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Human, time, space, material and physical item, use it in the most efficacious and rational style, the science of management based on 

collusive people for to some purpose, It is one of the popular notion used in the modern era. "Leadership self-perceiving", which should be 

evaluated within the discipline of "management science", which includes different methods, It is a versatile discipline in which law, political, 

economic and social aspects such as decision making, planning, organization, management, coordination and control are examined. It is a 

fact that there are gender-based criticisms in the fields of sports management and organization as a sub-system of the political systems that 

this discipline includes, and these criticisms focus on "women" in the context of sports feminism. In this context, it is aimed to determine 

the self-perceptions of the students of the faculty of sports sciences about the leadership behaviors of the female students who are directed 

to these fields by passing through a demographic analysis filter, to determine the leadership theories, the position of women in management 

and organizations in the context of sports feminism, and to trace the gender-based structure. In line with this purpose, it is a study in which 

undergraduate students of the faculty of sports sciences can evaluate their own self-leadership behaviors. This study was applied to 118 

people studying in sports sciences. With the Self-Perceptions of Undergraduate Students' Leadership Behaviors Scale, which consists of four 

dimensions and twenty items, and the demographic form, the students evaluated their own leadership capacities. 
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INTRODUCTION 

When we examine sports management and organization books, almost leadership studies are related to men in sports. When 

you examine sports history and sports sociology books, most of the articles are about the standards of male athletes. Turn on 

the television to watch sports programs. You can be %90 sure that you see male players rather than female athletes, and it would 

not surprise us that the commentators participating in the sports game program are male. Suppose we are sitting in a cafe, and 

when we listen to bands talking about sports there, it is inevitably conducted by men talking about male sports races and games. 

So what is the actual situation today? Despite the increasing number of women participating in sports and the significant 

intervention by feminist circles in sports theory, Today, as in the past, much more attention is given to the role of sports in 

men's lives rather than the position of women in sports and its importance for women. Sports Feminism to the history and 

sociology of women's sports. It is an effort to introduce female intervention in a political sport. Before the importance of 

women's leadership qualities in management and organizations, it is necessary to mention the importance of women's sports. 

Women's sports have witnessed powerful changes in behavioral patterns of the twentieth century. Changes in human 

consumption and leisure-time relations that make the "body" at the forefront in western culture an excellent subject for broad 

and social analysis of women's sports, and twentieth-century women as well as nineteenth-century women rely on the 

relationship between "sport, body, and identity". 

Sports today, increasingly involved in the social construction of femininity, but the meanings ascribed to them according to the 

circumstances of the people, individual biographies and cultures, vary greatly, as do their geography. Most people only know 

exceptional sportswomen and leaders, but world record-breaking athletes have been identified as "unfeminine" or treated as if 

it were surprising. Little is known about the various types of women involved in sports and the value they bring to them. 
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This article looks at sports in the lives of women from working-class and middle-class backgrounds today and examines their 

role in management and organization: It deals with women of different ethnicities, sports professionals, leaders and coaches, as 

well as those who participate in all levels of competition and those who participate in other ways and for different reasons. In 

discussions of women's sports management and organization, there is a strong tendency to focus on reductionist categories 

(male vs. woman; masculinity vs. femininity, nature vs. culture; aggression vs. collaborative) that obscure the multiple realities 

of women's lives. Women athletes and leaders are concerned with both experiences in sport and the structural forces that affect 

participation. 

It encompasses institutionalized, tightly organized and highly competitive sporting activities as well as freely conducted 

sporting activities. It is known that the need for management and organization arises when people establish relationships and 

work in communities. People's coexistence and working in groups dates back to ancient times. From the Egyptian, Chinese, 

Greek and Roman periods to the present, the need for management has been met in trade, construction, agriculture, economy, 

etc. manifested in many places. Although the recognition of management and organization as an activity dates back to ancient 

times, its emergence and progress as a science occurred in the eighteenth century. Management functions have been called 'the 

oldest of the arts, the newest of the sciences'. The simplest definition of management, which has many different definitions, is 

“labor activity through others”. Despite the different definitions, all definitions have a few common points. In general terms; It 

is the most efficient and measured use of human, time, space, material and physical elements in order to achieve organizational 

goals (Aydın, 2008, Ilkım et all 2021,Ilkım et all 2021 ). Leadership is required for efficient management. Leadership; It is the 

process of interpersonal interaction directed to achieve the initially determined goals in an environment where communication 

takes place. To make a general definition of a leader, the leader; mobilizing a group towards its goals, lead by, leading, All the 

movement of this person are called leadership. There is also a distinction between management and leadership. Management 

and leadership are not alternatives to each other, they are complementary. Management mainly focuses on development. On 

the other hand, the past, present and future process of leadership focuses on change (Saruhan ve Yıldız, 2009: 232,Unver 2022). 

Research shows that; qualities that a leader should have, authenticity, centeredness, gameness, creativity and ability to manage, 

economy development, resilience, being innovative, have an impression, communication skill, organizational commitment, risk 

taking, collaborative ability and impressiveness (Çetin and Beceren, 2007: 123-124, Yurtseven and Duman 2021). In some 

studies, leaders; steady, feel confident, creator, strong sense of perception, honest, consistent, decided, motivating other people, 

It consists of people who can solve complex problems, are patient, cooperative, forward-looking and have high communication 

skills (Wagen, 2007: 219). In a study conducted in the USA, the need for success, intelligence, stability, self-confidence, use 

of superiority and managerial capacity are important for effective leadership. In another study, a suitable leader; Honest and 

realistic, has a sense of humor, cares about the health of employees, thinks positively, appreciates achievements and embraces 

that elements are more important than rules. There are basic features that distinguish leaders from non-leaders, these are; being 

motivated, having the desire to succeed, being passionate and determined, being sociable, honest and truthful, self-confident, 

having emotional balance and cognitive ability, and being knowledgeable about business (Yılmaz, 2011: 17-21). As it is seen, 

the definitions of leadership do not include gender, it is a concept that is specific to both genders and contains basic features. 

