérogatives qui y
sont associées ; cela implique de faire preuve d’initiative, d’assumer un réle pédagogique et de transmettre
savoirs et compétences (Terlemez, 2019). Les dirigeants doivent également prendre en considération les
niveaux de motivation de leurs collaborateurs.

L’aspect fondamental de la motivation réside dans la compréhension des comportements des
employés ainsi que des motivations qui les sous-tendent. Derriére chaque comportement se trouve un besoin,
et devant lui un objectif a atteindre. La réalisation des objectifs suppose la satisfaction des aspirations
individuelles. Le degré de satisfaction d’un individu dépend de sa capacité a atteindre les objectifs qu’il s’est
fixés conformément a ses propres valeurs et a son univers personnel (Tuna & Tiirk, 2006). Différents leviers
motivationnels sont mobilisés afin d’accroitre la satisfaction professionnelle, I’efficacité et la performance des
employés. La motivation peut étre alimentée par des facteurs intrinséques, tels que la nature du travail et les
caractéristiques de la personnalité, ou par des facteurs extrinséques, tels que la rémunération, les récompenses
et les avantages sociaux. Toutefois, I’amélioration durable de la performance des collaborateurs repose
principalement sur I’activation des facteurs de motivation intrinséque (Aslan & Dogan, 2020).

Objectifs:

Cette étude vise a examiner la relation entre le niveau de leadership sage et le niveau de motivation
intrinséque des employés des organisations sportives. Dans cette perspective, les questions de recherche
suivantes ont été¢ formulées :

. Existe-t-il des différences significatives dans les niveaux de leadership sage et de motivation

intrinséque selon le sexe, 1’age, I’ancienneté, le statut d’emploi et la fonction exercée au sein de I’organisation
9

. Existe-t-il une relation significative entre le niveau de leadership sage et le niveau de
motivation intrinséque des employés des organisations sportives ?

Méthodologie:

Cette recherche repose sur un modéle d’enquéte corrélationnelle relevant des méthodes quantitatives.
La population de I’étude est constituée des employés de la Direction provinciale de la Jeunesse et des Sports,
tandis que 1’échantillon comprend les personnels exergant au sein de cette institution. Les données ont été
recueillies sur une base volontaire, avec le consentement éclairé des participants, au moyen de Google Forms.
Les analyses statistiques ont été réalisées a 1’aide du logiciel SPSS 25.0. Les instruments de collecte des
données comprenaient une fiche d’informations personnelles, 1’Echelle du Leadership Sage et ’Echelle de
Motivation Intrinséque des Employés. Les coefficients d’asymétrie (skewness) et d’aplatissement (kurtosis)
ayant confirmé la normalité de la distribution des données, les analyses ont mobilisé les fréquences et
pourcentages, les statistiques descriptives, le test ¢ de Student, ’analyse de variance (ANOVA) ainsi que le
coefficient de corrélation de Pearson afin d’examiner les relations entre les variables.

Résultats:

Les résultats réveélent que, selon le sexe, les hommes présentent un niveau de motivation intrinseéque
significativement plus élevé que les femmes. Concernant 1’age, les participants agés de 34 ans et plus
obtiennent des scores moyens significativement inférieurs en matiére de leadership sage par rapport aux
groupes plus jeunes. S’agissant de I’ancienneté, les employés ayant entre 1 et 4 ans ainsi qu’entre 5 et § ans
d’expérience affichent des niveaux de leadership sage significativement plus élevés que ceux disposant de neuf
années d’expérience ou davantage. En revanche, aucune différence statistiquement significative n’a été
observée selon le mode d’emploi ou la fonction occupée au sein de 1’organisation.
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Conclusion:

L’analyse des relations entre les variables met en évidence une corrélation positive, faible mais
statistiquement significative, entre le niveau de leadership sage et le niveau de motivation intrinséque des
employés. Les résultats indiquent qu’une augmentation du niveau de leadership sage s’accompagne d’une
¢lévation du niveau de motivation intrinséque. En outre, les scores moyens relatifs au leadership sage et a la
motivation intrinséque se situent au-dessus du niveau moyen, traduisant des perceptions globalement
favorables des participants a 1’égard de ces deux dimensions.

Mots-clés: Leadership sage, motivation intrinséque, personnel, organisation, organisation sportive.

Resumen Estructurado:
Introduccion:

El cambio constituye una realidad inherente a las organizaciones deportivas. En un orden mundial
caracterizado por una transformacioén continua, las organizaciones deportivas que aspiran a mantener su
sostenibilidad y competitividad deben permanecer abiertas a toda clase de innovaciones y desarrollos,
adaptandose de manera permanente a las nuevas dindmicas. Factores como la incapacidad para identificar con
precision los impulsores del cambio, la ausencia de una implementacion planificada de las iniciativas de
transformacion, la falta de continuidad y la escasa participacion de los individuos afectados por dichos procesos
representan algunas de las principales causas del fracaso del cambio organizacional. Otro aspecto esencial
consiste en identificar un lider capaz de gestionar eficazmente dicho proceso. El liderazgo depende de la
capacidad para comunicar de forma efectiva las razones del cambio, potenciar las capacidades de todos los
actores involucrados, constituirse en un modelo ejemplar y conducir el proceso de transformacion
organizacional con un ritmo equilibrado y sostenible (Dolasir, 2005). Las organizaciones pueden asegurar su
futuro encontrando sentido dentro de si mismas e identificando el ambito en el que resultan necesarias dentro
de su entorno de actuacion. Comprender e interpretar un mundo cada vez mas complejo y dinamico, asi como
la naturaleza humana y sus comportamientos, constituye un desafio de gran relevancia, lo que exige la presencia
de mentores y lideres con experiencia y una vision profunda. En este contexto, adquieren una importancia
creciente los lideres sabios, quienes fundamentan sus decisiones en un sistema de valores mas que en los datos
disponibles y complementan su juicio con la intuicién (Tas & Alparslan, 2020). Un lider sabio no actia
motivado por el interés personal, el perfeccionamiento individual o la autoadmiracion; por el contrario, su
comportamiento esta guiado por un profundo deseo de ayudar a los demds como un imperativo moral
interiorizado. Se espera que estos lideres desarrollen el estilo de liderazgo mas adecuado a sus caracteristicas
personales y proporcionen el mayor apoyo posible a quienes dirigen. La coherencia entre el discurso y la accion
constituye un requisito indispensable, de modo que los valores defendidos se reflejen plenamente en las
practicas desarrolladas (Branson, 2009). Aunque las cualidades del liderazgo pueden observarse en todos los
grupos y comunidades, las caracteristicas especificas del liderazgo deportivo han adquirido una relevancia
creciente. Los lideres responsables de gestionar equipos y organizaciones deportivas deben trascender las
funciones administrativas tradicionales, administrando también los procesos psicologicos y transmitiendo
conocimientos y competencias. Asimismo, existe una necesidad creciente de lideres capaces de atender a cada
individuo de manera personalizada, reconocer su valor y brindarle apoyo. Inspirar confianza y fortalecer el
sentido de pertenencia dentro del grupo constituye una caracteristica esencial del liderazgo. En consecuencia,
ejercer el liderazgo implica mucho mas que ocupar un cargo directivo y disponer de determinadas competencias
formales; exige asumir iniciativas, desempefiar una funciéon educativa y transferir conocimientos y habilidades
(Terlemez, 2019). Ademas, los lideres deben considerar los niveles de motivaciéon de sus colaboradores.

El aspecto mas importante de la motivacion consiste en comprender el comportamiento de los
empleados y las razones que lo sustentan. Detras de toda conducta existe una necesidad y, frente a ella, un
objetivo que alcanzar. Para lograr dichos objetivos, las personas deben satisfacer sus necesidades y
aspiraciones. El grado de satisfaccion individual depende del nivel de consecucion de los objetivos que cada
persona establece de acuerdo con su propio contexto y sistema de valores (Tuna & Tiirk, 2006). Con el
proposito de incrementar la satisfaccion laboral, mejorar la eficiencia y elevar el rendimiento, las
organizaciones emplean diversos instrumentos de motivacion. Los trabajadores pueden sentirse motivados
tanto por factores intrinsecos, como la naturaleza del trabajo y los rasgos de personalidad, como por factores
extrinsecos, entre ellos la remuneracion, las recompensas y las prestaciones adicionales. No obstante, para
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mejorar de manera sostenible el desempefio de los empleados resulta fundamental fortalecer los factores de
motivacion intrinseca (Aslan & Dogan, 2020).

Objetivos:

El presente estudio tuvo como objetivo principal analizar la relaciéon existente entre el nivel de
liderazgo sabio y el nivel de motivacion intrinseca de los empleados de las organizaciones deportivas. En
consonancia con este propdsito general, se formularon las siguientes preguntas de investigacion:

. (Existen diferencias significativas en los niveles de liderazgo sabio y motivacion
intrinseca segun el sexo, la edad, la antigiiedad laboral, la modalidad de empleo y el rol desempefiado
dentro de la organizacion?

. (Existe una relacion estadisticamente significativa entre el nivel de liderazgo sabio
y el nivel de motivacion intrinseca de los empleados de las organizaciones deportivas?

Metodologia:

La investigacion se desarrolldé mediante un modelo correlacional de encuesta, enmarcado dentro de
los métodos cuantitativos de investigacion. La poblacion estuvo constituida por los empleados de la Direccion
Provincial de Juventud y Deportes, mientras que la muestra estuvo integrada por el personal que desempefiaba
funciones en dicha institucion. Los datos fueron recopilados de forma voluntaria, con el consentimiento
informado de los participantes, mediante Google Forms. El analisis estadistico se llevo a cabo utilizando el
software SPSS 25.0. Como instrumentos de recogida de datos se emplearon un formulario de informacion
personal, la Escala de Liderazgo Sabio y la Escala de Motivacion Intrinseca para Empleados. Dado que los
coeficientes de asimetria y curtosis evidenciaron una distribuciéon normal de los datos, se aplicaron analisis de
frecuencias y porcentajes, estadisticos descriptivos, la prueba ¢ de Student, el analisis de varianza (ANOVA) y
el coeficiente de correlacion de Pearson para examinar las relaciones entre las variables.

Resultados:

Los resultados mostraron que, en funcién del sexo, los hombres presentaron niveles de motivacion
intrinseca significativamente superiores a los de las mujeres. En relacion con la edad, los participantes de 34
afios 0 mas obtuvieron puntuaciones medias significativamente inferiores en liderazgo sabio respecto de los
grupos de menor edad. En cuanto a la antigiiedad laboral, los empleados con entre uno y cuatro afios y entre
cinco y ocho afios de experiencia alcanzaron puntuaciones significativamente superiores en liderazgo sabio en
comparacion con aquellos que acumulaban nueve afios o mas de servicio. Por otra parte, no se identificaron
diferencias estadisticamente significativas en funcion de la modalidad de trabajo dentro de la organizacion ni
del rol desempeifiado.

Conclusiones:

El analisis de la relacion entre ambas escalas reveld la existencia de una correlacion positiva, de baja
magnitud y estadisticamente significativa entre el nivel de liderazgo sabio y el nivel de motivacion intrinseca
de los empleados. Los resultados indican que el incremento del liderazgo sabio se asocia con un aumento de la
motivacion intrinseca. Asimismo, se observé que las puntuaciones medias correspondientes tanto al liderazgo
sabio como a la motivacion intrinseca se situaban por encima del nivel medio, lo que refleja percepciones
globalmente favorables respecto de ambas variables.

