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Abstract

This study aims to determine the relationship between self-leadership behaviors and job
satisfaction levels of Sports-Sports Training Specialists working in Provincial Directorates of
Youth and Sports. The research population consists of 230 Sports-Sports Training Specialists
working in the Provincial Directorates of Youth and Sports in the Eastern Anatolia Region.
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“Personal Information Form”, “Self-Leadership Questionnaire-SLQ” and “Job Satisfaction
Scale” were used for data collection. 72.2% of the participants are male, 73.4% have an
undergraduate degree and 64.6% are working in their institution on a contractual basis. There
is a significant difference in favor of women between gender and the self-talk sub-dimension
of the self-leadership scale. There was a significant difference between the working positions
and the total score of the self-leadership scale and the sub-dimension of self-cueing in favor
of permanent employees. There was a statistically significant difference between the job
satisfaction scale and the sports training specialists having poor economic status. No positive
relationship was found between self-leadership and job satisfaction. It has been concluded
that female sports-sports training specialists are more focused on self-talk than males and this
has an effect on self-leadership levels, but gender does not affect their job satisfaction levels.
Permanent staff experts motivate themselves better and have a better sense of self-leadership
than contracted experts. It has been determined that compared to their senior colleagues,
newcomers to the profession are in an effort to reveal their self-leadership behaviors more in
order to prove themselves in their institutions and to be successful.

Keywords: Sports-sports training specialist, Self-leadership, Job satisfaction
1. Introduction

Today, leadership includes impressive and guiding abilities in order to lead people to their
goals in a conscious and orderly manner in line with certain goals. A good and successful
leader is not only the person who makes her/his members successful professionally, but also
the person who gives confidence, motivates and persuades the members (Onen & Kanayran,
2015).

Self-leadership is a process in which individuals control their own behaviors and direct
themselves through self-influence with certain cognitive behavioral strategies (Manz, 1986).
The concept of self-leadership first emerged in the mid-1980s with the extension of the
concept of self-management, influenced by the leadership substitutions idea of Kerr and
Jermier (1978) (Neck & Houghton, 2006). Self-leadership draws attention to the ways in
which a job should be done, as well as what should be done and why. Self-leadership is an
alternative perspective to traditional structures in which the power of control and influence
rests with appointed leaders (Pearce & Manz, 2005). People motivate themselves sufficiently
to do work in self-leadership (Manz & Neck, 2004). Self-leadership derives from the theories
of self-control, social learning and self-management. From the perspective of self-influence,
self-leadership has three stages (James, 2009). These stages are self-control, self-management
and self-leadership.

“Is tatmini” in Turkish is explained by the translation of the term “Job satisfaction” in English
and includes the satisfaction of the employees towards work. Accordingly, job satisfaction is
an evaluation made by the employee by considering all the factors related to her/his job. The
attitude and behaviors of the employee towards the job are determined with job satisfaction.
When the studies in the literature are examined, it is observed that job satisfaction is used as
“work satisfaction” (Ozkalp & Kirel, 2016). Job satisfaction, with its most general definition,
is explained as positive feelings or satisfaction of employees towards work. Employees’
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satisfaction with their attitudes towards work can occur at many different levels. For example,
an employee may be satisfied with the responsibilities assigned while another employee may
express the dissatisfaction with these responsibilities (Can, Azizoglu, & Miski, 2015).

Some authors consider job satisfaction as a reaction of the employee to the job. If the reaction
of the employees towards the work is positive, and the job satisfaction is negative,
dissatisfaction can be experienced (Eginli, 2009; Bayrak Kok, 2006).

Individuals enter into an emotional and cognitive evaluation of their psychological state, both
temporarily and permanently for a moment, and they give feedback on the job with this
self-evaluation. This feedback is defined as job satisfaction (Asan & Erenler, 2008).

Job satisfaction is an indispensable element of working life. Depending on the personality of
the employee and the workplace, people are in a constant evaluation in their psychological
world. This evaluation is to interpret various events in working life, to make comparisons and
to determine the attitudes towards certain behaviors with this comparison (Eren, 2017).

First of all, job satisfaction is the state of the employee to feel happy and peaceful. The term
that meets this emotional state is called satisfaction. The high level of job satisfaction of the
employee has a decisive and very important position on job satisfaction (Karakus, 2011). The
reason why the issue of job satisfaction has gained a lot of importance in recent years is the
increasing number of problems arising from the human factor in organizations and looking
for the way of eliminating these problems. Contemporary management approach reflects the
evaluation of the contribution of the employee’s success to the organization, motivating the
employees to put all their efforts and providing the highest material and moral satisfaction
from the work done by the employee (Sahal, 2005). In addition, job satisfaction can be
accepted as an indicator of the welfare of the employees (Oztekin, 2008).