SPORTS FEMINISM: CAPITALIST AND GENDER RELATIONS 

Radical and Marxist Sports Feminist Theory 

The "masculine and feminine" discourses in the recent sports feminism literature, brought together gender relations and 

capitalist relations. It has features in common with the general debates between radical sports feminists and Marxist sports 

feminists. This common feature is the question of whether patriarchy or capitalism is the primary reason why women are 

oppressed in sports management organizations and sports fields. 

According to radical sports feminism, if it is the patriarchal ideology that produces the cultural, social, economic and political 

control methods, it is argued that the transformation of capitalism will do nothing to change such power structures. Recent 

discussion in feminist sports resources has also taken into account the connection between gender relations and capitalist 

relations. Sport has common features with the general debate between radical sports feminists and Marxist sports feminists. 

The focal point is whether patriarchy or capitalism is the most important reason why women are marginalized in sports. When 

we talk about radical sports feminism, if it is patriarchal ideology that increases historical, social, economic and political control 

systems, it is argued that the transformation of capitalism will not fight to change such power structures. 

Marxist sports feminism fights against innate notions of human nature, claiming that class is the root cause of women's 

marginalization and that any sexual issue is secondary. Radical sports feminists, on the other hand, argue that male-dominated 

power and female subordination are universal, since sexism in sports has its roots not in capitalism but in previous realities of 

human biology; Marxist sports feminists argue that the character and scope of women's oppression has historically changed in 

diverse societies, and that a social division of labor between men and women camouflages the particular forms of exploitation 

of women in capitalist societies, and the class distinction between women, especially in sports. For them, sexism in sport is 

perceived as a component of bourgeois ideology that supports the gendered division of labor necessary for the stability of 
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capitalism. Traditional Marxists do not believe that equality between the sexes in sport can ever be achieved under capitalism. 

Politicized Women's Sports 

Socialism and feminism are associated with liberation. Class domination and sexual domination constitute the two basic 

structural units of oppression in human history, and socialist feminists seek to abolish both and seek a theory that does not 

subordinate one to the other. Michele and Barren (1982: 41)Modern Women's Liberation Movement, He dismissed the 

possibility that it naturally caused our oppression, given only gender differences or economic factors. Shared consciousness, 

ideology, imagery and symbolism are important to our wars. Definitions of femininity and masculinity are based on the social 

value of family life and the division of labor based on gender. Feminism has politicized its culture to a unique degree in the 

anthropological sense of the lived practices of a society in everyday life. Feminism also includes film, art, theatre, etc., known 

as culture. It politicized various forms of artistic and creative expression that reevaluated and transformed. Concern about the 

meanings of this sentence is specific to cultural politics, but is almost completely absent from feminist sports theories. For 

example, very little is known about specific sport structures, or their destruction, such as male hegemony in sport or the ways 

in which meanings in sport are produced, reproduced, resisted and changed. Sports and sportswomen as a whole did not become 

prone feminists, and in sport, feminist intervention in sport lagged behind feminist attempts to "politicize" other areas of culture. 

But today that is changing and sport is becoming part of a larger movement for women's autonomy. The most revolutionary 

feminism arises from personal experience, and the most radical challenges for women's sports are applied ones. Women are 

now taking action and reinterpreting sport, offering an optimistic vision of the potential for women to transcend practical and 

symbolic forms of domination in sport, which supports the view that sport for them is constitutive, creative processes. It should 

not be forgotten that this is a women's struggle. Progress is not inevitable and in mergers, opposition and failure. Sport is the 

space of freedom and restriction for women: women gain new opportunities and create meaning in sport, reproduce prejudices 

and oppression. For women in sport, freedom is appearance, and restraint looks to the past. The history of women's sports can 

provide an understanding of the origins and causes of women's subordination in sport, and the nature of resistance to variation 

and the struggle for change. A historical perspective is necessary to understand how the forms of sport produced for women 

coexist with the dominant and emerging ones. By looking at women's experiences historically, we can better understand men's 

experiences and the entire history of sports. 

Traditionally, Sports Leadership and Female Leadership Approaches 

The mainstream literature has produced two competing models of leadership based on studies of men and women. However, 

they are presented as racially neutral and are assumed to be generalized to all humans (Parker & Ogilvie, 1996). This article 

presents a review and critique of dominant leadership visions based on these models and develops an inclusive critical approach. 