Palabras Clave: liderazgo sabio, motivacion intrinseca, personal, organizacion, organizacion
deportiva.
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CTpyKTypUpOBaHHASI AHHOTAIUS:
BBenenue:

V3MeHeHus SBNIAIOTCS HEOThEMIIEMON XapaKTEePUCTUKOMN NEesTeIbHOCTH CIIOPTUBHBIX OpraHU3alui.
B ycioBusX TOCTOSHHO TpaHC(HOPMHUPYIOIIETOCS MHPOBOTO TMOPSAKAa CIOPTUBHBIC OpraHU3aIldH,
CTpeMsIIIMeCS COXPaHHTh CBOK YCTOHYMBOCTh M KOHKYPEHTOCIIOCOOHOCTB, NOJDKHBI OBITH OTKPBITHI K
UHHOBAIlMSIM U Pa3BUTHIO, a Talke oO0JIafaTh CIOCOOHOCTHIO CBOEBPEMEHHO aJalTHUpOBaThci K
MPOUCXOIAIINM H3MEHeHHAM. K dHcily OCHOBHBIX NPUYHMH HEYNAYHOW pealn3alliil OpTraHU3aIlOHHBIX
npeoOpa3oBaHUil OTHOCSATCS HECIIOCOOHOCTH TOYHO ONMPEACTHUTH NBIKYIIHE CHIIBI U3MEHEHUH, OTCYTCTBUE
CHUCTEMHOTO IUTAaHHUPOBAHMA IpoIrecca MpeoOpa3oBaHMiA, HETOCTATOYHAS IMPEEMCTBEHHOCTH IMPOBOIUMBIX
MEpPOTIPUATHH, a TakKe HU3KAH YPOBCHb BOBJCUCHHOCTH JIWI, HEIOCPEACTBEHHO 3aTparuBacMbIX
n3MeHeHnsIMU. He MeHee BakHOU 3amaveill sBIsETCS BBIOOP JHIepa, COCcOOHOTO 3(h(EKTHBHO YIPaBIATH
npolueccoM M3MeHeHHH. JIMaepcTBO OCHOBBIBAaETCS Ha CHOCOOHOCTH yOEIUTENbHO OOBSCHATH IPHYMHBI
npeoOpa3oBaHuii, pacKphIBaTh  IMOTCHIMAA BCEX  YYAaCTHUKOB  OPraHU3AIMOHHBIX  H3MCHCHU,
JACMOHCTPUPOBATH JIMYHBINA pumMep u I10CJICA0OBATCIBHO npoJaABUTaTh OpraHu3alnuro BIIEpEa B
cbanmancupoBanaoM temiie (Dolasir, 2005). Opranu3aiuu crmocoOHbI 00€CIICUNTh CBOS YCTOHYHMBOE OymyIee
MOCPEICTBOM OCO3HAHUS COOCTBEHHON MHCCHM U OIpEAeTcHUs TOH cdepbl, B KOTOPOH OHHM 00IagaroT
HauOoJbIIed OOIIECTBEHHON 3HAUMMOCTBIO. OCMBICIIEHHE WM HWHTEpIpeTanus Bce 0Oojee CIO0XKHOTO U
JTUHAMUYHO M3MEHSIOIIETOCS MHpa, a TAK)KE IIOHAMaHUe ITPUPOJIBI YeIOBeKa TPEOYIOT HAIMIHs HACTABHUKOB
U PYKOBOJHTENEH, 00Nagaromux rryOOKUM Mpo(ecCHOHAIFHBIM OIBITOM M CTPATerHYeCKUM BHICHHEM. B
9TOM KOHTEKCTE BO3pacTaeT 3HaUCHIE MYAPHIX JINACPOB, KOTOPBIC MPHHUMAOT PEIICHUS, OMTHUPAsCh HE TOIBKO
Ha MMEIOIINECS JaHHbIe, HO U Ha COOCTBEHHYIO CHCTEMY IICHHOCTEH M MHTYHTHBHOE TIOHUMAaHUE CHUTYAIHH
(Tas & Alparslan, 2020). Mynpeiif nuaep He PYKOBOICTBYETCS JIMIHOM BBITOJOW, CTpPEMJICHHEM K
CaMOCOBEPIIICHCTBOBAaHHIO WM  CaMOYTBEPXKICHHIO. Ero  nesaTeIpbHOCTE  OMpenenseTcs TIIyOOKo
HUHTECPHUOPU3UPOBAHHBIM HPABCTBEHHBIM CTPEMJICHHUEM IMPUHOCUTL IOJB3Y JAPYTIHUM. HpennonaraeTCﬂ, 4qTo
TaKOM JUAEp crocodeH chopMHUpoBaTh HanboIee F3PGEKTUBHBIHN Tt ce0sl CTHUIIb PYKOBOJCTBA M 00CCIICUUTh
MaKCHUMaJIbHYIO OAJEP>KKY BO3IVIABIIAEMBIM UM COTpyAHUKAM. IIpu 3TOM NpuHIMNNAIBHOE 3HAUEHUE UMEET
COTJIACOBAHHOCTb MECXKAY JACKIapUPYEMBIMHU MHNECHHOCTAMU U NPAKTHYCCKUMU ﬂeﬁCTBHHMH; HECHHOCTHBIC
YCTaHOBKH NOJIXKHBI HAaXOAWUTb HEMOCPCIACTBEHHOC OTPAXKCHUEC B YIPABJICHYECKOM IMOBEACHUHN (Branson,
2009). XoTs IuaepcKre KauecTBa MPOSIBISIIOTCS] BO BCEX COIMAIBHBIX TPYTIax U COOOIIEeCTBaX, 0COOEHHOCTH
JHUIEPCTBA B CIIOPTHBHOI chepe mproOpeTaroT Bce Ooblee HayqHOe 3HaYCHHE. PYKOBOIUTEIH CIOPTUBHBIX
KOMaHJ ¥ OpraHW3alHi TOJDKHBI HE TOJBKO BHITOJHATH aJIMUHHCTPATUBHBIC (DYHKIHH, HO W YIPABIATH
TICUXOJIOTMYECKUMHE TIPOIlecCaMy, OJHOBPEMEHHO IiepelaBas COTPYIHHKAM 3HAHUS W MPOQEeCCHOHANBHBIC
komrereHIIMA. COBpeMEHHBIC OPTraHM3alMU FHCIBITHIBAIOT BO3PACTAOIIYI0 MOTPeOHOCTH B JHIEpaXx,
YAETSIOMUX BHUMAHUE KaXKJIOMY COTPYIHUKY, IPU3HAIOIIUX €TI0 IEHHOCTh U 0Ka3bIBAIOIINX €MY MOAIEPKKY.
CrocoOHOCTh (opMUPOBaTH aTMocdepy JOBEPUS W YKPEIUISATh YYBCTBO MPHHAIEKHOCTH K KOJUIEKTHUBY
SBISICTCA OJHOM W3 KIIIOUEBBIX XapakTepucTUK d¢pdextuBHOro mmuaepa. CiemoBaTenbHO, IJHAEPCTBO
3HAYMTENBHO BBIXOUT 32 paMKH (hOpPMAaTTbHOM YIIPaBICHYECKOH JOHKHOCTH 1 CBSI3aHHBIX C HEH MOJTHOMOYHHA,
Ipearnonaras HHUIHATHBHOCTD, BBHIITOJHEHWE 00pa3oBaTelNbHON (QYHKIMM M Iepefady 3HAaHWH M HaBBIKOB
(Terlemez, 2019). Kpome ToT0, pyKOBOAWTENN TOJDKHBI YUYUTHIBATh YPOBEHH MOTHBAIIMH CBOUX COTPYAHUKOB.

HawnbGonee CYIIECTBECHHBIM aCIICKTOM MOTHUBAIIUN ABJIACTCSA MOHUMAHHUE ITOBCIACHUSA pa6OTHI/IKOB u
JexKalmux B €ro OCHOBC MOTHBOB. Ka)KHOC HGﬁCTBHC 06YCJ'IOBJ'IGHO OHpCIlCJ'ICHHOﬁ HOTpe6HOCTI)IO u
OPHUCHTHUPOBAHO HA JOCTHKCHUC KOHKpCTHOﬁ CJINn. I[J'IH JOCTUKCHHS MTOCTAaBJICHHBIX Heﬂeﬁ YCJIOBECK JOJIKCH
YAOBJIETBOPUTH COOCTBEHHEIE HOTpC6HOCTI/I U CTpEMJICHUS. CrerneHb YAOBJIIETBOPECHHOCTU JIMYHOCTU
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olpeneNsieTcss YPOBHEM JOCTIDKCHMS LeNiel, COOTBETCTBYIOIIMX €€ HHIMBHAYAIbHBIM LEHHOCTSIM H
xku3HeHHOMY Mupy (Tuna & Tiirk, 2006). JI1s MOBBIIEHNST yIOBISTBOPSHHOCTH TPYIOM, 3()(HEeKTHBHOCTH
JEATeIBHOCTH ¥ IPOM3BOAUTENIHOCTH —OpPraHM3alMil IPUMEHSIOTCS pa3jiMyHble MOTHBAIIMOHHEIC
MHCTPYMEHTHI. PaOOTHHKH MOTYT MOTHBHPOBATBCS KaK BHYTPEHHUMH (aKTOPaMH, TAKUMHU KaK COJICpIKaHUEe
TpyJa ¥ MHAWBHIYaJbHBIE OCOOCHHOCTH JINYHOCTH, TaK W BHELIIHUMHU CTHMYJIaMH, BKJIIOYas OIUIATy TPYAa,
BO3HAIPaKICHUS ¥ JOIOJHUTENbHBIC COLMAIbHBIC JIBIOTEL. BMecTe ¢ TeM yCTOWYMBOE ITOBBINICHHE
3G PEKTUBHOCTU JESTENFHOCTH COTPYAHUKOB TPEeOyeT NpexIe BCEro pa3BUTHs (aKTOPOB BHYTpPEHHEH
MotuBaruu (Aslan & Dogan, 2020).

Ile.m, HCCJICA0OBAHUSA:
Hactosiiee uccnenoanue HalpaBJICHO Ha M3Y4YCHUEC B3aMMOCBA3U MCKAY YPOBHEM MYJIPOIro JUACPCTBA U
YPOBHEM BHyTpeHHeﬁ MOTHUBallMHU pa60THI/IKOB CIIOPTUBHBIX opraHmauHﬁ. B cooTBeTcTBUM ¢ OCHOBHOM
OCIbIO OBLIN [TOCTABJICHEI CJICAYIOMINE UCCICA0BATCIBCKUE BOIIPOCHI:

. CymiecTBYIOT M CTaTHCTHYECKH 3HAYMMBIC Pa3IMuUs B YPOBHIX MYZAPOTO JHAEPCTBA U
BHYTPEHHEH MOTHBAaIUN paOOTHUKOB CIIOPTUBHBIX OpPraHM3aIMi B 3aBHCHMOCTH OT II0JIa, BO3pacTa, CTaxa
paboThI, HOPMBI 3aHATOCTH U 3aHUMAEMOH JTOJKHOCTH?

. CymiecTByeT JM CTAaTUCTHYECKH 3HAYMMAas B3aMMOCBSI3b MEXKAY YPOBHEM MYJIPOTO
JIMIEpPCTBA M YPOBHEM BHYTPEHHEH MOTHBAIlMM paOOTHUKOB CIIOPTUBHBIX OpraHU3anuii?

MeToaosorus:

HccnenoBaHue BBIIOJHEHO B PaMKaX KOPPETALMOHHOIO  0OCIIeOBAaTENIbCKOTO  JIU3aiiHa,
OTHOCSIIEroCs K KOJMYECTBEHHBIM METO/aM HCCIeNOBaHMs. [eHepalibHyl0 COBOKYITHOCTH COCTaBHJIH
coTpyIHUKU [IpOBHHIMANBHOTO YNpaBIEHHS IO JejlaM MOJIOAEKH U CIOpTa, & BBIOOPKY — pPabOTHUKHU
JaHHOro yupexaeHusa. COOp [OaHHBIX OCYLIECTBIUICS Ha JOOPOBOJIBHOH OCHOBE IOCIE IIOMY4eHHS
MH()OPMHUPOBAHHOTO COIJIACHsl YYaCTHHKOB mocpencTBoM Iiatgopmel Google Forms. Crartuctuueckas
00paboTka MaHHBIX MPOBOIWIACH C WCIIONB30BaHHEM mporpamMHoro makera SPSS 25.0. B kagectse
HMHCTPYMEHTOB HCCIICIOBAHUS HCIONB30BAINCh AHKETa COIMANbHO-AeMorpaduieckux naHHbIX, llIkama
mynporo nmuaepcrtBa (Wise Leadership Scale) m Illkama BHyTpeHHe# MoTmBammu paboTHHKOB (Internal
Motivation Scale for Employees). Aranu3 ko3 QHUINESHTOB aCHMMETPHH U dKCIecca IMOKa3al COOTBETCTBHE
JAHHBIX HOPMAaJBHOMY DPACHpENeNICHHIO, BCIEACTBHE 4YeTOo OBbUIM NMPHMEHEHBI YAaCTOTHBIH aHalW3, pacuer
MPOLEHTHBIX PacIpeesIeHNI, METO bl OIMCATENbHON CTATUCTHKH, {-KpuTepuil CThIOIEHTA, 0THO(DaKTOPHBIH
mucriepcroHHbIH aHanu3 (ANOVA) u xoppenauuonHsiit anamms [Iupcona.