In this context, the aim of the study is to determine the relationship between self-leadership
behaviors and job satisfaction levels of Sports-Sports Training Specialists working in
Provincial Directorates of Youth and Sports according to different variables.

2. Method
2.1 Research Group

The research population is composed of 230 Sports-Sports Training Specialists who work in
the Eastern Anatolia Region Provincial Directorates of Youth and Sports (Agri: 7, Ardahan: 9,
Bitlis: 10, Bing6l: 12, Elazig: 41, Erzincan: 14, Erzurum: 31, Hakkari: 8, Igdir: 5, Kars: 8§,
Malatya: 30, Mus: 13, Tunceli: 16, Van: 21). In the study, 158 out of 230 sports training
specialists were included in the sampling by convenience sampling method.

2.2 Research Design

The model of this research is the relational survey model being one of the quantitative
research methods.
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2.3 Data Collection Tools
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The researcher reached the participants through online applications after obtaining the
necessary ethics committee permissions to perform the questionnaires. Afterwards, the
questionnaire was explained to the sports-sports training specialists to whom the
questionnaire would be administered, and they were helped to answer the questions in a
healthy way. The questionnaire form consists of two parts. These are;

Personal Information Form: The personal information form consists of the questions
prepared by the researchers in order to determine the gender, marital status, educational status,
province of worked, position, working year, economic income level of the participants.

Self-Leadership Questionnaire-SLQ: Self-Leadership Questionnaire-SLQ was developed by
Anderson and Prussia (1997) and the Revised Self-Leadership Questionnaire-RSLQ was later
confirmed by Houghton and Neck (2002), adapted into Turkish by Tabak et al. (2013) and its
reliability and validity studies were carried out. Since the generally accepted standard alpha
value is .70 and above, the reliability values of the internal consistency coefficients in the
dimensions of the scale are at an acceptable level. The scale consists of 29 items and a
5-point Likert type that indicates the participation frequency in the items. It is composed of 3
dimensions namely Behavior Focused Strategies, Natural Reward Strategies and Constructive
Thought Strategies and 8 sub-dimensions of Visualizing Successful Performance by Setting
Targets (VSPST) (1,8,16,17,23,24,28), Self-talk (ST) (2,9,18), Self-reward (SR) (3,19,10),
Evaluating Beliefs and Assumptions (EBA) (4,11,20,25), Self-punishment (SP) (5,12,21,26),
Self-observation (SO) (6,13,22,27), Focusing Thoughts on Natural Rewards (FTNR) (14,29)
and Self-cueing (SC) (7,15). Due to the problems arising from the negative effects of the
items that make up the self-punishment strategy of the scale, four items that make up this
dimension were included in the evaluations by being reverse coded. As a result of the
reliability and validity study conducted by the researchers, it has been stated that the scale is a
reliable and valid scale with acceptable values (Tabak et al., 2013).

Job Satisfaction Scale: Akkan’s (2008) “Job Satisfaction” scale was used in the preparation of
this scale. In the study in this part, 10 questions were asked in order to measure the job
satisfaction levels of the participants. Participants filled out the scale by ticking a single
option for each question in the 5-point Likert type scale with “strongly disagree, disagree,
undecided, agree, strongly agree”. The grading is as follows; I strongly disagree = 1, I do not
agree = 2, [ am undecided = 3, I agree = 4, I strongly agree = 5.

2.4 Statistical Analysis

The data analysis was carried out with the SPSS 25 package program. Frequency and
percentage values were presented for qualitative variables, arithmetic mean and standard
deviation values were presented for quantitative variables. Independent sample t-test was
used for comparisons between two-category qualitative and quantitative variables. One-way
Anova was used for comparisons between qualitative variables and quantitative variables
containing more than two categories. In case there was a significant difference in the one-way
Anova result, the categories were compared in pairs by using the Tukey’s test being one of
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the post-hoc methods. Pearson correlation was used for comparisons between two
quantitative variables. If the p value was found to be less than 0.05 in the research, it was
considered significant.

