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ABSTRACT

The purpose of this study was to investigate thaiomship between power bases of sports federstipresidents
(PBSP-other) with employee's job stress and irttestay (both from the viewpoint of employees). gdmulation in
this study consisted of the employees of sporerdédns including experts, chiefs and vise chadf$ederation
committees, n=288 that were completed (POSP- ottpeestionnaire (with 15 questions in 9-point Liksecales)
and employees’ job stress and intent to stay quastires (with 4 questions for both , in 5-poinkédiit scales)
respectively, after translation process and apprby with commentary of experts, face and contalidity of the
qguestionnaire was performed and with Using comditory factor analysis, construct validity was fioned.
Reliability of each scale was tested: POSP_othanBach's alpha =0.95 and employees job stress ataht to
stay,a= 0.83 ande= 0.81. Pearson correlation coefficient and hieraical multiple regression analyses were used
to analyze all the hypotheses. The results inditttat employees believed that presidents of sjedsrations had
legitimate, referent, expert, reward and coercivavpr bases, respectively, and a negative significalationship
was found between PBSP-other with job stress (r£90) and a positive significant relationship wasarid between
PBSP-other with intent to stay (r=0.434). Hierarcal multiple regression analyses revealed that, @gnpower
bases of sports federations; referent power baseamaetter predictor for employees’ job stress antelnt to stay.

Key words: Power Bases, Federations' Presidents, Federaftomsloyees, Employees’ job Stress, Employees’
Intent to Stay

INTRODUCTION

According to Bertrand Russell (1938), similar toemgy as a fundamental concept in physics, powea is
fundamental concept in social sciences [1]. Theéndfn of Hersey and Blanchard (2005) for leadgrsiis the
ability of the person for influencing and affectinthers to reach the goals reveals that having ptos is the
required capability for this purpose [2]. Rahim 99 considered power the capability of the perspohtange and
control behaviors, attitudes, beliefs, goals aneldseof others in order to obtain the goals of tiganization [3].
John B. Miner (1998) defined power as the abilityhaving another person do something while s/heldvaat
otherwise [2]. According to him, influence has admter concept than power and power is in fact afof
influence. Imam Mohammad Ghazali (1058-1111) alsedufour stages of human desires including instiect
nervous, sinister and divine for presenting theceph of power [4]. Hilland and Yousp quoted by AsfhAl-
Oghalai (1999) believed that real power is obtaimétbn people eagerly help their manager or orgéiaizan
reaching the goals [5]. Munduate and Medina (2@0w) Barksdal (2009) presented two important chariatics of
power as ability in using power and its communmataspects; in the first case, a person may hawermpbut does
not use it; in the second case, a person may userpiepending on the relationship between peoplesénations
in which they are placed [6, 7]. The process diigricing others as the most important tool avadldbt managers
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takes place through power imagination, the germratif which requires accessing power sources [8ioky
(1961) divided power sources into two official gmeksonal groups and believed that the directionsffafial and
personal powers were from top to bottom and fromtono to top, respectively. Official power dependstbe level

of reward, coercion and sanction which are impdsethe manager or leader on their followers; howepersonal
power is the level of obtaining trust and assurarfdbose people who are important in terms oliafice. The most
important categorization of power bases was doné&rench and Riven (1959) who referred to five ipgtsonal
power bases including reward, coercive, experteregft and legitimacy power types. Considering this
categorization, official power and personal power rlated to reward, coercive and legitimacy anteferent and
expert powers, respectively [9, 2, and 6].

Coercive power (punishment, force): is the ideallted from the required ability for punishing areprimanding
due to the lack of performance of employees anbasegative aspect of coercive power [10, 11§hif power is
constantly used by the managers of the organizaitiaould generate feelings like discouragemeagpair, fear,
reduction in efficacy, performance and effectivenalissatisfaction, turnover, resentment and hiystimong the
employees [12, 2, 13, and 9].

Reward power: is the idea of the ability for pramglwhat is desirable to be owned by others. Exeessliance on
this kind of power leads the employees to think thay are means for the ends of their manageso,Ahey may
lose their motivation and tendency to work and Kigl of power loses its influence [12, 7, and 2].

Legitimate power (legal): is the idea of managefficiency in decision making based on ranking @amizational
level [10, 2]. Constant use of this kind of poweruses discouragement and indifference of emplogees
invalidates this kind of power, especially whersiawarded without any expertise. In such a caseastes human
forces and, finally, leads to the dissatisfactiad anwillingness of employees [14, 12].

Referent power (authority): is the notion resultexin creating attraction and charisma among thiovi@rs. This
kind of power has an emotional nature in which exppés benefit from states like attraction, infatugtloyalty,
commitment, imitation and effort [6, 13].

Expert power: is the idea of having experience eetige, knowledge and power for analyzing condgiohhis is
what the group members are lacking [11]. Experitisene of the most important power sources in tigamizations.
As a result of task specialization, people highdpehd on the expert to reach their goals.