PesyabTarsi:

Pe3ynbraThl mccienoBaHMSA IIOKa3alM, YTO MO IIOKA3aTeN0 BHYTPEHHEH MOTHBAIIMH MYXYHHBI
MIPOJEMOHCTPUPOBAIN CTAaTUCTHYECKH 3HAUYMMO Oojiee BBICOKHE CpeIHHE 3HAYCHHA 10 CPaBHEHHIO C
JKeHITMHaMU. 110 BO3pacTHOMY KpUTEPHIO YCTAaHOBJIEHO, YTO YUYAaCTHUKHU B Bo3pacTe 34 JeT U cTapiie uMeln
CTaTHCTHYECKH 3HAYNMO OoJiee HU3KHE IOKa3aTeNId MyApOro JIMAEPCTBa 10 CPAaBHEHHUIO C 00Jiee MOJIOBIMH
cotpynHukamu. 1o mokasarento TpyJOBOTO CTaXka COTPYJHHKH cO cTakeM OoT | 10 4 set u ot 5 1o 8 ner
MPOJIEMOHCTPUPOBAIIN CTATUCTUYECKH 3HAYMMO O0Jiee BEICOKHE YPOBHU MY/IPOTO JIMJIEPCTBA 110 CPABHEHUIO C
pabOTHHKaMH, UMEIOIINMHE CTaX JIEBATH JeT U Oojee. BMecTe ¢ TeM cTaTHCTHYECKN 3HAYUMBIX Pa3nyiuii 1Mo
Croco0y OpraHu3aIiy TPyJa U 3aHUMaeMOH JJOJDKHOCTH BBISIBIICHO HE OBLIO.

3akiioueHue:

KoppensnuoHHsIii aHanW3 BBIIBIII MOJOXHUTENBHYIO, CIa0yl0, HO CTaTUCTHYECKH 3HAYNMYIO
B3aMMOCBS3b MEXAY YPOBHEM MYJApOTO JHIAEPCTBA M YPOBHEM BHYTPEHHEH MOTHBAIMM pPaOOTHHKOB
CIIOPTUBHBIX opraHuzauuil. IlonyueHHble pe3ysbTaThl CBUAETENBCTBYIOT O TOM, YTO IOBBIIIEHUE YPOBHS
MYZApOro JUAECPCTBA COIIPOBOXKAAETCS YBEIMYCHUEM YPOBHSI BHYTPEHHEH MOTMBALUU COTPYIHUKOB. Kpome
TOT0, CPEIHUE 3HAYEHUs IO0Ka3aTened Kak MyJporo JUAEPCTBA, TaK U BHYTPEHHEN MOTHBALMM OKa3aluCh
BBIIIIE CPEJHETO YPOBHSA, YTO CBHICTEIBCTBYET O CPAaBHUTEIBHO BBICOKOM YpPOBHE pa3BHTHS 00emx
HCCJIEyEMBIX XapAKTEPUCTHK.

KiaoueBble cioBa: Myapo€ JHACPCTBO, BHYTPCHHSAA MOTHUBALMA, [ICEPCOHAJ, OpraHusanud,
CIIOPTUBHAs OpraHru3anusi.
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T TS B URGcH DI TG H SFRR FX (Dolasir, 2005) | TS 3O AR AT o1 JiS 74T 30
T & A g+t FARRIy YfierT Pt U b 31U HiTsy & QRIET &1 Tehd ¢ | ditg Tifa @ ufkafda
3R SIS Sfed B faey qUT HT-d TR &1 THST 3R IYD! RS FH3AT Sidd gyl 8, foras
1T T8 EBHIU 3R SFIHT  HU= ANTGRIP T Aqabars]l B IRl gl ol 39 ¥ad § 34
A A3l BT Hed FRR 96 8T 8, o Had Juasy 3Hidws! R AR 7 |HR 30 geaf iR sfaef®
& IATYR W FA0fT A § (Tas & Alparslan, 2020) | FFSAA a1 W, e fae a1 Srer-u=in § R &t
B, etk ORI BT TSI B DI TERTs I AT Afdes ufdagdr ¥ ORa giar 81 T2 Aarsit § aer
@I ST § fob & 3o fory Taifies Iugad Agw@ el fawRid &Y aut o it &t wataw Anfezi
3R TGN U B3 | 3P HYF 3R AR & T Yuf JIHor g HTIAF &; For Jedi )R 3 9 o
€, 4 3% dgR A W Wy wu § uRkafdd g9 91T (Branson, 2009)|u'aﬁﬁac—q'$11mmﬁw§‘r3hv
TRl § S O Iavd &, IR WA Aqgd 31 ARy faRivad ada 90g & o1 Wy 0 9 3R
I 31T & | W Y 3R [ WS BT AJd B a1 AfGad F Ul 1 STt & fob 3 Had U=
! a Wit 71 38, 9fch I Td SINA & §IAIR0T & IY-T1Y AAdT-G ufsharadt o1 Hf gt
TaeE B | TS T AT B Al SgHd B o ! 8§ off UA® Afad IR AfadiTd ©0 F &1 €,
D! TRAT BT WHR B qUT I RO Tga1 UgH &< | 95 T [y 3R 30-@ Bt U1 Sedd Bl
wuwﬁmmq@ﬁw%@ﬂwmmwmmawmmamwm
T8 8, Sfcwr TN Ugd He1, RIeonerd YA UM auT 319 Ud HIRId &1 gaiaRor w1 of wfferd
%(Terlemez,zow)lmaﬁ,%ﬁ%ﬁaﬁﬁﬁﬁ%ﬁw-ﬁwﬁwﬁamﬁw%

TRUT &7 Yo HedYU! Uef HHATRA! & STIgR adl 39 U g SRl &) qugmn 31 uds
AR & WS BIS 7 Pls ATIHT BIdT § IUT TP I [hal A8 o1 i o1 3R I eIt
21 3T &Y B! Ut 3 o safaaat &t Sruit siaxgerarsii ud sasienatt o gfd w3t gl | 1 safad b
TGP 39 a1 R MR B} © & 98 1w st sitar-eReiun 3R Hedii & 3y Fufa wedt @
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E%W:
S LT D1 G- I WA A3 &b HHARA H FGH A (Wise Leadership) o WR T HTdARD
URUT (Intrinsic Motivation) & R o AL &Y BT URIE0T HAT AT 59 T Ie-d & A&7 fafarad
ST Uil o IR Jiol TTT:

. FT A YS! & HHANRA! & A g a7 i IRUM & wRl J fef,
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T B8 Wi ey faemE 82
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srifafe:
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Yapilandirilmis Ozet:

Spor kuruluslarinda degisim kaginilmazdir. Degisen ve gelisen diinya diizeni ile bu diizen iginde
varliklarini siirdirmek zorunda olan spor kuruluslari, her tirlii yenilik ve gelisime agik olmali ve ayak
uydurmalidir. Degisimin itici gii¢lerinin dogru bir gekilde tespit edilememesi, degisim girisimlerinin planlt bir
sekilde uygulanamamasi, siirekliligin saglanamamasi ve degisimden etkilenen kisilerin siirece yeterince dahil
edilememesi gibi faktorler, basarisiz degisim girisimlerinin nedenleri olarak goriilebilir. Bir diger 6nemli konu
da, bu degisimi yonetecek bir lider bulmaktir. Liderlik, degisimin gerekcelerini etkili bir sekilde aktarabilme,
degisim siirecine dahil olan herkesin potansiyelini artirabilme, iyi bir kisisel 6rnek teskil edebilme ve
organizasyon genelinde makul bir hizda ilerleyebilme becerisine baglidir (Dolasir, 2005). Kuruluslar, kendi
iclerinde bir anlam bularak ve varlik alanlar1 i¢inde kendilerine ihtiya¢ duyulan alani kesfederek geleceklerini
giivence altina alabilirler. Giderek daha karmagik hale gelen ve hizla degisen diinyay1, insanlig1 ve insanlari
anlamak ve yorumlamak son derece énemlidir. Bunun i¢in derin bir bakis acisina sahip daha fazla akil hocasi
ve deneyimli kigiye ihtiya¢ vardir. Bu noktada, sadece mevcut verilere degil, kendi degerlerine de glivenen ve
sezgilerini kullanan bilge liderlerin 6neminin giderek arttig1 sdylenebilir (Tas & Alparslan, 2020). Bilge bir
lider, kisisel cikar veya kendine hayranlik gibi nedenlerle hareket etmez. Onlar1 harekete geciren,
igsellestirilmis bir ahlaki zorunluluk olarak bagkalarina yardim etme konusundaki derin arzudur. Bilge
liderlerin kendileri i¢in en uygun liderlik tarzini bulmalar1 ve yonettikleri kisilere en iyi destegi saglamalar
beklenir. Sézler ve eylemler arasinda tutarlilik olmasi ¢ok dnemlidir. Vurgulanan degerler ve eylemler birbirini
desteklemelidir (Branson, 2009). Bir liderin 6zellikleri her tiirlii grup ve toplulukta gdzlemlenebilse de, spor
diinyasindaki liderlerin Ozellikleri giderek daha fazla On plana ¢ikmaktadir. Spor takimlarini ve
organizasyonlarini yonetirken sayisiz zorlukla kars1 karsiya kalan liderlerin, gérevlerinin dtesine gegerek bilgi
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ve becerilerini aktarirken psikolojik siirecleri de yonetmeleri beklenmektedir. Bireylerle tek tek ilgilenen,
onlara deger veren ve onlart destekleyen liderlere ihtiya¢ oldugu goriilmektedir. Gruba giiven ve aidiyet
duygusu asilayan bir lider olmak, liderlerin vazgecilmez bir 6zelligidir. Lider olmanin gerekliligi, yonetici
pozisyonunun ve bununla birlikte gelen gorev ve yetkilerin 6tesine geger; inisiyatif almayi, egitmen olmay1 ve
bilgi ile becerileri aktarmayi gerektirir (Terlemez, 2019). Yoneticiler, ¢alisanlarinin motivasyon diizeylerini de
g0z Oniinde bulundurmalidir.

Motivasyonun en dnemli yonii, ¢alisanlarin davranislarint ve bu davraniglarin ardindaki nedenleri
anlamaktir. Her davranigin arkasinda bir istek, 6niinde ise bir amag vardir. Hedeflerine ulasmak i¢in, bireylerin
arzularini tatmin etmeleri gerekir. Bir birey, kendi diinyasina 6zgii ve uygun olan, kendisi igin belirledigi
hedefleri gergeklestirdigi 6l¢iide mutlu olur (Tuna & Tiirk, 2006). Calisanlari motive etmek, islerinden
memnun olmalarini saglamak, daha verimli ¢aligmalarini ve daha iyi performans gostermelerini saglamak
amacityla farkli zamanlarda g¢esitli motivasyon araglart kullanilir. Calisanlar, isin niteligi ve kisilik 6zellikleri
gibi i¢sel faktorlerin yani sira maas, ddiiller ve ek yan haklar gibi dissal faktorler tarafindan da motive edilebilir.
Calisan performansini artirmak i¢in i¢sel motivasyon faktorlerinden yararlanmak gerekir (Aslan & Dogan,
2020).

Amaclar: Bu calisma, spor orgiitlerinde ¢alisanlarin bilge liderlik diizeyleri ile igsel motivasyon
diizeyleri arasindaki iliskiyi incelemek amaciyla yapilmistir. Bu temel amag dogrultusunda, asagidaki sorularin
yanitlar1 aragtirilmistir.

Spor orgiitii calisanlarinin i¢gsel motivasyon ve bilge liderlik diizeylerinin cinsiyet, yas, mesleki kidem,
kurumdaki ¢aligma sekli ve kurumdaki gérevine gore herhangi bir farklilik gostermekte midir?

