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Annotation:

The purpose of the present study
was to investigate the relationship
between  managers’ leadership
styles in physical education offices
universities and sport volunteers’
satisfaction. Statistical populations of
this study included the whole volunteer
students in sport associations of
countries decimal zones universities.
The sample of the study consisted of
231 volunteers who were selected
by Morgan Table (n=231), which the
results of 208 questionnaires were
statistically analyzed. After verifying
the validity of questionnaires by the
experts, theirreliability were calculated
as (0=0.91 and a=0.88 respectively
for leadership style and Satisfaction
questionnaires by Cronbach’s alpha
coefficient in a pilot study). Data were
analyzed with parametric tests at
P<0.05. Results showed a positive
significant  relationship  between
transformational leadership style
with volunteers’ satisfaction (r=0.341,
sig=0.001). There was no significant
relationship between transactional
leadership style and volunteers’
satisfaction (P>0.05). Also, There
was negative significant relationship
between laissez-faire leadership style
and volunteers’ satisfaction (r=-0.355,
sig=0.001). Furthermore, there was
a significant difference between
preferences of managers’ leadership
styles. Thus, transformational style
(3.723+0.683) was in first and the
transactional  (3.476+0.572) and
laissez-faire  (2.827+0.833) styles
were in next preferences. Also, from
volunteer  students’ perspective,
Satisfaction of acquiring experience,
career and social were the most
important dimensions, and material
Satisfaction was the least important
factor. According to research results,
It seems that managers of Physical
Education offices universities can
increase the amount of volunteers’
Satisfaction and provide background
of their more and most effective
attendance in sport association with
transformational and inspiration
leadership styles, appropriate
incentive policies and converting
sport association environment to a
place in which easier accessibility
to individuals’ volunteer incentives
becomes possible.
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Pesza AHpam, Mexp anu Xemma-
™ He3xaa, Kasem [OaHew CaHwu.
B3aemMo3B’A30Kk MiX cTMnaAMM nigep-
cTBa MeHepXepiB YHiBepcuteTiB di-
3UYHOTO BUXOBAHHA | CMOPTUBHMUX
po6poBonbuiB. Meta pobotn — gocni-
[KEHHS B3aEMOBIOHOCUH MK CTUMAMMU
nigepcTea MeHedXepiB B yHiBepcuTeTax
$i3N4YHOro BMXOBaHHSA i CMOPTMBHUX [0-
opoBonbuiB. CtatuctuyHa nonynsuis
LbOro OOCHIXEHHST BKItoYana BCiX CTy-
AeHTiB  fobpoBoOMnbLiB B CMOPTUBHMX
acoujauisx yHisepcuTeTiB. Beboro B fo-
cnimxeHHi bpanu yyactb 231 BOMOHTEp,
aki Oynm BuOpaHi BIANOBIAHO A0 peko-
mMeHpaauin Morgan Table (n=231). Bcbo-
ro CraTUCTUYHIN o6pobui nigaasanocs
208 aHkert. licnsa nepesipku BanigHOCTI
aHkeT ekcneptamu, byna obuucneHa ix
HaginHicTb (a =0.91 i a =0.88 signosia-
HO AONns CTUNIB nigepcrtBa 3 BUKOPUC-
TaHHaM KoedidieHTa Cronbach’s). [aHi
6ynu npoaHanizoBaHi 3 piBHEM 3Ha4y-
wocti P<0.05. Pesynbratv nokasanu
NO3VUTUBHUIA iICTOTHUIA B32EMO3B’I30K MiXK
TpaHcdhopmauiiHuM cTunem nigepcTea i
3agoBoneHHAM gobposonbuis (r=0.341,
sig=0.001). He Oyno Hisikoro icToTHOro
B3AaEMOBIQHOLUEHHS MiX OiNoBUM CTUEM
nigepcTea i 3a00BONEHHsIM [OBPOBOIb-
uie (P>0.05). Takox, Oyno HeraTuBHe
iCTOTHE B3a€EMOBIOHOLLEHHA MiX CTURem
nibepanbHOro nigepcTea i 3a40BONEHHAM
pobposonsbuiB (r= -0.355, sig=0.001). o
TOro >, crnocTepiranuca iCTOTHI BigMIH-
HOCTI Mi>X nepesBaramu CTuniB nigepcraa
y MeHemxepis. Tomy, TpaHcdopmauin-
HUA cTunb ByB nepwum (3.723+0.683),
a pinosi (3.476x+0.572) i nibepanbHi
(2.827+0.833) ctuni Gynn B HacCTymHWUX
nepesarax. TakoX, y CTyAEHTIB BONOHTe-
piB cnocTepiranvch Taki AKOCTi AK NnaHun
Ha ManbyTHe, HabyTTs gocsiay, kap’epa i
coujanbHa 3abe3neyeHicTb, ski Bynu Haii-
BaXXNUBILUMMY NOKa3HMKamy. MeHLw Bax-
NMBMM YUHHKMKOM Byno matepianbHe 3a-
[OBOMeHHs. BignosigHo Ao pesynerartis
[ocnigXeHb BCTAHOBMNEHO, LLO MEHeaxXe-
pyn yHiBEpCUTETIB (PIBNYHOTO BUXOBaHHS
30aTHi 36iNbLWKTK KiNbKICTb BOMOHTEPIB i
3abesneuntn nepegymoBu A0 HambinbLu
eeKTUBHOI iX yyacTi B COPTUBHMX aco-
Liauigx Ha OCHOBI TpaHcdopMaLinHOro
cTunio nigepctea. Takox, MpeacTtaBuTU
BiANOBIAHI CMOHYKanbHi MOTUBMK 3 nepe-
TBOPEHHSA CMOPTMBHOI acouiauii Ha Mic-
Le, B IKOMY € MOXNMBICTb BinbLu nerkoi
OOCTYMHOCTI NposiBY iHAMBIAYanbHUX 34i-
BGHOCTEl y BONOHTEPIB.