3. Results

Table 1. Demographic information of the participants

n %
Male 114 72.2
Gender
Female 44 27.8
PhD 20 1.3
Educational Status Bachelor’s degree 116 73.4
Master’s degree 40 253
Permanent 56 354
Working Position
Contracted 102 64.6
1-5 Years 95 60.1
Working Year 6-10 Years 48 304
11 Years and more 15 9.5
Bad 43 27.2
Income Level Middle 80 50.6
Good 35 22.2

According to the data in Table 1, regarding the gender variable of the participants, there are
114 male participants (72.2%) and 44 female participants (27.8%), 116 people (73.4%) have a
bachelor’s degree, 40 people have a master’s degree (25.3%) and 2 people (1.3%) have a PhD
degree with the lowest participation regarding educational status variable; when the working
position variable of the individuals is examined, 102 (64.6%) of the participants work in
contracted positions and 56 (35.4%) people work in permanent positions. Looking at the
income level variable of the participants, 80 (50.6%) people are in the middle-income group,
43 (27.2%) people are in the bad income group and 35 (22.2%) people are in the high-income
group. Considering the variable of the province where individuals work, the highest
participation rate is in Elazig province with 36 people (22.8%), and the province with the
lowest participation is Igdir and Agr1 with 3 (1.9%) people.
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Table 2. Comparisons between gender categories in terms of scale scores

Male Female t p

x+SS X+SS
VSPST 4.2+0.62 4.12+0.76 .621 537
ST 3.73+£0.74 4.02+0.77 -2.132 .035
SR 3.95+0.71 3.77+0.67 1.495 137
EBA 4.22+0.57 4.08+0.73 1.145 256
SP 3.39+0.92 3.44+0.8 -.069 .945
SO 4.2540.6 4.2+0.74 379 705
FTNR 4.23+0.68 4.3+0.64 -.568 571
SC 4.01+0.84 4.03+0.9 -.137 .891
Self-leadership 3.99+0.49 3.96+0.51 333 .740
Job satisfaction 3.31+£0.83 3.09+0.72 1.536 126

According to Table 2, while there was a significant difference in favor of women (p < 0.05)
between gender of Sports-Sports Training Specialists and the self-talk (ST) sub-dimension of
the self-leadership scale, no statistically significant difference was found between other
sub-dimensions and job satisfaction scale and gender (p > 0.05).

Table 3. Comparisons between work position categories in terms of scale scores

Permanent Contracted t p

X+SS x£SS
VSPST 4.3+0.57 4.11+0.7 1.861 .065
ST 3.9+0.73 3.76+0.77 1.162 247
SR 3.99+0.63 3.85+0.74 1.190 236
EBA 4.2940.58 4.12+0.63 1.598 112
SP 3.51+0.88 3.33+0.89 1.193 235
SO 4.29+0.56 4.21+0.68 .789 431
FTNR 4.31+0.55 4.21+0.72 .990 324
SC 4.24+0.63 3.9+0.94 2.741 .007
Self-leadership 4.09+0.46 3.93+0.5 2.070 .040
Job satisfaction 3.41+0.74 3.16+0.82 1.821 071
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According to Table 3, there was a significant difference in favor of permanent employees
between the working positions of Sports-Sports training specialists, the total score of the
self-leadership scale and the sub-dimension of self-cueing (p < 0.05). There was no
statistically significant difference between the total score of the job satisfaction scale and the
other sub-dimensions of the self-leadership scale and the working positions of sports-sports
training specialists (p > 0.05).

Table 4. Comparisons between working year categories in terms of scale scores

1-5 Years 6-10 Years 11 Years and more f p

x£SS x£SS X+SS
VSPST 4.1+0.71 4.27+0.6 4.34+0.49 1.564 | 0.213
ST 3.71+0.8 4.01£0.69 3.84+0.64 2.585 1 0.079
SR 3.82+0.73 4.06+0.64 3.84+0.63 1.911 | 0.151
EBA 4.11+0.64 4.31+0.57 4.23+0.6 1.744 | 0.178
SP 3.32+0.88 3.54+0.95 3.42+0.74 1.017 | 0.364
SO 4.18+0.71 4.3+0.53 4.37+£0.52 0.906 | 0.406
FTNR 4.19+0.73 4.36+0.56 4.2+0.49 1.075 | 0.344
SC 3.89+0.95 4.24+0.61 4.13+0.81 2.885 | 0.059
Self-leadership 3.91+0.5 4.12+0.5 4.05+£0.34 3.083 | 0.049
Job satisfaction 3.28+0.78 3.11+0.83 3.5+0.82 1.599 | 0.205