Critical communication and feminist perspectives, Feminist framework for race, gender and leadership studies; It distinguishes 

leadership from the view of leadership as "good management" that pervades the mainstream literature (Rost, 1991). However, 

it shifts its importance away from structural-functionalist views to addressing founding leadership processes (for example, how 

leaders and followers have leadership) that occur in racial and gender organizational contexts. A leadership model that 

strengthens an industrial paradigm in traditional literature is based on the concept of masculine instrumentality. Another concept 

created as a feminist response to the structural functionalism of traditional literature is based on the concept of feminine 

cooperation. The racial-neutral theory underlying each of these models influenced those included in studies on leadership (for 

example, women of color were systematically excluded in sports arenas) and the types of questions asked about leadership 

behaviors (for example, cultural assumptions about feminine and masculine leadership were rarely questioned). In addition, 

traditional and specific feminist approaches suggest specific ways of envisioning leadership communication that are less likely 

to meet the challenges of 21st century organizations. The traditional approach conveys a two-pronged problem arising from 

structural-functionalist views of industrial leadership. The problems are to conceptualize leadership as (a) good management 

(Rost, 1991) and (b) ultimately traditionally masculine leadership experiences (Barge, 1994; Fine & Buzzanell, 2001; Marshall, 

1993; Rost, 1991; Trethewey, 2000). Feminist approaches criticize the structural functionalism of the traditional paradigm for 

including women. Also, the more prominent cite women's groups, excluding potentially valuable sources of leadership 

knowledge, such as the experiences of African American women, as heretical. Yet, as shown later, feminist perspectives when 

combined in productive ways provide a way to plan for race, gender, and leadership in 21st century management and 

organizations. 

VISIONS OF SELF-LEADING COMMUNICATION IN SPORTS IN THE INDUSTRIAL PARADIGM: RACIAL 

APPROACHES 

There is a triple problem of both traditional literature and sports feminist approaches that constrain the vision of self-leadership 

in sport and implicitly exclude important self-leadership knowledge literature. The traditional self-leadership literature is at the 

core of these issues, with (a) its focus on management (as opposed to leadership), (b) the development of ideas that leadership 

is good management and organization, and finally its reliance on traditionally described male values. Paradoxically, both 

approaches to sports feminism offer hope for further development in some aspects and overall frameworks of these issues. For 
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example, feminist approaches criticize the talk about masculine values that reinforce the notions of feminine and masculine 

self-leadership and duality. In addition, feminist critiques of structural-functionalism surrounding traditional literature offer 

hope for rescheduling leadership in the post-industrial era. For this reason, an inclusive feminist framework is presented, fusing 

aspects of social text, performance and dialectics, perspectives of gender, discourse and organization. Within this framework, 

she conveys a mix of radical, socialist, and post-structuralist feminist perspectives that have been instrumental in destabilizing 

the normative claims of the feminine achievement leadership model and in a more sophisticated revision of gender and 

organizational leadership. 

Self-Leadership Perception as "Good Management" 

Rost (1991: 94-180) in his comprehensive critique of Self-Leadership; He emphasizes that "leadership as good management" 

is the paradigm of the 20th century and states that "this understanding of leadership makes perfect sense in an industrial 

economy". It is a leadership vision embedded in the structural functionalism of Western culture that is "rational, management- 

oriented, male, technocratic, quantitative, goal-oriented, cost-benefit-oriented, personal, hierarchical, short-term, pragmatic, 

and materialistic." What this view emphasizes is the collaborative nature of self-leadership theory and research over the past 

century, which claims to alternate between styles and contingency approaches, crucially: "Leaders' leadership to achieve 

group/organizational goals that reflect excellence, defined as a kind of high-level activity. It can be summarized as "men and 

women who have preferred features in limited areas that influence followers to create what they want". Rost states that, like 

ideas and other aspects of humanism, it "transforms into a therapeutic, expressive individualism, helping to culture women in 

sports management into something that is fundamentally a male leadership model." The view of leadership as a good sports 

management and organization reveals two problematic issues that have implications for leadership in the complex and 

ambiguous context of the 21st century. First, this view emphasizes the superiority of the management profession rather than 

developing a progressive understanding of leadership as distinct from management. Management processes can be 

distinguished from leadership because the former implies maintaining order through the coordinated action of people in 

organizationally established authority links, while the latter implies intention to change through mutually considered influence 

relationships (Jacobs, 1970; Katz & Kahn, 1966/1978). ; Rost, 1991). Focusing on leadership, unlike management, is critical 

in the post-industrial era of rapid change and globalization, where identities and connections are not fixed but must be negotiated 

(Fairclough, 1992). Scholars using concept-centered approaches tend to focus on leadership rather than management and 

organization and thus provide a serious framework for studying post-industrial organizational leadership. The second problem 

with the idea of leadership as good management encourages an individual, goal-oriented approach to leadership work. Such 

thinking distracts attention from the understanding of leadership as a contemplated and emerging process. Fairhurst's (2001a) 

critique of traditional leadership literature has important implications for Rost's (1991) study of excessive individual focus and 

leadership communication. Fairhurst identified the individual-system dilemma as a formal place among the various dichotomies 

in leadership communication research, emphasizing the paradoxical nature of leadership theory, research, and practice. He 

noted, as Rost did, that historically dominant views of self-leadership were influenced by a spiritual worldview in which "the 

individual is a figure in the figure-ground arrangement and communication is incidental or at best intervening (Fairhurst, 2001b: 

383). Linked secondary dichotomies exist in the form of transfer versus concept-centered communication and cognitive output 

versus speaking practices. The focus on message delivery and cognitive outcomes (e.g., individual focus on leadership traits, 

cognitions, actions, and one-sided meaning-making) has dominated the leader (Meindl, Ehrlich, & Dukerich, 1985) leadership 

literature (Fairhurst, 2001c) and contributes to the romanticization of the perceived role. 