mpaHcgopmauitiHut, nidepcmeo, dino-
sutli, 006poeoribUi, 3a0080/IEHHS, criopm,
acoujaui.

Pe3a AHpam, Mexp anu XemmaTtu Hesxap,
Kasem faHew CaHu. BzaumocBsizb mexay
CTUNAAMU NUAEPCTBAa MEHEeAKEepPOB YHM-
BEepCUTETOB (PM3NYECKOro BOCMUTaHMUS
M cnopTuBHbIX Ao6poBonbueB. Llens pa-
60Tbl — uMCCnegoBaHWe B3aUMOOTHOLLEHWIA
Mexgy CTUNAMW nuaepcTBa MeHeOKepoB B
yHUBEpCUTETaX (PU3NYECKOro BOCTUTaHUS U
cnopTuBHbIX fobpoBsonbLes. CTaTucTuyeckas
nonynsuns 3TOro MCCreAoBaHus BKMovana
BCEX CTYAEHTOB JOOPOBOMbLEB B CMOPTUBHbIX
accoumaumnsx yHusepcuteTtos. Beero B uccne-
[OBaHWUM NpuHUManu yyactue 231 BonoHTep,
KOTOpble Oblnn BbIGPaHbI B COOTBETCTBUM C
pekomeHpaumamum Morgan Table (n=231).
Bcero cratuctuyeckon obpabotke noasepra-
nocb 208 aHkeT. [locne npoBepku BaNnnaHoCTu
aHKeT akcnepTamu, Gbina BblMMCIIEHA X Ha-
aexHocTb (a =0.91 n a =0.88 cooTBeTCTBEHHO
Onst CTUNen nuaepcTBa C MCMoNb3oBaHUMEM
koadpdumumeHta Cronbach's). [aHHble Obinn
NpoaHanuanMpoBaHbl C YPOBHEM 3HAYMMOCTM
P<0.05. PesynbraThl Nokasanu NonoxuTenb-
HYI0 CYLUECTBEHHYI B3aVMOCBS3b MexXay
TpaHcopMaLMOHHBIM CTUMNEM NMAEPCTBA U
yooBrneTBopeHnem pobposonbues (r=0.341,
sig=0.001). He ObINO HMKAKOrO CyLLECTBEH-
HOrO B3aUMOOTHOLLEHUSI MeXZy [AEenoBbIM
CTUNeM nuaepcTsa U YAOBMETBOPEHUEM [O-
6posonbues' (P>0.05). Takke, 6610 oTpuua-
TEMbHOE CYLLECTBEHHOE B3aVMOOTHOLLEHME
Mexgy cTtuneMm nubepanbHoOro nuaepcTea u
yaoBsneTBopeHnem gobposonbues (r= -0.355,
sig=0.001). K Tomy e, Habnoganucb cylle-
CTBEHHbIE Pa3NMyuns Mexay NpeanoyTeEHUsIMN
cTunen nuaepcTea y MeHemkepos. oatomy,
TpaHCOpPMaLMOHHBIA CTUNb Obin  NepBbIM
(3.723+0.683), a pgenosble (3.476+0.572) n
nnbepanbHble (2.827+0.833) ctunn 6binn B
crnegylowmx npegnodTeHusix. Takke, y CTy-
[OEHTOB BOMOHTEPOB OTMEYanucb Takue Ka-
YecTBa Kak BuAbl Ha byayllee, npuobpetexne
onbiTa, Kapbepa M couuanbHas obecneveH-
HOCTb, KOTOpble BbiM camblMU BaXKHbIMWU MO-
kasatensamun. MeHee BaxHbIM hakTopom 6bino
maTtepuanbHoe yaoBreTBopeHue. B cooTteeT-
CTBUW C pe3ynbTaTtaMu WCCRefoBaHuii ycTa-
HOBIMEHO, YTO MEHEeOXepbl YHWBEPCUTETOB
h13nyecKoro BOCMUTaHMSA CNOCOOHbI yBenu-
YWNTb KONMMYECTBO BOMOHTEPOB U 06ecnevnTb
NpeanochLInkM K Haubonee addekTMBHOMY
UX y4acTuiO B CMOPTMBHbIX accoumaumsx Ha
OocHoBe TpaHCcOpPMaLMOHHOIO CTUNSt NUAep-
ctBa. Takxe, NpeacTaBuTb COOTBETCTBYIOLLME
nobyautenbHble MOTMBBI MO MpeBpaLLEHUIo
CNOPTMBHON accounaumm B MECTO, B KOTOPOM
MMeeTCcst BO3MOXHOCTb bonee nerkas 4ocTtyn-
HOCTb NPOSIBMEHUS MHAMBMAYamNbHBIX CNOCO6-
HOCTEN y BONIOHTEPOB.