Spor orgiitii ¢alisanlarinin bilge liderlik diizeyi ile i¢sel motivasyon diizeyi arasinda herhangi bir iligki
var midir?

Yontem: Arastirma kapsaminda, nicel arastirma yontemlerinden biri olan iliskisel tarama modeli
kullanilmigtir. Arastirmanin evrenini Diyarbakir Genglik ve Spor Il Miidiirliigiinde gérev yapan personeller
olusturmaktadir. Aragtirmanin 6rneklem grubunu ise bu kurumda goérev yapan ve aragtirmaya goniillii olarak
katilan personeller olusturmaktadir. Veriler, bireylerin rizas: alinarak, goniilliiliik esasina dayali olarak ve
Google Formlar araciligryla toplanmigtir. Veriler SPSS 25.0 programi kullanilarak analiz edilmistir. Calismada
kisisel bilgi formu, Bilge Liderlik Olcegi ve Calisanlar icin Igsel Motivasyon Olcegi kullanilmustir.
Katilimeilarin verileri incelendiginde, basiklik ve carpiklik degerlerinin normal aralikta olmasi nedeniyle
verilerin normal dagilim gosterdigi goriilmistiir. Verilerin normal dagilim gostermesi nedeniyle, dlgekler
arasindaki iligkiyi incelemek iizere veri analizinde frekans ve ylizde degerleri, betimsel istatistikler, T-testi,
ANOVA testi ve Pearson Korelasyon analizi kullanilmistir.

Bulgular: Arastirmanin bulgular incelendiginde, cinsiyet degiskeninde ¢alisanlarin i¢sel motivasyon
diizeylerinde erkeklerin kadinlara gore istatistiksel olarak anlamli derecede daha yiiksek bir ortalama puana
sahip oldugu ortaya ¢ikmistir. Bilge liderlikte yas degiskeni agisindan, 34 yas ve iistiindeki kisilerin ortalama
puanlari, daha geng kisilerin puanlarindan 6nemli l¢iide daha diisiik ¢ikmistir. Bilge liderlik diizeyindeki
mesleki kidem degigkenine gelince, 1-4 y1l ve 5-8 y1l mesleki deneyime sahip kisilerin ortalama puanlari, 9 y1l
ve iistiinde deneyime sahip olanlara gore yiiksek ¢ikmistir. Kurumdaki ¢alisma sekli ve kurumdaki goreviniz
degiskenlerinde gruplar arasinda herhangi bir farklilik goriilmemistir.

Sonuglar: Olgekler arasindaki iliski incelendiginde, ¢alisanlar arasinda bilge liderlik diizeyi ile icsel
motivasyon diizeyi arasinda pozitif yonlii, diisiik diizeyde ve anlamli bir iliski tespit edilmistir. Katilimcilarin
bilge liderlik diizeyleri arttikca, i¢csel motivasyon diizeylerinin de arttig1 tespit edilmistir. Ayrica, katilimeilarin
bilge liderlik ve i¢sel motivasyon diizeyleri incelendiginde, ortalama puanlarinin ortalamanin iizerinde oldugu
gorlilmistiir.

Anahtar Kelimeler: Bilge Liderlik, Ii¢sel Motivasyon, Personel, Orgiit, Spor Orgiitii
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Introduction

Organizational culture is not merely a one dimensional structure focused solely on
organizational success; rather, it reflects an approach in which employees’ perspectives are valued,
a sense of trust and belonging develops in line with shared values, and individuals are brought
together around common goals (Balthazard et al., 2006). In sports organizations, the development
and sustainability of this culture is largely made possible by the leader’s guiding role.

Leadership emerges as a key factor in achieving organizational goals in sports organizations.
Leadership contributes to improved organizational performance by helping to overcome challenges,
inspiring change, and fostering work environments that promote harmony (Liu et al., 2024a). In the
context of sports management, a leader aims to utilize and direct available resources in a timely,
effective, and efficient manner in line with the organization’s objectives. At the same time, it is
important for the leader to build close, trust-based relationships with all staff members while
contributing to organizational goals, as this helps increase employees’ confidence in the decisions
made (Imbroda-Ortiz et al., 2015). Building trust within sports organizations is cited as a critical
factor in strengthening employee engagement (Malloy et al., 2023). This makes it easier for the
organization to achieve its established goals (Petronel & Florentina, 2013).

It is important for a leader to be wise in order to understand their duties and responsibilities
and fulfill them effectively. In the field of sports, wise leadership refers to a leader’s ability to utilize
their knowledge and experience in the most effective way possible to achieve the organization’s goals
within the context of sports organizations and sports management. Effective and wise leadership
behaviors demonstrated in sports organizations directly influence employees’ motivation levels, their
commitment to the organization, and their overall job performance (Lenka & Behura, 2023).

Given that working individuals spend a significant portion of their lives in the workplace,
professional life, job satisfaction, trust in the current work environment, organizational commitment,
and work motivation play a decisive role in determining performance (Yildiz & Ulucan, 2023). In
this context, motivation is considered a key psychological factor that guides an individual’s behavior
and influences their performance.

The concept of motivation is an integral part of an individual’s psychological makeup and
serves as a fundamental factor that guides their behavior. Motivation, which influences every aspect
of life, has become an important area of research from both psychological and managerial
perspectives as the significance of human behavior has come to be understood (Cameron et al., 2001).
Motivated employees are more effective and productive in organizational activities, which in turn
positively influences the motivation levels of other employees and contributes to the creation of a
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holistic motivational environment throughout the organization. This situation is expected to lead to
increased job satisfaction. In a work environment lacking motivation, it does not seem possible to
empower employees. Since productivity and organizational contribution are among the fundamental
expectations organizations have of their employees, ensuring employee job satisfaction and
contentment is one of the primary responsibilities of managers and leaders. Employees can only
make the greatest possible contribution to the organization if they are motivated (Oguzhan & Dogan,
2020).

In conclusion, an increase in the perceived level of wise leadership among employees of
sports organizations may have a positive impact on their levels of intrinsic motivation.

This study was conducted to examine the relationship between levels of wise leadership and
levels of intrinsic motivation among employees of sports organizations. In line with this primary
objective, answers to the following questions were sought.

Is there any difference in the level of intrinsic motivation among employees of sports
organizations with wise leadership, in terms of gender, age, years of service, employment status, and
job role within the organization?

Is there any relationship between the level of wise leadership and the level of intrinsic
motivation among employees of sports organizations?

Method
Research Model

In the research design, a correlational survey model appropriate for the study’s content was
used. The correlational survey model is used to determine the presence and degree of variation among
two or more variables (Karasar, 2022). The correlational research model allows for the testing of a
strong hypothesis or the verification of the validity of the statements being examined (Bekman,
2022).

Population and Sample

The population of the study consists of staff members employed at the Diyarbakir Provincial
Directorate of Youth and Sports. The sample group of the study consists of staff members employed
at this institution who voluntarily participated in the study. The data was distributed to participants
via a Google Form. A total of 238 people volunteered to participate in the study. Based on the
G*Power analysis, it was determined that the sample size of 238 participants was sufficient for the
study.
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Table 1. Demographic Characteristics of the Sample Group

Variables N %
Female 58 24.4
Gender Male 180 75.6
Total 238 100
Age 20-26 age 52 21.8
27-33 age 66 27.7
34 age ve over 120 50.5
Total 238 100
Length of Service 1-4 years 84 353
5-8 years 70 29.4
9 years or over 84 353
Total 238 100
Employment Status Permanent 166 69.7
Contractual 72 30.3
Total 238 100
Branch Manager/Sports Specialist 30 12.6
Coach 77 324
Your Role at the Civil servant 88 37.0
Organization Worker 43 18.0
Total 238 100

An examination of Table 1 reveals that 24.4% of the study participants were female, while
75.6% were male. Since the participants' ages were unknown, the question regarding age was
designed as an open-ended question. Groupings were made by analyzing the distribution of
participants' responses to the age variable. When the age variable was examined, it was found that
21.8% of the participants were in the 20-26 age group, 27.7% were in the 27-33 age group, and
50.5% were 34 years of age or older. As for the question on length of service, since the participants’
As for the question on length of service status was unknown, the question was designed as an open-
ended one. Groupings were made by analyzing the distribution of participants' responses to the
variable of professional seniority. An analysis of professional seniority revealed that 35.3% of
employees have 1—4 years of experience, 29.4% have 5-8 years, and 35.3% have 9 or more years of
experience. Employment status, it was found that 69.7% of employees were permanent staff, while
30.3% were contract employees Role at the organization, the study found that 12.6% of participants
were branch managers and sports specialists, 32.4% were coaches, 37% were administrative staff,
and 18% were manual workers.

Data Collection

The data was collected anonymously via Google Forms without requesting any personal
information from participants.

Data Collection Tools

Personal Information Form: The personal information form used in the study was developed
in consultation with experts in sports management and staff members of the Provincial Directorate
of Youth and Sports. The survey asked for information on gender, age, length of service, work
practices at the organization and your role at the organization.

Wise Leadership Scale (WLS): The Wise Leadership Scale was developed by Ding et al.
(2019), and its Turkish adaptation was conducted by Uziim et al. (2022). The scale consists of 6 items
on a 5-point Likert scale. Response options range from 1. Strongly Disagree to 5. Strongly Agree.
The scale’s internal consistency coefficient is reported as o = 0.92.
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Intrinsic Motivation Scale for Employees (IMSE): The scale developed by Bardak and
Mamatoglu (2023) consists of a total of 22 items designed to assess employees’ intrinsic motivation.
The scale comprises 22 items and uses a 5-point Likert scaleThe responses to the items on the scale
range from 1. Strongly Disagree to 5. Strongly Agree. Items 10 and 12 on the scale are reverse-coded.
High scores on the scale indicate a high level of intrinsic motivation. The scale’s internal consistency
coefficient is reported to be a = 0.81.

Data Analysis
Table 2. Results Regarding the Distribution of the Data
Variables Skewness Kurtosis
Wise Leadership Scale -1.130 .877
Intrinsic Motivation Scale for Employees -.857 .740

As shown in Table 2, an analysis of the data obtained from the study revealed that the
Skewness and Kurtosis values fell within the range of +1.5. In a normal distribution, these values are
expected to fall within £1.5 (Tabachnick & Fidell, 2013). Parametric tests were used because the data
follow a normal distribution. For pairwise comparisons, the Independent Samples t-test was used,
while the One-Way Analysis of Variance (ANOVA) test was used to compare more than two groups.
When the ANOVA test revealed significant differences between the groups, the Scheffe test was
used to identify the source of the difference. Pearson correlation analysis was used in the study to
examine the relationships between the scales. The data were analyzed using SPSS 25.0.

Reliability of the Study

Table 3. Reliability Values of the Measurement Instruments Used in the Study

Scales Number of items Cronbach’s Alpha
Wise Leadership Scale 6 91
Intrinsic Motivation Scale for Employees 22 .83

Table 3 presents the reliability coefficients of the Wise Leadership Scale and the Intrinsic
Motivation Scale for Employees used in the study. It was found that the Cronbach’s alpha coefficient
for the Wise Leadership Scale was a = 0.91 and for the Intrinsic Motivation Scale for Employees
was o = 0.83. These results indicate that the study has high reliability.

Ethical Compliance of the Study

Ethical approval for the research was granted by Dicle University’s Faculty of Social and
Human Sciences via its decision dated 13 May 2025 and numbered 922524, and the necessary
permits for the research were obtained from the General Directorate of Education, Research and
Coordination of the Ministry of Youth and Sport via its letter dated 28 May 2025 and numbered E-
36592570 -605-11039721 dated 28 May 2025.