Normalizing the Feminine-Male Duality: Self-Leadership Communication as Traditionally Masculine 

Focusing on leadership as good management and organization ultimately makes masculine leadership communication 

paradigms powerful, as management processes are defined in traditionally masculine terms such as authority, structure, and 

instrumentality. As conceptualized in the leadership literature, the masculine paradigm; It emphasizes a hierarchical approach 

in which leaders initiate a structure while displaying autonomy, power, self-efficacy, and control (Bern, 1974; Eagly, 1987; 

Loden, 1985). Accordingly, this paradigm is representative of "male values" and is most associated with traditional 

understandings of men's socialized forms of communication (Tannen, 1990; Wood, 1998). From this point of view, men use 

instrumental communication that is more one-sided, manipulatory, and aimed at controlling others. This is consistent with their 

learned ideas of seeing negotiation as a way of asserting themselves and gaining position (Eagly & Karau, 1991). Distance is 

common communication views related to male values (Marshall, 1993). Common symbolic representations of the masculine 

leadership paradigm include characteristics such as aggression, independence, risk taking, rationality, and intelligence (Collins, 

1998; Connell, 1995). A traditionally masculine model of leadership communication dominates the mainstream leadership 

literature. Rost has obtained one of the most comprehensive critiques of this literature and observes, among other things, that 

this literature reinforces a paradigm of male life. Fine and Buzzanell (2000a), major on service-focused leadership, including 

adaptive leadership (Heifetz, 1994; Heifetz and Laurie, 1997; transformational leadership (Burns, 1978), self, and Super 

Leadership (Sims and Manz, 1996). investigated current approaches. They concluded that these approaches are essentially 
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"manstory" (Gergen, 1990; Marshall, 1989) that often involve solitary searches for fulfillment and use. "Serving others as a 

means of developing followers who can assist in achieving managerial-organizational or societal goals". Even so-called 

"alternative" approaches such as servant leadership (Greenleaf, 1977) and some "feminine perspectives" are either primarily 

male-centered or indirectly reinforce traditional understandings of men's socialized communication patterns and worldview 

(Fine & Buzzannell 2001a:143). For example, Fine and Buzzanell describe servant leadership as an alternative to traditional 

approaches, while Greenleaf "universifies the seeker's experience, sustains organizational structures, and how gender relations 

can make servant leadership a very different process for men and women" (Fine & Buzzanell 2001b:143). states that he never 

questioned it. Moreover, some feminist perspectives indirectly reinforce a traditionally masculine appearance and are favored 

by masculine purposes, some would argue. A feminist critique of structural-functionalism's industrial paradigm suggests an 

alternative vision of leadership communication that seeks to view "feminine" leadership as having a relation rather than an 

instrumental orientation (Helgesen, 1990; Lunneborg, 1990; Rosener, 1990). However, some scholars have convincingly argued 

that modern organizations standardize feminization while taking a gender-neutral stance (Fondas, 1997; May, 1997). Despite 

the view that feminist leadership approaches implicitly adopt a masculine view as the final measure of effectiveness, the 

arguments for evaluating feminine leadership as an alternative to masculine leadership clearly reinforce the feminine-masculine 

dichotomy. That is, feminine leadership is portrayed as the opposite of masculine leadership. Thus, these approaches reject the 

types and possibilities of feminine-masculine dichotomy (for example, both/and approaches) between the experiences of 

women (or men) that shape self-leadership knowledge. While it is not based on the implicit image of the big man, as in the 

industrial paradigm, the dominant vision of feminine self-leadership is implicitly based on an ideal white woman. 

VISIONS OF WOMEN IN SELF-LEADING 

Feminist bakış açıları, sosyal düzenlemelerde erkek egemenliğinin kalıcılığını yargılar ve var olan durumu olduğu gibi sürdürür 

ve savunur (Calas & Smirich, 1996a). However, despite the shared focus on change and criticism, there is a range of feminist 

approaches, liberal, radical, psychoanalytic, Marxist, socialist, poststructuralist, and postmodern and postcolonial. These 

feminist approaches vary in their ontology, epistemological position, and stage of political criticism, and thus differ in the type 

of influence on leadership theory. Feminist visions of variation range from 'reforming' organizations to transforming our 

previous understandings of what constitutes and organizations that 'transform' society, Calas & Smircich, 1996b: 219). 

Overview of Feminist Approaches 

Feminist approaches to leadership approaches began to appear in the late 1960s and early 1970s. It is part of the voluminous 

literature on "women in management" that began to accumulate at a time when the number of White middle-class women in 

government was growing. These approaches differ from the liberal feminist views of the 1960s and 1970s. Essentialist views 

of leadership in management as feminine and masculine, advocating emulating women to the more recent radical, 

psychoanalytic and socialist views, deconstructive poststructuralist and postmodern feminisms that imitate the masculine 

language of management, developing alternatively feminist approaches to leadership (albeit from a variety of epistemological 

stances). When the universalization of the "feminine" is combined in productive ways, as discussed later, feminist perspectives 

offer hope to inform a more comprehensive and sufficiently complex framework for planning leadership in 21st century 

management and organizations. Moreover, it is argued that the wise vision of feminist leadership is one that reinforces symbolic 

images of white, middle-class American women and actually suppresses women of various ethnicities, races, and class 

positions. The so-called "women's achievement" approach to leadership that has emerged from radical and psychoanalytic 

feminisms argues that a "distinctly feminine" leadership style makes women better leaders than men (Helgesen, 1990a; 