According to Table 4, it was determined that there was a statistically significant difference
between the working years in the profession of Sports-Sports Training specialists and the
total score of the self-leadership scale with a higher average of those working for 1-5 years (p
< 0.05). There was no statistically significant difference between the job satisfaction scale
and self-leadership sub-dimensions and the working years of sports-sports training specialists
(p > 0.05).
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Table 5. Comparisons between economic status categories in terms of scale scores

Bad Middle Good f p

X+SS X+SS X+SS
VSPST 4.06+0.74 4.25+0.64 4.13+0.61 1.285 0.280
ST 3.82+0.73 3.82+40.82 3.78+0.67 0.033 0.967
SR 3.84+0.72 3.93+0.69 3.9+0.7 0.240 0.787
EBA 4.12+0.71 4.27+0.56 4.05%0.59 1.916 0.151
SP 3.41+£0.8 3.33+0.98 3.53+0.75 0.606 0.547
SO 4.09+0.72 4.34+0.6 4.17+0.61 2.347 0.099
FTNR 4.12+0.65 4.34+0.69 4.24+0.62 1.662 0.193
SC 4.05+0.86 4.03+0.86 3.97+0.87 0.077 0.926
Self-leadership 3.92+0.52 4.03+0.49 3.96+0.46 0.745 0.477
Job satisfaction 2.78+0.83 3.37+0.73 3.56+0.68 12.450 <0.001*

According to Table 5, no statistically significant difference was found between the economic
status of sports-sports training specialists and the sub-dimensions of the self-leadership scale
(p > 0.05). There was a statistically significant difference between the job satisfaction scale
and the sports training specialists having poor economic status (p< 0.05).
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Table 6. Analysis of the existence of a relationship between the scale and sub-dimension

VSPST | ST SR EBA SP SO FTNR | SC Self-leadership | Job satisfaction

r 1 0.438" | .568™ | .800™ | 0.05 | .815™ |.725" | 362" | .865" 0.192"
VSPST

p <0.001 | <0.001 | <0.001 | 0.537 | <0.001 | <0.001 | <0.001 | <0.001 0.015

r 1 4497 | 423" | 2457 | 4187 | 479" | 3317 | 663" 0.035
ST

p <0.001 | <0.001 | 0.002 | <0.001 | <0.001 | <0.001 | <0.001 0.666

r 1 605" | 0.049 | 4427 | 5137 | 487" | 722 0.108
SR

P <0.001 | 0.543 | <0.001 | <0.001 | <0.001 | <0.001 0.176

r 1 0.094 | 751" | .624™ | 340" | 810" 0.09
EBA

p 0.242 | <0.001 | <0.001 | <0.001 | <0.001 0.261

r 1 0.069 | 0.04 0.085 | .357" 0.014
SP

p 0.386 | 0.619 | 0.291 | <0.001 0.86

r 1 7397 | 364 | .804™ 0.149
SO

p <0.001 | <0.001 | <0.001 0.062

r 1 4167 | 772" 0.129
FTNR

p <0.001 | <0.001 0.107

r 1 560" 0.204"
sC

p <0.001 0.01

r 1 1797
Self-leadership

P 0.024

r 1
Job satisfaction

p

Note. * p <0.05; ** p <0.1.

According to Table 6, concerning the self-leadership scale of sports-sports training specialists,
there was a low level of positive relationship between Visualizing Successful Performance by
Setting Targets sub-dimension and Self-talk sub-dimension, moderate level relationship with
Self-reward and no relationship was found with the sub-dimension of Self-punishment. There
was a high positive correlation with the sub-dimension of Self-observation and Focusing
Thoughts on Natural Rewards and Evaluating Beliefs and Assumptions sub-dimension while
a low-level positive correlation was observed with the Self-cueing sub-dimension. While a
high level of correlation was observed between the Visualizing Successful Performance by
Setting Targets sub-dimension and the total self-leadership scale, no significant relation was
ascertained with the job satisfaction scale. A moderately positive relationship was found
between the sub-dimension of Self-talk and Self-reward, Evaluating Beliefs and Assumptions,
Self-observation and Focusing Thoughts on Natural Rewards sub-dimension; on the other
hand, there was a weakly positive relationship between the sub-dimensions of
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Self-punishment and Self-cueing. A highly positive relationship was not found between the
self-talk sub-dimension and the self-leadership scale, and a positive relationship was not
found with the job satisfaction scale.