Findings
Table 4. Values Related to the Scales Used in the Study
Scales Number of items n Mean SD Min Max
Wise Leadership Scale 6 238  24.66 5.49 6.00 30.00
Intrinsic Motivation Scale for 22 238 9253 938 59.00 110.00
Employees
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According to Table 4, the participants’ mean score on the Wise Leadership Scale was 24.66
+ 5.49 and their mean score on the Intrinsic Motivation Scale for Employees was 92.53 + 9.38. Given
that the maximum score on the Wise Leader scale is 30 and the maximum score on the Intrinsic
Motivation for Employees scale is 110, it was found that the participants’ average score was above
average.
Table 5. T-Test Analysis Results for Participants by Gender

Scales Gender n Mean SD t p
Wise Leadership Scale 58 24.01 6.12
P Female -.955 342
Male 180 24.87 5.27
Intrinsic Motivation Scale for Employees 58 89.98 10.32
ploy Female 2237 .028

Male 180 93.36 8.94

When examining the relationship between participants’ level of wise leadership and the
gender variable in Table 5, no significant difference was observed between the average score for
female (24.01) and that for male (24.87). According to the results of the analysis of the relationship
between the level of intrinsic motivation among employees and the gender variable, when
considering the participants’ average scores, it was found that the average score for female (89.98)
was significantly lower than that for male (93.36).

Table 6. Results of the ANOVA Analysis of Participants by Age

The Source of

Scales Age n Mean SD F p the Difference
(Scheffe)
Wise Leadership Scale 20-26 age 52 26.19 4.88
27-33 age® 66 27.03 3.94 18.103 .000 c<a.b
34 age and over® 120 22.70 5.77
Intrinsic Motivation 20-26 age 84 91.36 9.54
Scale for Employees 27-33 age 70 9140 936  1.761 174 ;

34ageandover 84 93.66 9.27

When the relationship between the participants’ age and their level of wise leadership was
examined using a one-way ANOVA in Table 6, the mean score for those aged 20-26 (26.19) was
found to be significantly lower than that of those aged 27-33 (27.03) and those aged 34 and over
(22.70). When the relationship between the intrinsic motivation scale for employees and the age
variable was examined using an ANOVA test, the mean score for those aged 20-26 (91.36) the mean
score for those aged 27-33 (91.40) and the mean score for those aged 34 and over (93.66), no
significant differences were observed between these groups.

Table 7. Results of the ANOVA Analysis of Participants by Length of Service
The Source of

Scales Length of Service n Mean SD F p the Difference
(Scheffe)
Wise Leadership 1-4 years 84* 25.28 5.70
Scale 5-8 years 70° 25.80 4.41 5.681 .004 c<a.b
9 years ve over 84°¢ 23.09 5.77
Intrinsic 1-4 years 84 91.94 8.97
Motivation Scale 5-8 years 70 92.48 10.22 365 .695 -
for Employees 9 years and over 84 93.17 9.14
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When the relationship between participants’ years of length of service and their level of wise
leadership was examined in Table 7 based on the results of the ANOVA test, the mean score for
those with 1-4 years of professional experience (25.28) and those with 5—8 years of professional
experience (25.80) was found to be significantly higher than that of those with 9 or more years of
professional experience (23.09). When the relationship between employees’ level of intrinsic
motivation and years of professional experience was examined using an ANOVA test, the mean score
for those with 1-4 years of professional experience (91.94), the mean score for those with 5-8 years
of professional seniority (92.48) and the mean score for those with 9 or more years of professional
seniority (93.17).

Table 8. T-Test Analysis Results for Participants by Employment Status at the Organization

Scales Employment Status n Mean SD t p
Wise Leadership Scale Permanent 166 24.59 5.16 313 755
Contractual 72 2483 620 )
Intrinsic Motivation Scale for Permanent 166 92.98 8.82 1124 297
Employees Contractual 72 91.50 10.56 '

When examining the relationship between the variable ‘employment status within the
organisation’ and the level of wise leadership in Table 8, no difference was observed between the
average score of permanent staff (24.59) and that of contract staff (24.83). As regards the level of
intrinsic motivation among employees, no difference was found between the average score of
permanent staff (92.98) and that of contract staff (91.50).

Table 9. ANOVA Test Analysis Results for Participants Based on Your Position in the Organization

Your Position in the

Scales o n Mean SD F p
Organization

Wise Leadership Scale Branch Manager/Sports Specialist 30 24.16 4.73
Coach 77 25.83 4.89

Civil Servant 88 24.47 6.06 2.190 090
Worker 43 23.30 5.52
Intrinsic Motivation Scale for = Branch Manager/Sports Specialist 30 91.36 11.64
Employees Coach 77 9233 7.53

Civil Servant 88 93.95 9.71 1.324 267
Worker 43 90.81 9.85

When the relationship between the participants’ role within the organisation and their level
of wise leadership was examined; no significant difference was found between the average scores of
branch managers/sports specialists (24.16), coaches (25.83), civil servant (24.47) and workers
(23.30). When considering the level of intrinsic motivation among employees, no significant
difference was observed between the average score of branch managers/sports specialists (91.36) and
the average scores of coaches (92.33), civil servant (93.95) and workers (90.81).
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Tablo 10. Results of the Correlation Analysis on the Relationship Between Participants’ Wise
Leadership Level and Their Level of Intrinsic Motivation

WLS IMSE
PK .280™
WLS Sig 1 .000
N 238
PK 280"
IMSE Sig .000 1
N 238

A low correlation between 0.000 and 0.300, a moderate correlation between 0.301 and 0.700, and a strong correlation between 0.701 and
1.00, Wise Leadership Scale: WLS, Intrinsic Motivation Scale for Employees: IMSE

Table 10 shows a positive, statistically significant, and weak correlation (,280**; p<0.05)
between participants’ level of wise leadership and the level of intrinsic motivation among employees.

Discussion and Conclusion

According to the findings of the study, it was determined that there was no significant
difference in the levels of wise leadership among employees of sports organizations based on gender;
however, there was a significant difference in their levels of intrinsic motivation in favor of male
employees. This finding suggests that wise leadership is a personal and managerial competence that
is independent of gender differences. Indeed, the studies by Beltekin and Kuyulu (2019) and Tasgin
et al. (2007) also concluded that there was no significant difference between leadership traits and the
gender variable. This finding is consistent with the results of our study. It has been noted that
leadership develops based on knowledge, experience, empathy, and ethical values (Grigoropoulos,
2020). The fact that wise leadership in sports organizations does not differ by gender has led to the
conclusion that the influence of gender roles on organizational cultures has been diminishing in
recent years. She noted that female leaders are just as effective as male leaders when it comes to
strategic decision-making, problem-solving, and boosting employee motivation (Akkaya & Ustgériil,
2020; Eagly & Johannesen-Schmidt, 2001). A significant difference in favor of men was found in
terms of the total score on the intrinsic motivation scale for employees of sports organizations. This
finding suggests that male employees perceive higher levels of satisfaction, meaning, and benefit
from their work while performing their duties. Similarly, Stokowski et al. (2018) noted that men
working in the sports sector have higher levels of intrinsic motivation than women, and that this may
be linked to their assuming greater authority and responsibility within the organization. According
to the self-determination theory proposed by Deci and Ryan (2012), intrinsic motivation increases
when an individual’s needs for autonomy, competence, and relatedness are met. The fact that men in
sports organizations have more opportunities to meet these needs may be the primary reason for the
observed difference.

When the relationship between participants’ age and their level of wise leadership was
examined, the average score for those aged 20-26 (26.19) was found to be significantly lower than
that of those in the 27-33 age group (27.03) and those aged 34 and older (22.70). When the
relationship between the intrinsic motivation scale and age among employees was examined using
an ANOVA test, no significant relationship was found between the groups. A review of the literature
revealed that the results of different studies vary. Although leadership experience is generally
expected to develop with age (Walter & Scheibe, 2013), some studies have found no significant
differences between age and wise leadership (Bekdas & Yumuk Giinay, 2021). It is well established
in the literature that age, gender, and non-cognitive personal characteristics contribute to differences
in wise leadership (Standish, 2020). Since wise leadership encompasses multifaceted competencies
such as adapting to changing conditions, sharing knowledge, and demonstrating empathy (Tas &
Alparslan, 2020), some of these elements may reach a point of experiential saturation with age,
potentially leading to a decline in innovative leadership behaviors. No correlation was found
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between age and the level of intrinsic motivation. This may be because intrinsic motivation is often
related not to a person’s age, but to how meaningful they find their work, the extent to which they
can develop themselves, and how much autonomy they feel in the workplace. For this reason, young
and older employees may have similar levels of intrinsic motivation even if they work under similar
conditions. However, the literature also shows that other findings exist. He noted that as people age,
they may become more sensitive to their workloads, stress levels, and burnout (Avsaroglu et al.,
2005; Ozmete, 2016). In this context, the process of adapting to organizational changes can be more
challenging for older workers, which may lead to an increase in negative emotions. When the
relationship between years of length of service and the level of wise leadership was examined, the
average score for those with 1—4 years of length of service and those with 58 years of professional
experience was significantly higher than that of those with 9 or more years of length of service. A
review of the literature reveals that Higgs and Rowland (2005) noted that as leaders gain more
organizational experience, they tend to become more cautious about change and lean toward
traditional approaches. Similarly, Tas and Alparslan (2020) have emphasized that wise leadership is
a dynamic knowledge management process that evolves as long as individuals remain open to
learning and innovation. Consequently, as professional seniority increases, it appears likely that
knowledge-based intuitive decision-making and a visionary perspective in leadership behaviors will
weaken. The study also found no correlation between professional seniority and intrinsic motivation.
This finding suggests that length of service alone does not determine motivation. In other words,
whether an individual has been with the organization for a long or short time may not directly
influence the intrinsic desire and sense of meaning they feel while performing their work. A review
of the literature reveals that similar findings have been observed in other studies. Dalman (2023) has
noted that long-term work experience can increase burnout, particularly in high-stress organizations.
Similarly, Ayan et al. (2016) emphasize that emotional exhaustion negatively affects leadership,
which in turn reduces both employees’ individual performance and team performance.

The analysis found no significant difference when examining the employment status
(permanent or contract) in the organization, the level of wise leadership, and the intrinsic motivation
scores of employees. Wise leadership is linked to an individual’s ability to make sense of their
experiences, think intuitively, and make informed decisions (Ardelt & Sharma, 2021). Therefore, it
can be said that these characteristics are shaped more by the employee’s personal development and
openness to learning than by their position within the organization. Similarly, it is noted that intrinsic
motivation is strengthened by an individual’s inner interest in their work and their perception of its
meaning, and is influenced only to a limited extent by external factors (Kiinye & Aydintan, 2020).
Similar studies in the literature also emphasize that employees’ employment arrangements do not
result in significant differences in their motivation levels (Diindar et al., 2007). These findings
suggest that fostering personal awareness, a desire to learn, and openness to innovation may be
important, regardless of employees’ status within organizations.

In analyses conducted based on the variable of job type within the organization (branch
manager/sports specialist, coach, civil servant, worker), no statistically significant differences were
found in terms of wise leadership level and intrinsic motivation. The reason for this situation may be
that, even though roles within the organization have different titles, employees operate within a
similar organizational culture, management philosophy, and working conditions, which may have
led to their perceptions becoming more aligned. The same organizational structure and similar
management practices may have shaped the perceptions of wise leadership among employees in
different positions such as branch managers, sports specialists, coaches, clerks, or workers to a
similar degree. (Kiipers & Statler, 2008).

A positive, significant, and weak correlation was observed between participants’ level of
wise leadership and employees’ level of intrinsic motivation. It can be said that as individuals' level
of wise leadership increases, so does their level of intrinsic motivation. This has led to the conclusion
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that wise leadership directly addresses employees' psychological and professional needs. A wise
leader is not merely someone who manages, but also someone who understands, provides guidance,
acts fairly, and thinks long-term. This type of leadership approach helps employees feel valued and
fulfilled. When an employee sees that their ideas are valued and their hard work is appreciated, they
develop a stronger sense of connection to their work (Ardelt & Sharma, 2021). Individuals working
in roles such as coaches and sports specialists are particularly affected by the manager’s attitude. A
wise leader’s supportive, fair, and empathetic approach can strengthen employees’ intrinsic
motivation by meeting their needs for autonomy, competence, and belonging (Koriik et al., 2003). A
review of the literature reveals that there are research findings similar to our results. Liu et al. (2024b)
noted that various leadership styles significantly influence employees’ levels of intrinsic motivation
and overall commitment. In a similar study, Yiicel Batmaz and Giirer (2016) found that
transformational leadership has an effect on intrinsic motivation. In their study of healthcare workers,
Sayan and Giiney (2019) noted that leadership styles have an impact on employee motivation.