Lunneborg, 1990a; Rosenera, 1990). According to this view, feminine leadership is a result of the gender role socialization of 

girls and women, which produces passive, nurturing, relationship-oriented leaders. According to this view, socialized leadership 

of men and aggressive, rational, strong, independent leaders are in stark contrast (Helgesen, 1990b; Loden, 1985b; Rosener, 

1990b). However, the main argument is that the feminine style based on feminine values is more appropriate than the male 

hierarchical approach for leading modern complex contexts such as relating, interdependence, and other-orientedness, but is 

dominated by the existing, male-dominated structure that values hierarchy, independence, and self-efficacy processes. drowns 

(Grossman & Chester, 1990; Helgesen, 1990c; Lunneborg, 1990b). As distinct from a masculine approach, the feminine view 

of leadership contributes to its embodiment in popular consciousness in popular literature on leadership (books and articles by 

management consultants and organizational development experts) as well as in organizational research. Helgesen's (1990d), 

'The Feminine Advantage', is an example. In it, she defined what she called the "feminine principles of management" to show 

caring, making intuitive decisions, and viewing leadership from a non-hierarchical perspective. Helgesen argued that although 

male-dominated organizations are almost always hierarchical, women tend to think of organization in terms of art. It is a 

network of relationships where leadership is not at the top of a pyramid but at the center of the network. The female supremacy 

argument provides an important critique of patriarchal discourses that exclude women's experiences. Moreover, it is problematic 

because it is presented as a racially neutral, universal representation of all women based on the socialized experiences of middle- 

class white women (Parker & olgivie, 1996). Most importantly, it fails to recognize that the notions of the feminine and 
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masculine are social, cultural and historical products, constructed according to the racial and sexual ideologies that compel 

women, and the embodied identities of men (Trethewey, 2000). Given that socially constructed landscapes of women have 

historically been used in the systematic domination of Black women (Morton, 1991), Developing a feminine leadership 

paradigm regarding the gender identity of white women essentially excludes Black women's experiences of constructing gender 

identity and thus excludes Black women's voices in theorizing about leadership. Thus, in an attempt to raise the voice of women 

in management and organizational leadership, the feminine advantage model contributes to silencing marginalized groups, 

including but not limited to Black women. The feminine superiority paradigm does not criticize the controlling images of the 

woman as the helper and the man as the assertive status seeker. Instead, in many ways, it tries to reify patriarchal authority and 

perpetuate its distortions of men and women as 'feminine' or 'masculine', and men as masculine leaders (aggressive, rational, 

strong, independent leaders) and women as passive, nurturing centered around the notion that they are divided into two as 

relationship-oriented leaders. (Helgesen, 1990e; Loden, 1985c; Rosener, 1990c). 

 

METHOD 

In this study, quantitative research method was used. The aim of the study is that undergraduate students studying in the field 

of sports sciences can evaluate their own leadership self-perceptions. In this context, it is aimed to determine the self-perceptions 

of the leadership behaviors of female students who are directed to these fields by passing through the analysis filter of sports 

management students, to determine their leadership theories, to determine the position of women in management and 

organizations in the context of sports feminism, and to trace the gender-based structure. 

Research Group 

The study group of the research consisted of 118 people studying at the sports sciences faculty of Ondokuz Mayıs University 

in the 2021-2022 academic year. The study group was selected from among the students enrolled in the school by convenience 

sampling method. Of the participating students, 39% were women (46 people), and 61% were men (72 people). 34.7% of the 

participants are between the ages of 16-20 (41 people), 61% are between the ages of 21-25 (72 people), 4% (5 people) are 29 

years old and over. 11% of the participants (13 people) are studying in the department of coaching education, 52.5% (62 people) 

in the department of recreation, and 36.4% (43 people) in the department of sports management. 89.8% (106 people) of the 

participants do sports, 66.1% (73 people) do sports at least 1-3 days a week, and 81.4% (96 people) have been doing sports for 

more than 4 years and 61.1% (78 people) did not have a history of doing sports in their family. 62.7% (74 people) of the 

participants do not smoke and 75.4% (89 people) do not drink alcohol. 

Data Collection Tools and Implementation Process 

In line with the purpose of the study, first of all, literature review on the concept of leadership and feminism was conducted. In 

the second stage, the "Self-perceptions of undergraduate students' leadership behaviors: A scale development study", which 

was developed by researchers from a randomly selected group of 118 students studying at the faculty of sports sciences, and 

the "demographic form" organized in Google form, and by Özbek and Kızılyallı (2017). The evaluation options and scores of 

the items in the scale form are five-point Likert scale type, “I strongly disagree (1)”, “I agree little (2)”, “I agree moderately 

(3)”, “I agree a lot (4)”, “ I fully agree (5)”. The scale has 4 sub-dimensions: Participatory leader, Confident Leader, Principled 

Leader and Determined Leader. The "demographic form and the self-perception scale of the leadership behaviors of 

undergraduate students" transferred to the Google form format from randomly selected students for the research were quickly 

sent and shared on social networking platforms. 

Analysis of Data 

Percentage/frequency values, one of the descriptive statistical methods, were calculated in the analysis of the data obtained with 

the "demographic form" used to determine the demographic characteristics of sports science students. In the study, it was 

evaluated with descriptive statistical analysis whether the total scores of the scale, including the students, differ in terms of 

research group, gender, age, doing sports, years of doing sports, sports history in the family and faculty departments. The total 

scores obtained from the scale sub-dimensions were analyzed with the independent sample t test. Research findings were 

expressed as n (%), mean and standard deviation, median and minimum-maximum values, and the findings were considered 

significant at the P<0.05 significance level. All statistical calculations were made in SPSS 22.0 V. statistical package program. 