mpaHcgopMayUOHHbIU,
10800, 006p08ObLUbI,
cropm, accoyuayuu.

nudepcmeo,  Oe-
ydoenemeopeHue,

Introduction

Management is the most important factor in the life,
growth, and death of an organization (1). One of its duties
is to play an effective role in the organization leadership.
Leadership, because of its impact on individual and group
effectiveness, is an important subject in organizational
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behavior which is in the spotlight of researchers and oth-
ers from long before. An organization which benefits from
a more competent manager can better achieve its goals,
since it can present proper plans. In other words, leader-
ship process has a direct impact on organization capabili-
ties in satisfying personnel’s needs and making an opti-
mum atmosphere for work.
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The issue which currently attracts most researchers
is that what kind of leadership behavior will be suitable
for organizational process. The most recent studies about
leadership mention two theories: transformational and
transactional leadership which at first Berns theory (1978)
was its starting point then Bass redefined it in 1985. Berns
contrasted two styles of leadership: transformational and
transactional and indicated that transformational leaders
addressed crucial needs and high levels of followers (e.g.
the need forself-flourishing from Maslow's point of view)
and encourages them to a higher level of motivation (2).

Transformational leadership process has its root in
personal values and ideas of the leader. These kinds of
leaders make their subjects to operate with a strong mo-
rale so they can effect deeply on the organization. Such
leaders get their inspiration from their deepest personal
values (e.g. justice, fairness, honesty, and honor). Think-
ers of organizational behavior, alongside these two leader-
ship styles, mention another style by the name of laissez-
faire leadership. Laissez-fair leaders are those who have
no motivation and skill to perform managerial tasks. They
define standards when there is a problem (3).

In these recent decades, increasing competition in
global scales and continuing changes in experiences and
technology led to organization management methods have
been reviewed. One of the most important achievements
of this review was human resource management develop-
ment (4). Human resource means all people who work in
different levels of an organization. In a general categori-
zation, human resource who works in the organizations
is divided into two groups: official personnel and volun-
teers. From Paul's (1999) point of view, a volunteer is a
person with complete authority, without any expectation
for reward, who works in a formal and official environ-
ment to help others (5).