In conclusion, a positive, weak, and statistically significant relationship was found between
wise leadership and intrinsic motivation among employees of sports organizations. Similar research
findings to ours have also been reported in the literature. It has been observed that wise leadership in
sports organizations supports intrinsic motivation but is not sufficient on its own; therefore, it is
recommended that the subject be examined through both quantitative and qualitative research to gain
a more comprehensive understanding of this relationship.

Suggestions
» Experienced managers and employees should mentor less experienced staff.

» Employees should be granted a certain degree of freedom to make decisions while
performing their duties.

» Given that the study found only a weak correlation between wise leadership and intrinsic
motivation, multi-dimensional management strategies should be developed to boost
employee motivation.

» Reward and incentive programs should also be implemented to boost the intrinsic motivation
of employees in the sports organization.
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Spor Orgiitii Calisanlarinda Bilge Liderlik Diizeyleri ile I¢sel Motivasyon Diizeyleri
Arasindaki Iliskinin incelenmesi

Giris

Orgiit kiiltiirii, yalmzca kurum basarisini merkeze alan tek yonlii bir yapidan ibaret olmay1p,
calisanlarin goriiglerinin  6nemsendigi, paylasilan degerler dogrultusunda giiven ve aidiyet
duygusunun gelistigi ve bireyleri ortak amaglar etrafinda bir araya getiren bir anlayisi ifade
etmektedir (Balthazard vd., 2006). Spor OoOrgiitlerinde ise bu kiiltiirlin olusmas1 ve
stirdiiriilebilmesinde biiyiik 6l¢iide liderin yonlendirici roliiyle miimkiin olmaktadir.

Spor organizasyonlarinda orgiitsel hedeflere ulasmada liderlik 6nemli bir unsur olarak éne
cikmaktadir. Liderlik karsilagilan zorluklarin asilmasini, degisime ilham verilmesini ve uyumu
destekleyen c¢alisma ortamlarinin olugturulmasimi saglayarak orgiitsel performansin artmasina katki
saglamaktadir (Liu vd., 2024a). Spor yonetimi baglaminda lider, mevcut kaynaklar1 zamaninda, etkili
ve verimli bir bicimde kurum amaglari1 dogrultusunda kullanmay1 ve yonlendirmeyi hedeflemektedir.
Bununla birlikte liderin, orgiitsel amaclara katki saglarken tiim personel ile yakin ve giivene dayali
iligkiler kurmasi, c¢alisanlarin alinan kararlara duydugu giiveni artirmasi agisindan da onemlidir
(Imbroda-Ortiz vd., 2015). Spor orgiitlerinde giivenin insa edilmesi, c¢alisan bagliliginin
giiclenmesinde kritik bir unsur olarak belirtilmektedir (Malloy vd., 2023). Bu durum,
organizasyonun belirlenen hedeflerine ulagmasini kolaylastirmaktadir (Petronel ve Florentina, 2013).

Liderin gorev ve sorumluluklarini bilmesi ve bunlart etkin bir bigimde yerine
getirebilmesinde liderin bilge olmasi 6énemlidir. Spor alaninda bilge liderlik, spor orgiitleri ve spor
yoneticiligi baglaminda liderin bilgi ve deneyimlerini 6rgiitiin amaglari dogrultusunda en yararl
sekilde kullanabilmesini ifade etmektedir. Spor organizasyonlarinda sergilenen etkili ve bilge liderlik
davraniglart ise c¢aliganlarin motivasyon diizeylerini, Orgiite olan baglhiliklarin1 ve genel is
performanslarmi dogrudan etkilemektedir (Lenka ve Behura, 2023).

Calisan bireylerin yasamlarinin 6nemli bir bolimiinii is ortaminda gecirdikleri dikkate
alindiginda is hayati, is tatmini, mevcut is ortamina duyulan giiven, orgiitsel baglilik ve ise yonelik
motivasyon, ortaya konulan performans iizerinde belirleyici rol oynamaktadir (Yildiz ve Ulucan,
2023). Bu baglamda motivasyon, bireyin davraniglarini yonlendiren ve performansini etkileyen
onemli bir psikolojik faktor olarak degerlendirilmektedir.

Motivasyon kavrami, bireyin psikolojik yapisinin bir parcasi olup davramiglarini
yonlendirme giicline sahip temel bir unsur olarak karsimiza ¢ikmaktadir. Yasamin her alaninda
etkisini gésteren motivasyon, insan davraniglarinin 6neminin anlasilmasiyla birlikte psikolojik ve
yonetsel acidan 6nemli bir arastirma konusu héline gelmistir (Cameron vd., 2001). Motive olmus
calisanlarin orgiitsel faaliyetlerde daha etkin ve verimli olmalari, diger calisanlarin da motivasyon
diizeylerini olumlu yonde etkileyerek oOrgiit genelinde biitiinciil bir motivasyon ortami
olusturulmasina katki saglamaktadir. Bu durumun, is tatmininde artiglara yol agmasi beklenmektedir.
Motivasyonun olmadigt bir c¢alisma ortaminda, c¢alisanlarin giiclendirilmesi miimkiin
goriilmemektedir. Orgiitlerin ¢alisanlardan temel beklentileri arasinda verimlilik ve orgiitsel katki
yer aldigindan, ¢alisanlarin is tatmini ve memnuniyetlerinin saglanmasi yonetici ve liderlerin temel

Turkish Studies, 21(3)



Examining the Relationship Between Wise Leadership Levels... 5769

sorumluluklar1 arasinda yer almaktadir. Calisanlarin orgiite en yiiksek katkry1 saglayabilmeleri,
onlarin motive edilmeleriyle miimkiin olabilmektedir (Oguzhan ve Dogan, 2020).

Sonug olarak, spor orgiitii calisanlarinda algilanan bilge liderlik diizeyinin artmasi, igsel
motivasyon diizeylerini olumlu yonde etkileyebilir.

Bu calisma spor orgiitii ¢alisanlarinda bilge liderlik diizeyleri ile i¢csel motivasyon diizeyleri
arasindaki iligkinin incelenmesi amaciyla yapilmistir. Bu ana amag dogrultusunda asagidaki sorulara
yanitlar aranmustir,

Spor oOrgiitii ¢alisanlarinin igsel motivasyon ve bilge liderlik diizeylerinin cinsiyet, yas,
mesleki kidem, kurumdaki calisma sekli ve kurumdaki gorevine gore herhangi bir farklilik
gostermekte midir?

Spor orgiitii calisanlariin bilge liderlik diizeyi ile igsel motivasyon diizeyi arasinda herhangi
bir iliski var midir?

Yontem
Arastirma Modeli

Aragtirmanin modelinde, ¢aligmanin igerigine uygun olan iligkisel tarama modeli
kullanilmustir. Tligkisel tarama modeli, iki veya daha ¢ok sayidaki degiskenin aralarindaki degisim
varlig1 ile derecesini belirleme amaciyla kullanilmaktadir (Karasar, 2022). iliskisel tarama modeli,
kuvvetli bir varsayimi, ortaya koyulmak istenen olguyu ya da 6nermelerin dogrulugunu ispat etme
imkani tanimaktadir (Bekman, 2022).

Evren ve Orneklem

Arastirmanin evrenini Diyarbakir Genglik ve Spor i1 Miidiirliigiinde gorev yapan personeller
olusturmaktadir. Arastirmanin 6rneklem grubunu ise bu kurumda gérev yapan ve arastirmaya
goniillii olarak katilan personeller olugturmaktadir. Veriler katilimcilara Google form aracilifiyla
ulagtirilmistir. Arastirmaya 238 kisi goniillii olarak katilmistir. G*Power analizi sonucunda,
aragtirmaya katilan 238 kisinin 6rneklem biiyiikliigii agisindan yeterli oldugu belirlenmistir.

Tablo 1. Orneklem Grubuna Ait Demografik Ozellikler

Degiskenler N %
Kadin 58 24.4
Cinsiyet Erkek 180 75,6
Toplam 238 100
Yas 20-26 yas 52 21,8
27-33 yas 66 27,7
34 ve lstil 120 50,5
Toplam 238 100
Mesleki Kidem 1-4 y1l 84 35,3
5-8 yil 70 29,4
9 yil ve istii 84 35,3
Toplam 238 100
Kadrolu 166 69,7
Kurumdaki Calisma Sekli Sozlesmeli 72 30,3
Toplam 238 100
Sube Miidiirii/Spor Uzmani 30 12,6
Antrenor 77 32,4
Kurumdaki Goreviniz Memur 88 37,0
Isci 43 18,0
Toplam 238 100
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Tablo 1 incelendiginde, calismaya katilan grubun %24,4’iiniin kadin, %75,6’sinin ise
erkeklerden olustugu tespit edilmistir. Yas degiskeninde, katilimcilarin yas durumlar
bilinmediginden dolay1r soru acgik uglu olarak hazirlanmistir. Katilimcilarin yas degiskenine
verdikleri cevaplarin dagilimi incelerek gruplandirmalar yapilmistir. Yas degiskeni incelendiginde,
20-26 yas araliginda olanlarin %21,8 oraninda oldugu, 27-33 yas araliginda olanlarin orani %27,7
ve 34 yas ve Ustlinde olanlarin orani ise %50,5 oldugu tespit edilmistir. Mesleki kidem sorusunda
ise, katilimcilarin mesleki kidem durumlari bilinmediginden dolayr soru agik uclu olarak
hazirlanmistir. Katilimcilarin mesleki kidem degiskenine verdikleri cevaplarin dagilimi incelerek
gruplandirmalar yapilmistir. Mesleki kidem durumu incelendiginde, 1-4 yil olanlarin %35,3 oraninda
oldugu, 5-8 y1l olanlarin oran1 %29,4 ve 9 yil ve iizeri mesleki kidem olanlarin ise %35,3 orana sahip
oldugu tespit edilmistir. Kurumdaki ¢alisma sekli degiskeninde ise, kadrolu olanlarin orant %69,7
iken s6zlesmeli olanlarin orant %30,3 oldugu bulunmustur. Kurumdaki goreviniz degiskeninde ise
katilimcilarin sube miidiirii ve spor uzmani olanlarin orani %12,6, antrendrlerin %32,4 orani oldugu,
memur olanlarin ise %37’ lik ve is¢ilerin ise arastirmada %18’lik orana sahip oldugu tespit edilmistir.

Verilerin Toplanmasi

Veriler, Google Form araciligiyla ve anonim olarak kisilerin herhangi bir 6zel bilgisi
istenmeden toplanmustir.

Veri Toplama Araclari

Kisisel Bilgi Formu: Arastirmada kisisel bilgi formu hazirlanirken spor yonetimi alaninda
uzman ve Genglik ve Spor Il Miidiirliigii calisanlarindan goriis alinarak hazirlanmistir. Calismada
cinsiyet, yas, mesleki kidem, kurumdaki ¢alisma sekli ve kurumdaki goreviniz bilgileri sorulmustur.

Bilge Liderlik Olcegi (BLO): Bilge Liderlik Olgegi, Ding vd. (2019) tarafindan gelistirilen,
Tiirkce uyarlamasimi Uziim vd. (2022) tarafindan yapilmistir. Olcek 5°1i likert tipli ve 6 maddeden
olugmaktadir. Maddelerin cevaplart 1. Kesinlikle Katilmiyorum ile 5. Kesinlikle Katiliyorum
arasinda degismektedir. Olgegin, ic tutarlilik katsayisi ise 0=,92 olarak belirtilmistir.

Calisanlar i¢in i¢sel Motivasyon Olgegi (CIIMO): Bardak ve Mamatoglu (2023) tarafindan
gelistirilen oOlcek, calisanlarin i¢sel motivasyonlarii degerlendiren toplamda 22 maddeden
olusmaktadir. Olgek, 22 madde ve 5°li likert tiplidir. Olgekte maddelerin cevaplar1 1. Hig
Katilmiyorum ile 5. Tamamen katiltyorum arasinda degismektedir. Olgekte 10. ve 12. madde tersten
kodlanmaktadir. Olgekten alindan yiiksek puanlar igsel motivasyonun yiiksek olduguna isaret
etmektedir. Olgege ait i¢ tutarlilik katsayis1 a=,81 oldugu belirtilmistir.

