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	The aim of the current study is to determine the relationship between perceptions of management styles and trainers' motivation in the public sports institutions, and to examine the effect of management styles on job motivation. The sample of the research consists of 190 trainers, 18 of whom are women and 172 of whom are men working in the public sports institutions. In the study, descriptive scanning method was used, and the data obtained were analyzed by making statistical procedures such as frequency, correlation, regression analysis. As a result of the analyzes, it was found that democratic management style and paternalist management style had a positive effect on trainers’ job motivation. However, the liberal management style and authoritarian management style were found to have a negative effect on trainers’ job motivation.
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1. INTRODUCTION 
Management as a process refers to a number of activities and functions, management as an art refers to implementation, and management as a science refers to a systematic and scientific knowledge (Baransel, 1979). According to these perspectives, various meanings are attributed to the concept of management. However, in its most general definition,  management can be seen as  a process  directed to manage individuals and groups for a specific purpose [1]. In other words, management is to ensure that the organization resources reach the goals by planning [2]. Management can also be defined as the process of working with people and resources for the realization of organizational goals, for the coordination of the work with others or through others, efficiently and effectively [3].
Management style, which is a broad concept includes elements such as organization, planning, directing, coordination, control, procurement and selection, and authority sharing [4]. The most important elements that will bring an institution to success are management style and people [5]. Management style expresses the way the manager uses his/her authority over the employees and  level of  relationship with the employees in reaching the goals of the organization [6]. 
The most important factor that determines and shapes the type of management behavior is the way the manager uses his/her authority [7]. Managers are the people who keep things going through other people [8]. The manager is the person who works with others to coordinate business activities in order to achieve organizational goals [9].
Based on these explanations, it is possible to say that management style is a very important process in achieving organizational goals because the way managers use their powers, the level of interaction with employees, and the decisions they make regarding service and production processes affect the effectiveness and efficiency of the organization [10].
It is stated that the authority level and power of the managers of an organization are determinants in the classification of management styles that can be applied in the organization. Within the scope of evaluations, management styles are classified by researchers as: Paternalistic, democratic, laissez-faire and authoritarian management styles [11].
Paternalistic management style is about how much managers adopt paternalism.Paternalist management is defined as a management style where discipline and paternalistic intent come together [12]. Paternalistic management style is a management style that includes the manager's attention to his employees in all his business processes, helping them as much as possible and showing a father-like attitude rather than that of the manager. The rate of control is at a certain level and the communication of the managers is seen not only within the organization but also outside the organization. [13-14]. Paternalism is not considered to have a feature that combines paternalistic benevolent authority and discipline [14-15].  The characteristics of a particular culture can be a determinant of its leadership styles and the leadership styles brought about by the cultural values of various societies are quite different from each other [16]. In this context, it has been observed in intercultural studies that paternalistic leadership is seen at a higher level in China, Pakistan, India, the United States and Turkey than Germany and Israel [17].
Aycan [14] supported that paternalistic leadership style is a suitable leadership type that helps to obtain efficient and productive result in the collectivist societies like Turkey. At this point, it is important to reveal how the paternalist leadership style that we encounter as the result of a cultural phenomenon has an impact on the employees.
In  democratic management style, which can also be described as a participatory management style, managers expect that subordinates will work in a certain order and increase their motivation levels by appreciating successful employees. On the other hand, it takes into consideration the opinions and suggestions of subordinates in decision making processes [11]. Democratic management is an approach that constantly communicates with employees, provides effective workforce support and constant motivation to employees and reveals their talents [15]. Democratic management is also an active involvement of people in this process who report to the manager about how their work is done in their fields [16]. The emergence of positive behaviors of employees such as being a part of the team and having a sense of belonging to the organization is supported by democratic management style [17].
Authoritarian management style, managers expect their subordinates to act in accordance with the determined rules, procedures, goals and policies. Also, the interaction and communication between the manager and subordinates are at very low levels. In addition, subordinates are not allowed to participate in decision making in an autocratic management. In  authoritarian organizations in which management is designed hierarchically, decisions are made by the top management and are dictated without questions [18]. Authority in management continues with its employees' internal rebellion, anger, non-intentional obedience and low trust and the avoidance of the use of  real performance, knowledge and ability, which leads to low quality and low performance in the organization [19].
Laissez-faire management is a style that aims to establish a minimum level of supervision on subordinates [20]. In this management style, managers avoid taking responsibilities or making decisions and they only intervene in the activities of employees when there are problems and actions are difficult to prevent [21]. This management style can result in inefficiency in cases where employees have  lack of adequate knowledge, skills and experience, on the other hand it can cause performance enhancement by innovation and creativity in organizations where there is a high level of skill, knowledge and task awareness [22].
Job motivation is defined as encouraging, supporting and directing employees in order to carry out activities related to organizational goals [23]. Motivation with its broad scope and meaning is fulfilling the basic physiological needs of the employees, belonging to a group or wanting to be useful in the organization, and also it triggers the organization's desire to reach the goals in the best way. Motivation in management is used to ensure that the employee is effective and productive in  business with the energy that he/she has [24].
Motivation is an important indicator for employees to be excited and determined to perform their jobs at a high level. It provides a rising level of commitment and a more personal focus on the set targets  [25]. The motivation process is defined as a process for success in the business field of the individual or organization. It is to ensure that the employee strives to execute the wishes and goals of the organization and himself, and job motivation has started to attract more attention to  workplaces  by the day [26].
One of the most important issues in motivation is to identify the needs of employees which differ from person to person. The variety and continuity of the needs lead to the complexity and continuity of the behavior. Therefore, motivational factors and tools need to be constantly reviewed [27]. 
In globalizing organizations, business executives face the obligation to motivate their increasingly diverse employees [28]. Various assumptions about motivation have been put forward in different studies. For example, while Baumerster and Leary [29] emphasized that social activities may be the most important source of motivation, Parker [30] found that job diversity, job identity, emphasis on work, job autonomy, job demands and social support are the most important sources of motivation in an organization. In this study, management style, salary and rewarding, security, teamwork and self-development are considered as motivation tools.
Therefore, the main purpose of this study, which is  carried out based on the importance of the subject and the gap in the literature, is to determine whether there is a relationship between the management styles perceived by the trainers in the public sports organization and their job motivations. In line with this general purpose, it is also to examine the effect of the management styles perceived by trainers in the public sports organizations on job motivations.