The convention of volunteering and service delivering
to the society is a contemporary world phenomenon which
has its roots in social traditions of the people around the
world. Today, volunteers are an important part of orga-
nizations' human resource, public institutions and espe-
cially private sectors. The kind and nature of voluntary
activities is various. Nowadays, volunteering in sports
and entertainment is an important part of voluntary activi-
ties (6, 7). Volunteers in sport organizations are divided
into two categories: traditional or long term volunteers
and event or short term volunteers. Voluntary activities in
sport area have bilateral benefits which are useful for both
sport society and the volunteer. Cnaan,R.A,Goldberg-
Glen (1991) indicate that people continue their voluntary
activities as long as these activities satisfy their personal
needs. In other words, if people feel satisfied about their
voluntary experiences they will continue their activities
and vice versa (8).

Pauline (2009) showed in his study that by satisfying
motivational needs of volunteers, satisfaction will increase
(9). Sherer (2004) studied the factors which effect volun-
teers’ satisfaction who were active in entertainment. He
addressed six dimensions: work nature and environment
satisfaction, general satisfaction about services, service
conditions, current situation of work environment, and the

manager and communication with colleagues. He indicat-
ed that work nature and environment satisfaction was the
most important factor. Second and third place belonged to
current condition of workplace and colleagues behavior
as important resources for volunteers’ satisfaction (10).
Proper behavioral patterns for the manager in each orga-
nization can lead to strong morale and motivation among
employees (official and volunteer) and increase their level
of job satisfaction. In the other hand, job satisfaction can
lead to more efficiency, less employee absence, and it
can encourage volunteers to participate in these activities
again and again (11).

Waldman et al. (2001) suggest that leadership style of
a manager should be one of the highest levels of theories;
since manager's guidance and control impact decision
making process, employee satisfaction, and organization's
output (12). ). Howell and Frost (1989), Awamleh and
Gardner (1999), Avolio et al (2002), Frese et al (2003)
presented some strong documents which showed that
transformational managers had more satisfied subjects
than other managers (13). Money (2011) introduced
transformational leadership as an important factor in or-
ganizations' success and indicated that transformational
leadership can increase job satisfaction and effectiveness
in an organization (14). Wang et al. (2011) showed that
there was a positive link between transformational lead-
ership style and job satisfaction among the nurses (15).
The study conducted by Moriano et al. (2011) illustrated
that there was a positive relationship between transforma-
tional leadership and employees” entrepreneurship while
there was a meaningful and negative link between trans-
actional leadership and entrepreneurship (16).

Burton & Peachy (2011) showed that there was more
positive link between college sport managers’ transforma-
tional style and organizational outputs (satisfaction, extra
effort and effectiveness) (17). Oguz (2010) illustrated
that there was a positive and meaningful relation between
principals® transformational and transactional leadership
styles and volunteer teachers” citizenship behavior (18).
Fang et al. (2009) indicated that managers, who used
transformational leadership style to conduct their employ-
ees, increased their job satisfaction (19).

Regarding past studies’ findings, organizations need
effective and competent managers and employees (offi-
cial and volunteer) in order to achieve defined goals for
multilateral development. Thus, management implemen-
tation and effective leadership styles are requisites for any
organization success. One of these organizations is uni-
versities' sport administrations.

Based on different theories, in sport organizations,
manager's leadership style selection method can effect
volunteers satisfaction. The manager, as the leader of uni-
versities' sport administration, can choose different styles
in conducting human resource through which he/she can
include employees’ satisfaction in the organization goals.
If volunteers are content with managers’ performance and
their management method in universities sport adminis-
trations , not only they will act with more motivation, but
also they make them stay in the activity and participate
again. Althogh there are many studies about leadership
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styles, there is no study about the relation between lead-
ership style and sport volunteers satisfaction. Also, there
are limited studies about sport volunteership especially
satisfaction in our country. Regarding what mentioned
above the purpose of this study is to answer these ques-
tions: Is there any relation between sport administration
managers’ leadership style and sport volunteers satisfac-
tion? Which leadership style is more related to volunteers
satisfaction?