Verilerin Analizi
Tablo 2. Verilerin Dagilimina iliskin Sonuglar

Degiskenler Skewness Kurtosis
Bilge Liderlik Olcegi -1,130 ,877
Calisanlar i¢in i¢sel Motivasyon Olcegi -,857 ,740

Tablo 2’ye bakildiginda, aragtirmadan elde edilen veriler incelendiginde Skewness ve
Kurtosis degerlerinin dagilimina bakilmis ve degerlerin +1.5 araliginda oldugu gorilmustiir.
Verilerin normal dagiliminda bu degerlerin £1.5 arasinda olmas1 beklenmektedir (Tabachnick ve
Fidell, 2013). Veriler normal dagilmindan dolayr parametrik testler kullanilmustir. kili
karsilastirmalarda Bagimsiz Orneklem T-testi, ikiden fazla ¢oklu gruplarin karsilastirilmasinda Tek
Yonlii Varyans Analizi (Anova) testi kullanilmistir. Anova testi sonucunda gruplar arasinda anlaml
farklilik ¢ikmasi durumunda farkin kaynagini belirlemek igin Scheffe testi kullanilmistir. Caligmada
Olcekler arasinda iliski i¢in Pearson Korelasyon analizi kullanilmistir. Veriler SPSS 25.0 programi
ile analiz edilmistir.
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Arastirmanin Giivenirligi

Tablo 3. Calismada Kullanilan Olgme Araclarinin Giivenirlik Degerleri

Olgekler Madde Sayis1 Cronbach’s Alpha
Bilge Liderlik Olcegi 6 91
Cahsanlar i¢in i¢sel Motivasyon Olcegi 22 ,83

Tablo 3 incelendiginde, arastirmada kullanilan Bilge Liderlik Olgegi ve Calisanlar I¢in igsel
Motivasyon Olgeklerinin giivenilirlik degerleri ortaya konmustur. Bilge Liderlik Olgegi nin
Cronbach’s Alpha katsayisinin a = 91 ve Calisanlar I¢in I¢sel Motivasyon Olcegi’nin ise a = ,83
oldugu bulunmustur. Bu sonuglar arastirmanin yiiksek giivenirlige sahip oldugunu gostermektedir.

Arastirmanin Etik Uygunlugu

Aragtirmanin etik izni i¢in Dicle Universitesi Sosyal ve Beseri Bilimler 13.05.2025 tarih ve
022524 sayili oluru ile Genglik ve Spor Bakanliginin Egitim, Arastirma ve Koordinasyon Genel
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izinleri alinmustir.

Bulgular
Tablo 4. Arastirmada Kullanilan Olgeklere iliskin Degerler
Boyutlar Madde Sayisi N Ort Ss Min Max
Bilge Liderlik Olcegi 6 238 24,66 549 6,00 30,00
Cahsanlar I¢in I¢sel Motivasyon 22 238 92,53 9,38 59,00 110,00
Olcegi

Tablo 4’ye gore, katilimcilarin Bilge Liderlik Olgegi puan ortalamasi 24,66+5,49 ve
Caliganlar igin Igsel Motivasyon Olgegi puan ortalamast 92,53+9,38 oldugu goriilmiistiir. Bilge Lider
dlgeginden almabilecek en yiiksek puan 30, Calisanlar I¢in igsel Motivasyon dlgeginden aliabilecek
en yiiksek puan 110 oldugu diisiiniildiigiinden, katilimcilarin puan ortalamasi ortalamanin {istiinde
oldugu tespit edilmistir.

Tablo 5. Cinsiyet Degiskenine Gore Katilimcilarin T-Testi Analiz Sonuglari

Degisken Cinsiyet n  Ort Ss t p
Bilge Liderlik Olcegi 58 24,01 6,12
g ceg Kadin : > _955 342
Erkek 180 24,87 5,27
ahsanlar icin i¢csel Motivasyon Olcegi 58 89,98 10,32
Cahs ¢in I¢ y ceg Kadin , , 2237 028

Erkek 180 93,36 8,94

Tablo 5’de katilimcilarin bilge liderlik diizeyi ile cinsiyet degiskeni arasindaki durum
incelendiginde kadinlarin puan ortalamasi (24,01) ile erkeklerin puan ortalamasi (24,87) arasinda
herhangi bir anlaml farklilik goriilmemistir. Katilimcilarin ¢alisanlar i¢in igsel motivasyon diizeyi
ile cinsiyet degiskeni arasindaki analiz sonucuna gore, katilimcilarin puan ortalamalarim ele
aldiginda kadinlarin (89,98) puan ortalamasi, erkeklere (93,36) gore anlamli diizeyde diisiik oldugu
tespit edilmistir.
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Tablo 6. Yas Degiskenine Gore Katilimcilarin Anova Analizi Sonucu

Farkin
Degisken Yas n Ort Ss F p Kaynag
(Scheffe)
Bilge Liderlik Olcegi 20-26 yas® 52 26,19 4,88
27-33 yas® 66 27,03 3,94 18,103 ,000 c<ab
34 ve istii® 120 22,70 5,77
Calisanlar ig:ip icsel 20-26 yas 84 91,36 9,54
Motivasyon Olgegi 27-33 yas 70 91,40 9,36 1,761 174 -
34 ve iistii 84 93,66 9,27

Tablo 6’da katilimcilarin yas degiskeni ile bilge liderlik diizeyi arasinda durum Anova testine
gore incelendiginde; 20-26 yas arasinda olanlarin puan ortalamasi (26,19), 27-33 yas aralifinda
(27,03) ve 34 yas ve lUstii olanlara (22,70) gore anlamli derecede diisiik ¢ikmistir. Calisanlar igin igsel
motivasyon Olgegi ile yas degiskeni arasindaki durum Anova testine gore incelendiginde; 20-26 yas
araliginda olanlarin puan ortalamasi (91,36), 27-33 yas araliginda olanlarin puan ortalamasi (91,40)
ve 34 yas ve lstii olanlarin puan ortalamasi (93,66) acisindan aralarinda herhangi bir farklilik
goriilmemistir.

Tablo 7. Mesleki Kidem Degiskenine Gore Katilimcilarin Anova Analizi Sonucu

Farkin
Degisken Mesleki kidem n Ort Ss F p Kaynagi
(Scheffe)
Bilge Liderlik Olcegi 1-4 yil 84* 25,28 5,70
5-8 yil 70° 25,80 4,41 5,681  ,004 c<ab
9 yil ve iistii 84¢ 23,09 5,77
Calisanlar l¢in icsel 1-4 yil 84 91,94 8,97
Motivasyon Olcegi 5-8 yil 70 92,48 10,22 ,365 ,695 -
9 yil ve iistii 84 93,17 9,14

Tablo 7°de katilimcilarin mesleki kidem ile bilge liderlik diizeyi arasindaki durum Anova
testi sonucuna gore incelendiginde; 1-4 y1l mesleki kidem (25,28) ile 5-8 y1l mesleki kidem olanlarin
(25,80) puan ortalamasi anlamli derecede 9 ve istii mesleki kidem yili (23,09) olanlara goére bilge
liderlik diizeyi yliksek ¢cikmistir. Calisanlar i¢in i¢sel motivasyon diizeyi ile mesleki kidem arasindaki
durum Anova testine gore incelendiginde; 1-4 mesleki kidem yili olanlarin puan ortalamasi (91,94),
5-8 mesleki kidem yil1 olanlarin puan ortalamasi (92,48) ve 9 yil ve {istii mesleki kidem y1l1 olanlarin
puan ortalamasi (93,17) arasinda herhangi bir farklilik gériilmemistir.

Tablo 8. Kurumdaki Calisma Sekli Degiskenine Gore Katilimcilarin T-Testi Analiz Sonuglari

Degisken Kurumdaki Calisma Sekli n Ort  Ss t p
Bilge Liderlik Olcegi Kadrolu 166 24,59 5,16 313755
Sozlesmeli 72 2483 620 ° ’
Calisanlar i(;iP I¢csel Motivasyon Kadrolu 166 9298 88 ., 97
Olcegi Sozlesmeli 72 91,50 10,56 ’
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Tablo 8’de katilimcilarin kurumdaki calisma sekli degiskeni ile bilge liderlik diizeyi arasindaki
durum incelendiginde; kadrolu galisanlarin puan ortalamasi (24,59) ile s6zlesmeli galisanlarin puan
ortalamasi (24,83) arasinda bir farklilik goriilmemistir. Calisanlar i¢in i¢csel motivasyon diizeyinde
ise kadrolu ¢alisanlarin puan ortalamasi (92,98) ile sozlesmeli ¢alisanlarin puan ortalamasi (91,50)
arasinda herhangi bir farklilik tespit edilmemistir.

Tablo 9. Kurumdaki Géreviniz Degiskenine Gore Katilimcilarin ANOVA Testi Analiz Sonuglari

Degisken Kurumdaki goreviniz n Ort Ss F p
Bilge Liderlik Ol¢egi Sube miidiirli/Spor Uzmani 30 24,16 4,73
Antrenor 77 25,83 4,89

Memur 88 24,47 6,06 2,190 090
Isci 43 2330 5,52
Cahsanlar i¢in i¢sel Motivasyon Sube miidiirii/Spor Uzmani 30 91,36 11,64
(")lg:egi Antrenor 77 92,33 7,53

Memur 88 9395 9,71 1,324 267
Isci 43 90,81 9,85

Tablo 9’da katilimcilarin kurumdaki goreviniz degiskeni ile bilge liderlik diizeyi arasindaki
durum incelendiginde; Sube miidiirii/spor uzmani olanlarin puan ortalamasi (24,16), antrenoérlerin
puan ortalamasi (25,83) memurlarin puan ortalamasi (24,47) ve iscilerin puan ortalamasina (23,30)
arasinda herhangi bir farkliliga rastlanilmamistir, Caligsanlar igin i¢sel motivasyon diizeyi agisindan
ele alindiginda ise, Sube miidiirii/spor uzmani ¢aliganlarinin puan ortalamasi (91,36) antrendrlerin
puan ortalamasi (92,33), memurlarin puan ortalamasi (93,95) ve iscilerin puan ortalamasi (90,81)
arasinda bir farklilik goriilmemistir.

Tablo 10. Katilimcilarin Bilge Liderlik Diizeyi ile igsel Motivasyon Diizeyi Arasindaki Iliskiye
Yonelik Korelasyon Analizi Sonucu

BLO CiiMmO
PK ,280™
BLO Sig 1 ,000
N 238
PK ,280™
CiiMmO Sig ,000 1
N 238

0.000-0.300 aras1 diisiik diizeyde iligki, 0.301-0.700 aras orta diizeyde iliski, 0.701-1.00 aras1 giilii bir iliski, Bilge Liderlik Olgegi: BLO,
Caliganlar I¢in Igsel Motivasyon Olgegi: CIIMO

Tablo 10°da katilimecilarin bilge liderlik diizeyi ile ¢alisanlar i¢in i¢sel motivasyon diizeyi
arasinda (,280**; p<0,05) pozitif yonlii, anlamli ve diisiik seviyede bir iliski goriilmiistiir.