2. RESEARCH METHOD 
2.1. Participants
Relational screening model was used in this study, and the sample of the study consists of 190 trainers working in Kocaeli public sports organizaton. The data were collected by simple random sampling method. A total of 190 trainers, 9,5% (n = 18) women and 90,5% (n = 162) men, participated in the study.
2.2. Data Collecting Tools
2.2.1. Personal Information Form: There were questions prepared by the researcher in this form that included the age, gender, marital status, educational status and working hours in order to learn the demographic information of the employees.
2.2.2. Management Styles’ Scale: This scale developed by Bektaş [31] was used to measure employees' perceptions of management styles. The scale consists of 23 questions and four subscales. These are authoritarian, democratic, laissez-faire and paternalistic management styles. When considering the internal consistency of the management styles scale used in the research; Paternalistic management was found to be α= 0.751, autocratic management α= 0.712, laissez-faire management α= 0.790, and democratic management style was α= 0.768.
2.2.3. Job Motivation Scale: This scale consisting of a total of 20 questions was used to measure the motivation of the employees. The motivation scale was prepared by Özgür [32]. The job motivation scale consists of five subscales which are management style, salary and rewarding, security, teamwork and self-development. Total Cronbach alpha internal consistency coefficient of the scale was found to be α= 0.820. When the subscale internal consistency coefficients of the scale was analyzed, management style was found to be α= 0.812, salary and Rewarding α= 0.765, security α= 0.850, team work α= 0.824, Self-Development α= 0.815.