Methodology

This field study is descriptive and correlative. Statistical
population of this study is the volunteer students in
universities' sport associations of 10 regions of the country.
Among 73 universities, 17 had active sport associations.
Based on Morgan table, 231 students were selected as
statistical sample (n=231) from which the results of 208
questionnaires were analyzed. Bass and Avolio (1995)
Multifactor Leadership Questionnaire (MLQ) was used to
measuremanagers leadership style oftheuniversities® sport
administrations. This questionnaire includes 41 questions
with 5-value Lickert scale (1=never to S5=always) and
studies three concepts of transformational, transactional
and laissez-faire leaderships as three independent and
individual dimensions. Malaei's experience satisfaction
questionnaire is also used in order to study satisfaction
dimensions and to determine their priorities. This
questionnaire includes 31 questions with 5-value Lickert
scale (1=absolutely disagree to S5=absolutely agree)
and reviews eight dimensions of satisfaction: acquiring
experience, career, material, enhancement, purposive,
social, protective, and commitment. The face and content-
related validity of research tools were confirmed by sport
management experts. Also their reliability in a study
including 30 sport associations volunteers by using
Cronbach Alpha were 0=0.91 and 0=0.88 for leadership
style and satisfaction of volunteer experiences. Descriptive
statistical methods were used to describe the findings
(mean, standard deviation, etc.). Kolmogorov-Smirnov Z
test was used to study variable distribution (being normal
and not being normal). Since variable distribution was
normal, Pierson correlative coefficient tests, frequent
measurement, independent t, and Bonferroni Post hoc test
were used in order to analyze the data.

Research findings

124 boys and 84 girls (59.6 and 40.4 percent of the
total volunteers) were tested, 89.4% were single and
10.6% were married. Their average age was 22.03+2.2,
7.7% of them had junior college diploma, 79.3% had BA,
12.5% had MA, and 0.5% had PHD. More than half of
these volunteers (67.8%), were sport students and 32.2%
belonged to other fields. Also, average activity profile of
sport association volunteers were 1.71+0.87.

Table 1, shows the results of the study about the
relation between study's variables. Based on the results
of this table, there is a positive and meaningful relation
between transformational leadership style and volunteers
satisfaction. Also there is no meaningful relation between
transactional leadership style and volunteers satisfaction.
Besides, there is a negative and meaningful relation
between laissez-faire leadership style and volunteers
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satisfaction.

Regarding the results of tables 2 and 3 (repeated
measurement test), it can be observed that there is a
meaningful difference between priorities of universities
‘sport administration managers’ leadership styles.
Transformational leadership style (3.723+0.683) is
in the first priority and transactional leadership style
(3.476+0.572) and laissez-faire (2.827+0.833) are in the
second and third priority.

From volunteer students™ point of view, satisfaction
of acquiring experience, career, and social are the most
important and material satisfaction is the least important
dimension of sport associations’ volunteers’ satisfaction
(figure 1).

Conclusion and discussion

The purpose of this research is to study the relation
between universities sport administrations managers’
leadership style and universities sport associations
volunteers satisfaction. The results of this study show
that there is a positive and meaningful relation between
transformational leadership style and volunteers
satisfaction (r=0.341; P<0.05), negative and meaningful
relation between laissez-faire leadership style and
volunteers satisfaction (r=-0.355; P<0.05). Also, there is
no meaningful relation between transactional leadership
style and volunteers satisfaction.

Studies show that in transformational leadership style,
the leader, encourages the subjects in order to reach their
maximum potential power and this makes them to satisfy
their higher levels of needs (success and self-recognition),
and group goals. Mahate (2005) shows in his study that to
have higher satisfaction levels and better function, bank
managers need to use transformational leadership style
(13). The results of the studies of Mary ClaireKlein (2006),
Charles Emery et al. (2007), Fang et al. (2009), Rowold
(2009), Korek, S., Felfe, J., Rothe (2010), are similar to
those of this study. The results of this study show that the
tendency among sport administration managers leadership
style is toward transformational, transactional, and then
laissez-faire. Charles Emery et al. (2007), indicate that
transformational leadership has higher relation with
job satisfaction and organizational commitment than
transactional leadership. This study's results agree with the
results of Tuker's (1992) research results.