While a highly positive correlation was ascertained between the sub-dimension of self-reward,
Evaluating Beliefs and Assumptions sub-dimension and self-leadership scale, a moderate
correlation was found between the sub-dimension of Self-observation, Focusing Thoughts on
Natural Rewards and Self-cueing. There was no positive relationship between the
sub-dimensions of self-reward, self-punishment and job satisfaction scale.

There was a high level of correlation between the Evaluating Beliefs and Assumptions
sub-dimension and Self-observation and Focusing Thoughts on Natural Rewards
sub-dimensions and the self-leadership scale. However, no relationship was observed
between self-punishment and job satisfaction. A weak correlation was found between the
sub-dimension of Evaluating Beliefs and Assumptions and Self-cueing.

No positive correlation was observed between the sub-dimension of Self-punishment and
Self-observation, Focusing Thoughts on Natural Rewards, Self-cueing and job satisfaction
scale. A weakly positive relationship was determined between the self-punishment
sub-dimension and the self-leadership scale.

A high level of positive correlation was found between the sub-dimension of Self-observation
and Focusing Thoughts on Natural Rewards and self-leadership. There was a weak
correlation between Self-observation sub-dimension and Self-cueing sub-dimension, but no
positive correlation was found with job satisfaction.

Moderately positive relationship was established between the sub-dimensions of Focusing
Thoughts on Natural Reward and Self-cueing and a highly positive relationship was found
with self-leadership scale while no positive correlation was ascertained between job
satisfaction and Focusing Thoughts on Natural Rewards.

There was a moderately positive relationship between elf-cueing sub-dimension and
self-leadership while it was a low level of positive correlation with job satisfaction. No
positive correlation was observed between self-leadership and job satisfaction.

4. Discussion

It has been observed in this study that women have a higher mean score than men between
the genders of the participants and the self-talk sub-dimension of the self-leadership scale. In
the study conducted by Aril (2011) on primary school teachers, it was concluded that female
teachers use self-reward and self-talk strategies more than male teachers. In the study
conducted by Yavuz and Ayhan (2019), it was determined that the level of using the
dimension of self-talk being among the self-leadership dimensions is higher in female
employees compared to male employees. In a study conducted by Ergéz (2018) on employees
in a hospital in Istanbul province, it was concluded that there was no significant difference
between the self-leadership levels of the employees and their gender. The studies performed
gave similar results with our research. It can be said that women are more focused on
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self-talk than men and this has an effect on their self-leadership levels. In the researches
looking at the relationship between job satisfaction and gender, no significant difference was
reached between gender and job satisfaction (Giirkan et al., 2017; Saribay & Saribay, 2016;
Tor and Esengiin, 2011; Gholamtoobani, 2018). It was stated in the researches yielding
opposite results with our study that satisfaction levels of women were lower than men
(Mercanlioglu, 2012) while some researches indicated that satisfaction levels of women were
higher than men (Giivel, 2019; Sina, 2019; Karakuzu, 2019; Tunacan & Cetin, 2009). It can
be stated that the gender status of the participants does not affect their job satisfaction levels
since they have equal personal rights under the same conditions.

A significant difference was determined in favor of permanent employees between the
working positions of Sports-Sports training specialists, the total score of the self-leadership
scale and the sub-dimension of self-cueing. It has been observed that permanent specialists
have a higher mean score than contracted specialists in the self-cueing and self-leadership
scale. Due to the existing personal rights, permanent specialists may perceive objects and
people as helping to focus attention, and when they see them, they may think that they
motivate themselves better for their work and lead to a better sense of leadership.

It has been determined that between the working years of Sports-Sports training specialists in
the profession and the total score of the self-leadership scale, those who work between 1-5
years have a higher average than those who work longer. In the study conducted by Arli
(2011) on teachers, it was stated that the tendency of exhibiting self-leadership behaviors
decreased as the working hours and ages of the teachers included in the research increased. In
this respect, the research gave similar results with our study. We can say that specialists who
are new to the profession are in an effort to prove themselves in their institutions and to
reveal their self-leadership behaviors more in order to be successful compared to their senior
colleagues.