3. RESULTS AND ANALYSIS 
Demographic information about the participants was presented in Table 1 below.
Table 1. Demographic information of the participants
	Variables
	N
	%

	Gender
	Women
	18
	9,5

	
	Men
	172
	90,5

	
	Total
	190
	100,0

	Marital status
	Single
	120
	63,2

	
	Married
	70
	36,8

	
	Total
	190
	100,0

	Educational status
	Highscholl and below
	26
	13,7

	
	Undergraduate- Graduate Degree
	149
	78,4

	
	Postgraduate
	15
	7,9

	
	Total
	190
	100,0

	Age
	20-26
	49
	25,8

	
	27-31
	45
	23,7

	
	32-36
	44
	23,2

	
	37-41
	32
	16,8

	
	42 and above
	20
	10,5

	
	Total
	190
	100,0

	Working Time in the Organization
	1 year and below
	47
	24,7

	
	1-5 
	115
	60,5

	
	5 years and above
	28
	14,7

	
	Total
	190
	100,0


The relationship between the management style scale and the job motivation scale subscale scores applied in the study was determined by Pearson correlation analysis (Table 2).
Table 2. Correlation analysis between the job motivation scores and management style perceived by the participants
	MSS
	Paternalistic
	1
	
	
	
	
	
	
	
	
	

	
	Autocratic
	-,555**
	1
	
	
	
	
	
	
	
	

	
	Laissez-faire
	-,276**
	,549**
	1
	
	
	
	
	
	
	

	
	Democratic
	,805**
	-,676**
	-,396**
	1
	
	
	
	
	
	

	BMS
	Management style 
	,792**
	-,596**
	-,270**
	,842**
	1
	
	
	
	
	

	
	Salary and R.
	,487**
	-,362**
	-,010
	,506**
	,659**
	1
	
	
	
	

	
	Security
	,473**
	-,415**
	-,106
	,552**
	,638**
	,744**
	1
	
	
	

	
	Team Work
	,642**
	-,535**
	-,187**
	,721**
	,785**
	,588**
	,663**
	1
	
	

	
	Self Development
	,755**
	-,614**
	-,334**
	,820**
	,881**
	,670**
	,649**
	,776**
	1
	

	
	Total
	,711**
	-,569**
	-,198**
	,777**
	,899**
	,850**
	,855**
	,865**
	,901**
	1


**: p<.01, N: 190, r: Pearson correlation coefficient, MSS: Management Styles Scale, BMS: Job Motivation Scale
According to the results of the analysis; Paternalist management scores were found to be positively significant with the Job Motivation Scale subscales, and positively correlated with the Job Motivation scale’s total scores (r = .711, p <.01). Authoritarian management scores were negatively significant with the Job Motivation Scale subscales and it was observed that the authoritarian management score was negatively correlated with the total scores of the Job Motivation scale, significantly (r = -.569, p<.01). It was also observed  that the Laissez-faire management scores were significantly related to the Job Motivation Scale subscales in a negative way and also were negatively related to the Job Motivation scale’s total scores (r= -.198, p<.01).  It was found  that the Democratic management scores were significantly related to the Job Motivation Scale subscales in a positive way and  were also positively related to the Job Motivation scale’s total scores, significantly (r=.777, p<.01).
In this context, regression analysis was conducted on the extent to which these variables explain job motivation, which is positive with some of the management styles and negative with others.
Table 3. Regression analysis on the prediction of job motivation by management styles
	
	B
	β
	t
	p

	Constant
	,632
	
	1,927
	,055

	Paternalistic Management
	,180
	,217
	2,944
	,004

	Autocratic Management
	-,149
	-,167
	-2,561
	,011

	Laissez-faire Management
	,187
	-,175
	3,345
	,001

	Democratic Management
	,552
	,560
	6,730
	,000


R= .806  R2= .650  R2adj= .642, F (4,185)= 85.752,  p<.01
Dependent Variable: Job Motivation (Total)
In order to determine whether the management style’s scale scores applied in the study which predicts the job motivation scale’s total scores, the total scores of the job motivation scale were determined as dependent variables, and paternalistic management, authoritarian management, laisse-faire management and democratic management scores were determined as independent variables and standard multiple regression analysis was applied. In the simple linear regression model in which all independent variables are included in equation (Enter); It was determined that it significantly predicted the Job Motivation total scores [F (4, 185) = 85.752, p<.01]. In the model, 65% of the variance in the Job Motivation total scores are explained (R2 = .650). When the standardized regression coefficients are examined; According to the power of predicting Job motivation; It was observed that democratic management scores (β = .560, p <.01), laisse-faire management scores (β = .175, p <.01) and paternalist management scores (β = .217, p <.01) positively; while Authoritarian Management scores (β = -.167, p <.05) negatively predicted job motivation.