In contrast with the results of this study, Susan B.
Pettine (2006) shows in her study that transformational
leadership has no privilege over transactional leadership
in using voluntary forces (23). Rejas et al. (2006) studied
the effect of leadership style on the performance of small
companies in Chile. They reported that transformational
leadership was in the middle, transactional leadership
was in the highest, and laissez-faire leadership was in the
lowest level of leadership styles. It seems that, among
the reasons that this study doesn't compatible to that of
Doherty (1997), Ceroy & Danylckuk (1996), Pruijn &
Boucher (2002), Rejas et al (2006) are the difference
between statistical population, cultural differences, and the
difference between environments used by these researchers
and those of sport administration. Transformational
leadership style, because of considering individual's
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Tablel. Relationship between leadership styles and sport volunteers’ satisfaction

Transformational Transactional Laissez-faire
Leadership leadership leadership
lunteers' satisfaction r 0.341 0.069 -0.355
volunteers: sahstactio Sig 0.001 * 0.322 0.001 *
*significant relationship in P<0.05
Table?2. Relationship between leadership styles and sport volunteers’ satisfaction
Mauchly's Test of Sphericity Tests of Within-Subjects Effects
Mauchly's W df sig factor df Mean Square F sig
0.532 2 0.001 + | Greenhouse- [y 50, 65.278 103.437 | 0.001 *
Geisser

* Significant difference in P<0.05

Table3. The results of Bonferroni Post hoc test about managers " leadership styles

Mean diffrence Sig
Transformational Transactional 0.247 0.001 *
Laissez-faire 0.895 0.001*
Transactional Laissez-faire 0.648 0.001 *
* Significant difference in P<0.05
5 4/015
3/874 3/585 3/606 3/691 3/588 3/582
4,5
4 2/791
3,5
3
2,5
2
1,5
1
0,5
0 Acquiring Career Material Enhancement Purposive Social Protective Commitment
experience
Figure 1. Comparison importance dimensions sport volunteers’ satisfaction

morale and values, and driving their inner motivations, has
a great impact on human resource management especially
in sport management sector. Those sport officials who
adopt this style, are recognized as successful leaders and
have a great impact on their followers. Thus, universities
sport administrations managers, through transformational
leadership, can affect the level of sport associations’
volunteers’ satisfaction and the effectiveness of sport
activities under their control. Also, the results of this study
show that the priority of volunteers satisfaction dimensions

are experiencing satisfaction, career, social, purposeful,
protective, progress, commitment, and material. In
this study, volunteer students of the universities sport
associations introduce experiencing as the most important
and material satisfaction as the least important dimensions
of satisfaction. Farrell et al. (1998) and Ghazali (2003)
introduce satisfaction from experiencing as the last priority
of volunteers™ satisfaction which is in contrast with the
results of this study (24, 25). Also, the results of this study
show that the priority of volunteers satisfaction dimensions
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are experiencing satisfaction, career, social, purposeful,
protective, progress, commitment, and material. In
this study, volunteer students of the universities sport
associations introduce experiencing as the most important
and material satisfaction as the least important dimensions
of satisfaction. Farrell et al. (1998) and Ghazali (2003)
introduce satisfaction from experiencing as the last priority
of volunteers™ satisfaction which is in contrast with the
results of this study (24, 25). As one of the reasons for this
contradiction, we can mention the difference in the nature
of this study's statistical population and of two others;
because voluntary activity of their studies is eventual and
short term, but in this research it is long term.

Choosing satisfaction from experiencing as the most
important dimension of satisfaction shows volunteers’
high level of satisfaction from experiences they have
acquired in universities sport associations. The reason
of this fact is that sport activity in the association is long
term in nature. Sport association provides the students an
opportunity to experience and use their experiences in
their sport and work life. Elstad (1996) showed material
satisfaction as a relatively important factor in volunteers’
satisfaction. Farrel et al. (1998) also, introduced this factor

as the most important factor of volunteers® satisfaction
which was not compatible to this research finding. This
study illustrates that girls are more satisfied than boys in all
satisfaction dimensions (especially acquiring experience,
career, commitment, and material) in sport associations.
Researches show that female students’ satisfaction is
more than male students’ satisfaction and women's job
satisfaction is more than men's job satisfaction.Thus, the
higher degree of job satisfaction and experiencing in female
students seems more justifying. Also, it's been cleared that
sport students were more satisfied than other students in all
satisfaction dimensions (especially acquiring experience,
career, purposeful, and commitment). Perhaps higher
level of satisfaction in sport volunteers is due to similar
nature of their education field with sport and performance
of sport association's activity. Finally, it is suggested that
managers of universities sport administrations increase the
level of satisfaction by using transformational leadership
styles, special management strategies, proper encouraging
policies, and transforming sport associations into a place
which enables individuals to achieve their voluntary
motivations more feasible and easier, thereby pave their
way to participate in sport associations effectively.
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