 

Findings 

In this section, there are findings regarding the distribution levels of undergraduate students based on "demographic form and 

undergraduate students' self-perceptions about leadership behaviors: Scale development study". 
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Table 1 shows the distribution of the Ondokuz Mayıs University Yaşar Doğu sports sciences faculty students in terms of 

research group, gender, age, doing sports, frequency of doing sports, sports history in the family and faculty departments. In 

the study, 100% of the students of the faculty of sports sciences were included in the research group, 39% were female, 61% 

were male and 89,8% were doing sports, 45,8% were recreational, 41,5% were coaching and It was determined that 11 of them 

were educated in the department of physical education and teaching (Table 1). 

Table 1. Frequency and percentage distributions regarding the demographic characteristics of the participants 

Research Group n % How many years have you 

been doing sports? 

n % 

Participants 118 100 1-3 year 12 10,2 
   4-6 year 106 89,8 

Total 118 100,0 Total 118 100,0 

Gender n % Sports History in Your Family n % 

Woman 46 39,0 Yes 40 33,9 

Male 72 61,0 No 78 66,1 

Total 118 100,0 Total 118 100,0 

Age n % In Which Section Are You 

Studying? 

n % 

16-20 41 34,7 Recreation Department 54 45,8 

21-25 77 61,0 Coaching Department 

Department of Sports 

Management 

50 

14 

41,5 

11,9 

Total 118 100,0 Total 118 100,0 

Doing Sports Status n %    

Yes 106 89,8    

No 12 10,2 
   

Total 118 100,0    

 

The Differences of Undergraduate Students' Self-Perceptions of Leadership Behaviors According to their Demographic 

Characteristics 

The distribution of the scale total scores of the Faculty of Sports Sciences students participating in the research in terms of 

research group, gender, age, doing sports, year of doing sports, sports history in the family and faculty departments are given. 

Leadership Self-Perception Scale Sub-dimensions of undergraduate students' self-perceptions regarding leadership behaviors 

are shown according to the gender variable. There was no significant difference in the sub-dimensions of participatory leader, 

self-confident leader and principled leader according to the gender variable (p>0.05). However, there was a significant 

difference between gender variables in the sub-dimension of the determined leader (p<0.05). It is seen that the said difference 

is in favor of women (20.9 ± 3.31) (Table 2). 

Table 2. Leadership Self-Perception Scale Distribution of undergraduate students self-perceptions of leadership behaviors 

sub-dimensions according to gender variable 

Sub- 

Dimensions 

Gender N Mean±Std f T df p 

Participatory 

Leader 

Woman 
46 

25,0 ± 
4,13 

 

0,783 
 

1,687 

 
116 

 
0,094 

Male 
72 

23,6 ± 
4,44 

Self-Confident 

Leader 

Woman 
46 

15,0 ± 
2,92 

 

2,127 
 

1,872 

 
116 

 
0,064 

Male 
72 

13,9 ± 
3,47 

Principled 

Leader 

Woman 
46 

26,3 ± 
3,70 

0,282 
1,746 116 0,083 
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 Male 
72 

25,0 ± 
4,12 

    

Determined 

Leader 

Woman 
46 

20,9 ± 
3,31 

 
4,348 

 
2,169 

 
110,9 

 
0,032 

Male 
72 

19,4 ± 
4,21 

Leadership Self-Perception Scale The data of the sub-dimensions of the undergraduate students self-perceptions regarding 

leadership behaviors are shown according to the age variable. There was no significant difference in the sub-dimensions of 

participatory leader, self-confident leader, principled leader and determined leader according to the age variable 

(p>0.05)(Table3). 

Table 3. Leadership Self-Perception Scale Distribution of undergraduate students' self-perceptions of leadership behaviors 

sub-dimensions according to age variable 

Sub- 

Dimensions 

Age N Mean±Std f t df p 

Participatory 

leader 

16-20 41 23,9 ±4,37 0,021 
-,502 116 0,617 

21-25 77 24,3 ± 4,37 

Self-Confident 

Leader 

16-20 41 13,8 ± 2,71 2,886 
-1,387 116 0,168 

21-25 77 14,6 ± 3,56 

Principled 

Leader 

16-20 41 25,5 ± 3,73 0,196 
-,064 116 0,949 

21-25 77 25,6 ± 4,16 

Determined 

Leader 

16-20 41 19,9 ± 3,86 
0,291 -,178 116 0,859 

21-25 77 20,0 ± 4,00 

Leadership Self-Perception Scale The data of the sub-dimensions of undergraduate students self-perceptions regarding 

leadership behaviors are shown according to the variable of doing sports. There was no significant difference in the sub- 

dimensions of participant leader and self-confident leader according to the variable of doing sports (p>0.05). However, there is 

a significant difference between the variables of doing sports in the principled leader and determined leader sub-dimension 

(p<0.05). It is seen that the said difference is significant in leadership (25.8 ± 3.95), (20.2 ± 3.89) in the state of doing sports 

(Table 4). 