4. DISCUSSION AND CONCLUSION 
The purpose of this study is to examine the relationship that exists between the management styles perceptions of the trainers and their job motivation and to examine the effect of the management styles on the job motivation. The research was carried out on 190 trainers (18 Women, 172 Men) working in the public sports organization. As a result of the correlation analysis, it was observed that there was a positive and significant correlation between the paternalistic management style and democratic management style and job motivation scale subscales and total scores of the job motivation scale. In addition, it was observed that there was a significant negative relationship between the trainers' autocratic management style and laissez-faire management style and the job motivation subscales and total scores.
Based on the motivation approaches, learning the sources of motivation in the organization where the participants work will contribute to the management. From the results obtained in the study, it was found that the paternalistic management style and democratic management style positively affect the motivation of the trainers in the  public sports organization. These results indicate that the perceived management style is a variable that may affect the job motivation of the tariners. In the literature, there are findings supporting this opinion. In the study findings of Nal and Sevim [33], it has been determined that paternalist leadership has a significant and positive effect on the external motivation of the trainers. Paternalist management style encourages subordinates' business identity and reveals their motivation. In other words, it is the leadership style that reveals the motivation of the employee [34]. In addition, it has been determined in the studies that there are relationships between paternalistic leadership and employees' creative participation perception, organizational commitment, employee performance, organizational citizenship, job satisfaction and job gratification [35-36]. Aycan [14] argues that paternalistic leadership style is a suitable leadership type which helps  to obtain efficient and productive results in a collectivist society like Turkey. The result of  Aycan's study confirms similarly, that human relations are given importance in the democratic management style. An environment where employees are constantly suppoted and motivated is created. Also, their inclusion in decision making processes is an important source of motivation [37]. Besides,  it has been observed that Democratic management Style has an impact on positive organizational behavior issues like; business performance, organizational commitment, creativity, job satisfaction, etc. [38]. Democratic management style is known to appeal to the internal motivation of  employees, particularly when it is practised through an effective management way [39].
It was also observed that there is a negative relationship between autocratic management style and laissez-faire management style and job motivation subscales and total scores. In the autocratic management approach, the manager usually shows an authoritarian behavior by accepting man as a passive element that fits the organizational goals. Therefore, management styles such as strict control, very little delegation, detailed job descriptions and detailed penalty are adopted [1].
Managers with a democratic or authoritarian management understanding  leaves positive or negative effects on employees [40]. It was found that the motivations of the trainers of the public sports organizations which constitute the sample of this study, were negatively affected by an autocratic management style. Similarly, in environments where the laissez-faire management model is utilized, there is an inverse relationship between employee efforts and motivations [41]. The laissez-faire management style makes little contribution to employees. The use of authority in laissez-faire leadership is completely eliminated [42]. This management model  also shows that it affects the motivation of the individuals working in sports organzation negatively just like the authoritarian management model where authority is very high.
Another aspect to be put into consideration in this study, is the ability to know to what extent the trainers' perceptions of management style affect their job motivation. It was observed from the regression analysis that the management style has 65% explanation for  job motivation, and  that democratic management and paternalistic management styles have the power of predicting job motivation positively, while  laissez-faire management and authoritarian management styles predict negatively.
A proper examination of  the literature reveals that there is no general and single management style that can be applied in organizations. However, it is observed  that management style can change depending on many factors and different management styles can be applied [43].
In summary, when the research findings were evaluated together with the different results obtained in previous studies, results show that there is a difference between the best management style, the best organizational structure and the motivation techniques  [44], and that the paternalistic management style and the democratic management style, which are more appropriate in the Turkish social structure, positively affect the motivation of the trainerss in sports organization.
The researcher attributes the reason for these results to the fact that the study was streamlined to  the tariners of the public sports organization. In order to obtain more inclusive and healthy results with similar studies,  it would be appropriate to carry out the studies on this subject in different organizations and places in the future.
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