Tartiyma ve Sonu¢

Arastirmadan elde edilen bulgulara gore spor orgiitii ¢alisanlarinin bilge liderlik diizeylerinin
cinsiyete gore anlaml bir farklihik gostermedigi, ancak igsel motivasyon diizeylerinde erkek
calisanlar lehine anlamli bir fark bulundugu belirlenmistir. Bu sonug, bilge liderligin toplumsal
cinsiyet farkliliklarindan bagimsiz bir kisisel ve yonetsel yeterlilik oldugunu diisiindiirmektedir.
Nitekim Beltekin ve Kuyulu (2019) ile Tasgin vd. (2007) ¢alismalarinda da liderlik 6zellikleri ile
cinsiyet degiskeni arasinda anlamli bir farklilik bulunmadigi sonucuna ulasilmistir. Bu bulgu,
aragtirmamizin sonuglariyla paralellik gostermektedir. Liderligin bilgi, deneyim, empati ve etik
degerlere dayali olarak gelistigi belirtilmistir (Grigoropoulos, 2020). Spor orgiitlerinde bilge

www.turkishstudies.net/turkishstudies



5774 Faik Orhun Tapsimn-Serap Ozgen

liderligin cinsiyet agisindan farklilasmamasi, son yillarda orgiit kiiltiirlerinde toplumsal cinsiyet
rollerinin etkisinin azalmakta oldugunu diisiindiirtmiistiir. Kadin liderlerin de erkek liderler kadar
stratejik karar alma, problem ¢ézme ve ¢alisan motivasyonunu artirma konularinda etkili oldugunu
belirtmistir (Akkaya ve Ustgériil, 2020; Eagly ve Johannesen-Schmidt, 2001). Spor &rgiitii
calisanlarinin igsel motivasyon 6l¢egi toplam puani agisindan erkeklerin lehine anlaml bir farklilik
oldugu tespit edilmistir. Bu bulgu, erkek c¢alisanlarin gérevlerini yerine getirirken isten elde ettikleri
tatmin, anlam ve fayda algisinin daha yiiksek oldugunu diistindiirmiistiir. Benzer bicimde Stokowski
vd. (2018) spor alaninda gorev yapan erkek bireylerin i¢sel motivasyon diizeylerinin kadinlara gore
daha yiiksek oldugunu, bunun da orgiit i¢inde daha fazla yetki ve sorumluluk almalariyla iligkili
olabilecegini belirtmislerdir. Deci ve Ryan’in (2012) ortaya koydugu 6z-belirleme kuramina gore
i¢csel motivasyon bireyin 6zerklik, yeterlilik ve iligkisellik ihtiyaclarinin karsilanmastyla artar. Spor
orgiitlerinde erkeklerin bu ihtiyaglar1 karsilama firsatinin daha fazla olmasi, elde edilen farkliligin
temel nedeni olabilir.

Katilimcilarin yas degiskeni ile bilge liderlik diizeyi arasindaki durum incelendiginde; 20-26
yas arasinda olanlarin puan ortalamasi (26,19), 27-33 yas aralig1 (27,03) ve 34 yas ve {stii olanlara
(22,70) gore anlamli derecede diisiik ¢cikmistir. Caliganlar icin i¢sel motivasyon olgegi ile yas
arasindaki durum Anova testine gore incelendiginde; gruplar arasinda herhangi bir iliski
gorlilmemistir. Alanyazin incelendiginde farkl arastirma sonuglarin oldugu goriilmiistiir. Genellikle
yasin artmasiyla liderlik tecriibesinin gelismesi beklense de (Walter ve Scheibe, 2013) bazi
arastirmalar bilge liderligin yag durumu arasinda anlamli farklilik bulmayan c¢alismalarin oldugu da
gorlilmiistiir (Bekdas ve Yumuk Giinay, 2021). Literatiirde yas, cinsiyet ve bilissel olmayan kisisel
ozelliklerin bilge liderlikte farkliliklar yarattigi bilinmektedir (Standish, 2020). Bilge liderlik,
degisen kosullara uyum saglama, bilgi paylasimi ve empati kurma gibi ¢ok yonlii yetkinlikleri
icerdiginden (Tas ve Alparslan, 2020) yasla birlikte bu unsurlardan bazilar1 deneyimsel bir
doygunluga ulasabilir ve yenilikgi liderlik davraniglarinda azalma olabilir. Yas ile igsel motivasyon
diizeyi arasinda herhangi bir iliski gériilmemistir. Bu durumun sebebi, 6ncelikle igsel motivasyon
cogu zaman bireyin yasiyla degil, yaptig1 isi ne kadar anlamli buldugu, kendini ne olgiide
gelistirebildigi ve is ortaminda ne kadar 6zerk hissettigiyle iligkili olabilir. Bu nedenle geng ya da
ileri yastaki ¢aliganlar, benzer ¢alisma kosullarina sahipse de i¢sel motivasyon diizeyleri de benzer
olabilir. Ancak alanyazinda bagka sonuclarin oldugu da goriilmiistiir. Yasin ilerlemesiyle bireylerin
i yuki, stres ve tiikenmislik diizeylerine karsi daha hassas hale gelebildiklerini belirtmistir.
(Avsaroglu vd., 2005; Ozmete, 2016). Bu baglamda, yasca ileri ¢alisanlarda orgiitsel degisimlere
uyum saglama siireci zorlasabilir ve bu da olumsuz duygulanim diizeylerinin artmasina yol agabilir.

Mesleki kidem ile bilge liderlik diizeyi arasindaki durum incelendiginde; 1-4 mesleki kidem
yili ile 5-8 mesleki kidem yili olanlarin puan ortalamasi anlamli derecede 9 ve {istli mesleki kidem
yili olanlara gore bilge liderlik diizeyi yiiksek cikmistir. Alanyazin incelendiginde, Higgs ve
Rowland (2005) liderlerin orgiitsel deneyimleri arttik¢ca degisime kars1 daha temkinli ve geleneksel
yaklagimlara yonelme egiliminde olduklarint belirtmistir. Benzer sekilde Tas ve Alparslan (2020)
bilge liderligin dinamik bir bilgi yonetimi siireci oldugunu, bireylerin 6grenmeye ve yenilige acik
olduklart siirece gelistigini vurgulamislardir. Dolayisiyla mesleki kidem yili arttikga liderlik
davraniglarinda bilgiye dayali sezgisel karar verme ve vizyoner bakis acisinin zayiflamasi olast
goriinmektedir. Arastirmada ayrica mesleki kidem yili ile igsel motivasyon arasinda herhangi bir
iligki goriilmemistir. Bu durumun sebebi, deneyim siiresinin tek basina motivasyonu belirlemedigini
diistindiirtmiistiir. Bir bagka ifadeyle, kurumda uzun ya da kisa stiredir ¢alisan bireyin, isi yaparken
duydugu igsel istek ve anlam duygusunu dogrudan etkilememis olabilir. Alanyazin incelendiginde
baska sonuglarinda oldugu gorilmiistiir. Dalman (2023) uzun siireli is deneyiminin 6zellikle yiiksek
stresli Orgiitlerde tiilkenmigligi artirabilecegini ifade etmistir. Benzer bicimde Ayan vd. (2016)
duygusal tilkenmisligin liderligi olumsuz etkiledigini, bunun da galisanlarin hem kendi, hem de ekip
performanslarmi diistirdiigiinii vurgulamaktadirlar.
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Kurumdaki ¢alisma sekli (kadrolu veya sdzlesmeli) ile bilge liderlik diizeyi ve ¢alisanlar i¢in
i¢csel motivasyon puanlarma bakildiginda anlaml bir farklilik olmadigi sonucu bulunmustur. Bilge
liderlik; bireyin deneyimlerini anlamlandirma, sezgisel diisiinme ve bilgi temelli kararlar alma
kapasitesiyle iliskilidir (Ardelt ve Sharma, 2021). Dolayistyla bu 6zelliklerin, ¢alisanin kurumdaki
pozisyonundan ¢ok kisisel gelisim ve 6grenmeye agiklikla sekillendigi soylenebilir. Benzer bigimde
igsel motivasyonun da bireyin igine duydugu igsel ilgi ve anlam algisiyla giiclendigi, dissal
etkenlerden siirl bigimde etkilendigi belirtilmektedir (Kiinye ve Aydintan, 2020). Alan yazindaki
benzer aragtirmalar da caligsanlarin istihdam big¢imlerinin motivasyon diizeylerinde anlamli farklilik
olusturmadigimni vurgulanmaktadir (Diindar vd., 2007). Bu sonuglar, orgiitlerde calisanlarin
statiilerinden bagimsiz olarak kisisel farkindalik, O6grenme istegi ve yenilige acgikligin
desteklenmesinin 6nemli olabilecegini diisiindiirtmiistiir.

Kurumdaki gorev tiirli (sube miidiirii/spor uzmani, antrendr, memur, is¢i) degiskenine gore
yapilan analizlerde; bilge liderlik diizeyi ve i¢sel motivasyon agisindan istatistiksel olarak anlamli
bir farklilik bulunmamistir. Bu durumun sebebi, kurum iginde gorevler farkli unvanlara sahip olsa
da calisanlarin benzer orgiit kiiltiirii, yonetim anlayist ve ¢alisma kosullari igerisinde bulunmalari,
algilarinin birbirine yakinlagsmasina yol agmis olabilir. Ayn1 kurumsal yap1 ve benzer yonetsel
uygulamalar, sube miidiirii, spor uzmani, antrendr, memur ya da is¢i gibi farkli pozisyonlardaki
calisanlarin bilge liderlik algilarini benzer diizeyde sekillendirmis olabilir (Kiipers ve Statler, 2008).

Katilimcilarin bilge liderlik diizeyi ile ¢aliganlar i¢in i¢sel motivasyon diizeyi arasinda pozitif
yonlii, anlaml ve diisiik seviyede bir iliski goriilmiistiir. Kisilerin bilge liderlik diizeyi arttikga, i¢sel
motivasyon diizeyinin de artti§1 sdylenebilir. Bu durumun sebebi, bilge liderligin calisanlarin
psikolojik ve mesleki ihtiyaclarina dogrudan hitap ettigini diislindiirtmiistiir. Bilge lider yalnizca
yoneten degil, ayn1 zamanda anlayan, rehberlik eden, adil davranan ve uzun vadeli diisiinebilen bir
liderdir. Bu tiir bir liderlik yaklagimi ¢alisanlarin kendilerini degerli ve anlamli hissetmelerini saglar.
Calisan, fikirlerinin 6nemsendigini ve emeginin takdir edildigini gérdiigiinde yaptigi ise karsi daha
fazla igsel bag gelistirir (Ardelt ve Sharma, 2021). Ozellikle antrendrler ve spor uzmanlari gibi
pozisyonlarda calisan bireyler, yoneticinin tutumundan dogrudan etkilenir. Bilge bir liderin
destekleyici, adaletli ve empatik yaklasimi ¢alisanlarin 6zerklik, yeterlilik ve aidiyet ihtiyaclarini
karsilayarak igsel motivasyonunu gii¢lendirebilir (Koriik vd., 2003). Alanyazin incelendiginde
sonucumuza benzer arastirma sonuglarinin oldugu goriilmiistiir. Liu vd. (2024b) Cesitli liderlik
bigimlerinin, ¢alisanlarin i¢sel motivasyon diizey ve genel bagliliklarin1 6nemli dlgiide etkiledigini
belirtmiglerdir. Benzer bir ¢alismada ise, Yiicel Batmaz ve Giirer (2016) yaptiklar1 ¢aligmada
dondstiiriicti liderligin i¢sel motivasyonun {izerinde bir etkisi olduklarini bulmuslardir. Sayan ve
Giliney (2019) Saglik calisanlar1 iizerinde yaptiklar1 arastirmada, liderlik tarzlarinin ¢aliganlarin
motivasyonu lizerinde etkisi oldugunu belirtmislerdir.

Sonug olarak, spor orgiitii calisanlarinda bilge liderlik ile i¢sel motivasyon arasinda pozitif
yonli, diisiik diizeyde ve anlamli bir iligki bulunmustur. Alanyazinda da sonucumuza benzer
aragtirma sonuglar1 da goriilmiistiir. Spor Orgiitlerinde bilge liderligin i¢sel motivasyonu
destekledigini ancak tek bagina yeterli olmadigi goriilmiis olup, bu iliskinin daha kapsaml
anlagilabilmesi i¢in konunun hem nicel hem de nitel arastirmalarla incelenmesi Gnerilmektedir.

Oneriler
» Deneyimli yoneticiler ve ¢alisanlar, daha az deneyimli personele rehberlik etmelidir.

» Caligsanlara gorevlerini yerine getirirken belirli dl¢iide karar alma 6zgiirliigii taninmalidir.

» Aragtirmada bilge liderlik ile i¢gsel motivasyon arasindaki iligkinin diisiik diizeyde kalmasi
nedeniyle, c¢alisanlarin motivasyonunu artirmaya yonelik ¢cok boyutlu yonetim stratejileri
gelistirilmelidir.

» Spor orgiitiinde ¢alisanlarin igsel motivasyonunu artirmak i¢in 6diil ve tegvik uygulamalarina
da yer verilmelidir.
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