Table 4. Leadership Self-Perception Scale Distribution of undergraduate students' self-perceptions of leadership behaviors 

sub-dimensions according to the variable of doing sports 

Sub- 
Dimensions 

Doing Sports 
Status 

N Mean±Std f T df p 

Participatory 

leader 

Yes 106 24,4 ± 4,35 0,045 
1,86 116 0,064 

No 12 22,0 ± 3,86 

Self-Confident 
Leader 

Yes 106 14,5 ± 3,28 0,084 
1,53 116 0,127 

No 12 13,0 ± 3,33 

Principled 
Leader 

Yes 106 25,8 ± 3,95 0,092 
2,15 13,8 0,049 

No 12 23,3 ± 3,82 

Determined 
Leader 

Yes 106 20,2 ± 3,89 
0,193 2,76 14,3 0,015 

No 12 17,3 ± 3, 47 

Leadership Self-Perception Scale One-Way ANOVA Test data is shown according to the sub-dimensions of the self-perception 

scale of undergraduate students' leadership behaviors according to the variable of duration of doing sports (years). There was 

no significant difference in the sub-dimensions of the scale according to the duration of doing sports (year) (p>0.05) (Table 5). 

Table 5. Leadership Self-Perception Scale The distribution of undergraduate students' self-perceptions of leadership 

behaviors sub-dimensions according to the variable of duration of doing sports 

Sub- 

Dimensions 

How many years 

have you been 

doing sports? 

N Mean±Std f df p 

Participatory 

leader 

3 year 12 24,6 ± 3,93 0,150 1 0,699 

4 year 106 24,1 ± 4,41 116 

Self-Confident 

Leader 

3 year 12 14,2 ± 3,59 0,021 1 0,885 

4 year 106 14,4 ± 3,29 116 



797 Journal of Pharmaceutical Negative Results ¦ Volume 13 ¦ Special Issue 1 ¦ 2022  

Principled 

Leader 

3 year 12 27,1 ± 2,58 2,083 1 0,152 

4 year 106 25,4 ± 4,10 116 

Determined 

Leader 

3 year 12 20,0 ± 3,79 
0,000 

1 
0,994 

4 year 106 19,9 ± 3,97 116 

Leadership Self-Perception Scale the data of the sub-dimensions of undergraduate students' self-perceptions regarding 

leadership behaviors are shown according to the variable of family history of doing sports. There was no significant difference 

in the sub-dimensions of participatory leader, self-confident leader, principled leader, and determined leader according to the 

history of doing sports in the family (p>0.05)(Table 6). 

Table 6. Leadership Self-Perception Scale Distribution of undergraduate students' self-perceptions of leadership behaviors 

sub-dimensions according to the variable of family history of doing sports 

Sub- 

Dimensions 

Sports History in 

Your Family 

N Mean±Std f T df p 

Participatory 

leader 

Yes 78 24,6 ± 4,26 0,555 
1,624 116 0,107 

No 40 23,3 ± 4,45 

Self-Confident 

Leader 

Yes 78 14,2 ± 3,31 0,000 
-,807 116 0,421 

No 40 14,7 ± 3,30 

Principled 

Leader 

Yes 78 25,7 ± 3,47 7,967 
 

,617 
 

116 
 

0,539 
No 40 25,2 ± 4,90 

Determined 

Leader 

Yes 78 19,8 ± 3,92 
0,005 -,558 116 0,578 

No 40 20,2 ± 4,00 

Leadership Self-Perception Scale the data of the sub-dimensions of the undergraduate students' self-perceptions regarding 

leadership behaviors are shown according to the faculty departments variable. There was no significant difference in the sub- 

dimensions of participatory leader, self-confident leader and principled leader according to the faculty departments variable 

(p>0.05). However, there is a significant difference between the faculty-departmental variables in the stable leader sub- 

dimension (p<0.05) (Table 7). 

Table 7. Leadership Self-Perception Scale Distribution of undergraduate students' self-perceptions of leadership behaviors 

sub-dimensions according to faculty departments variable 

Sub- 

Dimensions 

In Which Section 

Are You Studying? 

N Mean±Std f df p 

Participatory 

leader 

Recreation 

Department 
54 24,7 ± 4,50 

 
 

1,460 

2 
 
 

0,237 Department of Sports 

Management. 
14 22,5 ± 4,66  

115 
Coaching Department 

50 24,0 ± 4,06 

Self-Confident 

Leader 

Recreation 

Department 
54 14,1 ± 3,40 

 
 

0,921 

2 
 
 

0,401 Department of Sports 

Management. 
14 13,7 ± 3,29  

115 
Coaching Department 

50 14,8 ± 3,20 

Principled 

Leader 

Recreation 

Department 
54 25,8 ± 4,21 

 
 

2,218 

2 
 
 

0,113 Department of Sports 

Management. 
14 23,5 ± 4,10  

115 
Coaching Department 

50 25,8 ± 3,62 

Determined 

Leader 

Recreation 

Department 
54 20,3 ± 3,96 

 
 

3,933 

2 
 
 

0,022 Department of Sports 

Management. 
14 17,2 ± 3,95 

 

115 

Coaching Department 50 20,3 ± 3,67 
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ARGUMENT 

It can be said that 39,0% of undergraduate female students participating in the research are examined and when their gender 

distribution is examined, it can be said that the self-leadership "decisive leader" perceptions of female students are more 

significant than males. Considering from this point of view that the undergraduate students are between 61.0% and 21-25%, it 

is thought that they have a "decisive leader" level based on their experiences, since the female self-leader perception levels 

participating in the research are in this age range (p<0.05). Therefore, it can be said that according to the "decisive leader" 

dimension of leadership self-perceptions of women studying in sports sciences; It can be seen that they are extroverted, have 

high persuasion abilities, are goal-oriented in acting decisively, encourage their friends to be innovative and creative, and work 

result-oriented. 