In the study conducted by Saribay and Saribay (2016), it is stated that the employees working
in local governments do not differ regarding their job satisfaction levels according to their
length of service, and in the study conducted by Gholamtoobani (2018), no statistically
significant difference was found in terms of working hours and job satisfaction scores of the
participants. The researches yielded parallel results with our study. In the study conducted by
Giirkan et al. (2017) examining the total working period of the employees, it was determined
that those working between 1 and 5 years had higher levels of internal satisfaction, and those
who served 6-10 years in the profession had higher external satisfaction levels while it was
also established that the internal and external satisfaction levels of those working for 10 years
or more show a decreasing trend, the expectations of the employees regarding seniority,
wages and other gains along with their working period have increased, but they could not find
these opportunities within the sector, as a result of which their job satisfaction level decreased.
It was stated that there could be a relationship among the results due to the increase in age in
line with the increasing working period. The results obtained from the studies do not support
the findings of our study. As a result of our research, it has been revealed that the working
periods of new and senior sports-sports training specialists in the profession do not affect
their job satisfaction levels.
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A significant difference was determined between the economic status and job satisfaction
levels of sports-sports training specialists. It was observed that the average scores of the
specialists with bad economic situation were lower compared to other sub-dimensions. In the
study conducted by Gholamtoobani (2018), it was stated that there was no relationship
between the income status of the participating textile industry employees and their job
satisfaction scores, and in the study conducted by Ucucu (2019) for midwives, it was uttered
that the income level perceptions of the midwives did not affect their job satisfaction. The
research results do not support the results obtained from our study.

Concerning different studies, it was stated in the study conducted by Sina (2019) that the
internal, external and general job satisfaction mean scores of those who stated that their
monthly income was sufficient were higher than those with insufficient monthly income. In
the study of Genkan (2007), it was stated that as the monthly income of physical education
teachers increased, their job satisfaction also increased. In this respect, the studies support the
results obtained in our research. We can reach the result that the job satisfaction levels of
sports-sports training specialists who have a bad economic situation are also low.

As the level of visualizing successful performance by setting targets increases for
sports-sports training specialists, it has been observed that self-observation and focusing
thoughts on natural rewards and evaluating beliefs and assumptions and self-leadership
feelings and thoughts increase at the same rate. It has been observed that there is a highly
positive relationship between self-talk and self-leadership situations. It has been observed that
there is an increase in the self-leadership feelings and thoughts of the specialists through
self-talk in a constructive way. A highly positive relationship was determined between the
self-reward thoughts of sports-sports training specialists, the evaluating beliefs and
assumptions and their self-leadership conditions. It can be mentioned that self-rewarding
specialists distance themselves from negative and dysfunctional ideas and turn to more
constructive and effective ideas, and this situation also affects their self-leadership feelings
and thoughts at the same time.

We can express that sports-sports training specialists move away from negative and
functional ideas through self-observation while evaluating the beliefs and assumptions, they
exhibit behaviors that they like more often, and an increase can be in question in their sense
of self-leadership in order to achieve individual and organizational success.

It is thought that sports-sports training specialists have more positive thoughts by controlling
and observing themselves, and this situation reflects positively on their self-leadership
understanding and behaviors and a positive bond is formed between them. It can be specified
that self-leadership understanding of the specialists also improve at the same rate as a result
of the satisfaction from the behaviors they enjoy doing, and they are successful by motivating
themselves better.

In conclusion, it has been discovered that female sports-sports training specialists are more
focused on self-talk compared to males this has an effect on their self-leadership levels, but
the gender does not affect the job satisfaction levels, the permanent experts motivate
themselves for their work better than the contracted experts, and their self-leadership feelings
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are in better condition. It has been observed that the specialists who are new to the profession
are in an effort to prove themselves in their institutions and to reveal their self-leadership
behaviors more in order to be successful compared to their senior colleagues, but the same
situation does not affect the job satisfaction levels of senior or new specialists in the
profession, and sports-sports training specialists with poor economic situation have low job
satisfaction.

It has been determined that the self-leadership feelings of the experts who motivate
themselves through self-talk and visualize successful performance by setting targets are more
developed. It has been observed that there is an increase in the self-leadership feelings and
thoughts of the specialists through self-talk in a constructive way. It has been seen that
self-rewarding specialists distance themselves from negative and dysfunctional ideas and turn
to more constructive and effective ideas, and this situation also reflects positively on their
self-leadership emotions and behaviors. It has been determined that sports-sports training
specialists observe themselves better by moving away from negative and functional ideas
while evaluating their thoughts and ideas and there is an increase in their sense of
self-leadership in order to achieve individual and organizational success by exhibiting the
behaviors that they like more often. It has also been ascertained that sports-sports training
specialists have more positive thoughts by controlling themselves and this situation has a
positive impact on self-leadership behaviors.
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