89.8% of the students who make up the research group do sports. 89.8% of them do sports for 4-6 years. There was no 

significant difference between the scores obtained from the sub-dimensions of the scale according to the status of doing sports 

of undergraduate students, according to the variable of doing sports in the sub-dimensions of "Participatory leader, Self- 

confident leader". However, there is a significant difference between the variables of doing sports in the principled leader and 

determined leader sub-dimension (p<0.05). It has been observed that there is a significant difference in favor of those who do 

sports in leadership. It can be said that women who do sports have the dimensions of "Principled leader and determined leader", 

who go to the end for what they believe in, keep their promises, appreciate the work done, are frank, like to help their friends 

and close circle, and give importance to moral values. 

When the studies specific to the research field are examined, it has been determined that doing sports regularly or participating 

in physical activities is related to concepts such as personality structure of individuals, self-confidence and developing positive 

attitudes. (Er et al., 1999; Slutzky, Simpkins, 2009, Demirel, 2013, Bisgin & Üstün, 2013). It is thought that doing sports and 

female self-leadership perceptions will help undergraduate candidates to be more self-confident in their education and to express 

themselves easily. Güner (2015) states in his study, Evaluation of the problems of participation in sports and leisure time 

activities of women, that the factors that determine the orientation of women to sports and leisure activities are perceived social 

support. He emphasized that the decrease in perceived social support negatively affects their willingness to participate in sports 

and leisure activities. One of the important issues in leadership evaluations is women's participation in sports with their own 

selves. It is thought that women prefer to do sports in order to strengthen their leisure time activities regarding self-leadership 

perceptions and their leadership skills in the field of sports. 

Uslu and Hasırcı (1999), in the framework of their research on students studying in secondary education in Bursa, concluded 

that students who do sports are more compatible than students who do not. Şenduran (2006), in her study, examined the general 

adjustment status of students who are athletes and non-athletes, and it is stated that sports students show personality traits that 

are more compatible with themselves and their social environment than non-athletes. In addition, in a study conducted, it was 

determined that 3 out of 5 people in the problematic category in the experimental group and 26 out of 49 people in critical 

condition fell into the normal category thanks to their participation in sportive activities, and it was found that the perceptions 

of social cohesion increased and improved in those who participated in a sportive activity( Çankaya and Tozlu; 2021). In Aytan's 

(2013) research titled "Examination of Women's Interest in Sports", it was understood from the answers given to the survey 

questions that women who do not do sports have more difficulty in achieving social cohesion than those who do sports. It has 

been determined that those who do sports can make more positive decisions in the face of various events and have more 

happiness in their social lives. Women who lead in sports, on the other hand, can serve as models for their individual abilities 

as leaders and decision makers over other women, especially in societies where traditional male authority dominates. The 

intense interest of women in sports can make a decisive contribution to social life and personality development (United Nations, 

2007). As a result of another study; Asci et al. (1993), in their study on high school students who do and do not do sports, found 

that participation in sports has a serious effect on self-concept. Therefore, it can be said that sports activities have an effect on 

the perception of self-leadership. Leadership Self-Perception Scale the data of the sub-dimensions of undergraduate students' 

self-perceptions regarding leadership behaviors are shown according to the variable of family history of doing sports. There 

was no significant difference in the sub-dimensions of participatory leader, self-confident leader, principled leader, determined 

leader according to the history of doing sports in the family. There are different situations in field studies. In the study carried 

out on the youth camp female leader candidates; It was determined that there was a significant difference in favor of female 

leader candidates whose fathers had a secondary education level. However, it was determined that there was no significant 

difference between the scores obtained from the self-confidence scale according to the professional indecision of the female 

youth camp leader candidates, their frequency of doing sports and the factor in their orientation to sports (Esentaş, M. and Ark., 

2017). 

Leadership Self-Perceptions Scale Undergraduate students' self-perceptions of leadership behavior sub-dimensions according 
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to the faculty departments variable, whereas there was no significant difference in the sub-dimensions of participatory leader, 

self-confident leader and principled leader compared to the faculty departments variable (p>0.05). However, there is a 

significant difference between the variables of faculty departments in the sub-dimension of determined leader (p<0.05). 

Therefore, according to the "decisive leader" dimension of leadership self-perceptions of women studying in sports sciences; It 

can be said that they are extroverted, have high persuasion abilities, are goal-oriented in acting decisively, encourage their 

friends to be innovative and creative, and work result-oriented. 

 

CONCLUSION AND RECOMMENDATIONS 

This study is a study aimed at evaluating the self-perceptions of the undergraduate students of the Faculty of Sports Sciences 

of Ondokuz Mayıs University regarding their leadership (participatory, self-confident, principled, determined) behaviors. It is 

of great importance for sports science students to question and evaluate their self-leadership behaviors during their 

undergraduate education, to be aware of their own talents and abilities as well as to be aware of their shortcomings, and to gain 

an objective and holistic perspective. Moreover, within the scope of this research, in which students can evaluate and question 

their own self-leadership behaviors, for universities aiming to train future female leaders, besides knowledge and skills training, 

it may be beneficial to prepare course content that will be beneficial for female students to develop their leadership aspects, and 

to create activities and environments where they can demonstrate leadership behaviors. 
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