Having power bases for organizational managerstahfor influencing and generating obedience limptoyees.
Appropriate and timely use of power bases by mamsalgads the behavior of organizations' employeesrtd
fulfiling the organizational objectives. The closéhe organization to its (individual, group andyamizational)
objectives, the more effective the organizationldde called [15, 16, 2].

Different variables are involved in the studiesitetl to organizational behavior and in the dimemsibemployees’
effectiveness , include job stress, job performateaving the job, intent to stay and so on (Glelip 2007; Chen
and Silvertoren, 2004; Thompson and Vecchio,20057)18, 19].Some researchemiggests that the leaders or
managers who use their powers and giving instrostto the workers without paying any attention osirtideas, it
may cause negative effects in the organizatioolude of: job dissatisfaction, intent to leavb stress and so
on..[20].

Stress is defined in terms of its physical and fggical effects on a person, and can be a meptajsical or
emotional strain.At workplace and working enviromfjes a result they do not feel good about thudirig called as
response approach. Finally, when working emvitent and affect at work, simultaneously edustress in
called stimulus-response approach [20, 21]. His#dii, stress as critical factor for organizatioh@dses in term
finance as well employee health. Stress causess#ilnjob dissatisfaction, turnover, intent or le&wvestay and
absenteeism. Job stress explains the stress exigtwking environment. Employees feel pressuremiey found
miss match between requirement of job and theiaciépto work effectively. Job stress differs framganization to
organization, job to job and person to person. @Galye job stress at work has a contingent impacemployees
and cause intention to quit the organization [17].

Intent to stay is a psychological process .The epnof “intent to stay” refers to the degree oklikood that an
employee plans to remain with the .It does not mesemployees will not depart if they perceive sjrgob
opportunities in the labor market but does allowféxtors, that can enhance organization reterj?@h Intention
to stay or intention to leave includes the arrivshew employees and the departure of existing eyegls, but most
research focuses on leaving rather than on enténmgrganization ,intention to leave can be cfeaskinto two
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categories: voluntary and involuntary. Voluntaryeimtion to leave occurs when the employee terminate
employment relationship .Involuntary intention ®ave is when the employee wants to stay but thelogemp
decides to terminate the relationship. Some rebeescfound that most intention to leave is voluntand is,
therefore, potentially avoidable and controllalglestly, and disruptive to an organization. Someasshers thought
that voluntary intention to leave could be causgdabnumber of factors including poor job feedbajih
dissatisfaction, unmet job expectations, perforreapeoblems, situational constraints, inappropriagdership
behavior, socialization difficulties, greater degref job stress, and a lack of career advancemgportunities.
Intention to leave is a key predictor of actualvleg and most of the time is accurate when the timézon of the
prediction to leave is short, level of job stretsyp a major role in virtually all intention to k& [23]. In spite of
different studies on the power bases of FrenchRinen (1959) thus far, there are few studies orath@ication of
these bases and their effects on the employeestjebs and intention to stay [2].

Mozafari and Tabaeyan (2004) demonstrated that pdases of the presidents of physical educationltias
included expert, information, reward, personalatiehal, legitimate and punishment in order an@aifeness of
managers increased with the increase in powerpdréxinformation and reward [24].

Busch (1980) and Martin and Hunt (1980) obtainesditpe relationships between expert, referent auitimate
and intend to stay and also negative relationshtpiéen coercive and reward with intend to staypeesvely; this
result was in contrast with the one obtained byd&ba (1968), in which negative and positive reladinips were
reported between referent, legitimate and rewaud iatend to stay and also between expert and interstay,
respectively [25, 26, 27]. Erkutlu and Chafra (2DbBélieved that personal powers like coercive @gitimate ones
increased job stress; also, power of reward hadjla tegative relationship with job stress [28]. \de¢ (2010)
reported negative relationship between coercivegosoat managers and employee’s intent to stay [REjreover
lee (2008) obtained positive relationship betwesfierent expert and reward power of managers withl@yse’s
intent to stay [30].Wan and et al. (2003) repompesver of coaches and managers of physical educptimgrams
from the viewpoints of athletes as follows: coachasl more legitimate and expert powers while marsabad
more legitimate and punishment powers and lessramffepower [31]. Nourbakhsh and Mohammadi (2004)
concluded that power sources of managers of pHysibacation faculties all over the country includexbert,
legitimate, referent, coercive and reward [32].iKérTorgabeh (2004) found that managers of Phydichication
Organization in Mashhad used personal power scamdeespecially expert power to a more extent [Bachman
et al. (1968) conducted a study and found a wepdditive relationship and a negative relationstépreen expert
and referent powers of the managers of facultietherone hand and their job satisfaction and inierstay on the
other, respectively [34]. Chen (2004) investigatmployees’ effectiveness in his doctorate dissertabnd
classified them in four subscales of job stress,gatisfaction, job performance and intends to stayr leave the
job and found no significant relationship betwedffecent types of leadership and these effectiverfastors [18].
Elangovan and Jia Lin Xin (2000) obtained coereind legitimate power were proper predictor for $ttess [35].
Although various studies have been done on théiaakhip between power sources of managers andhbles like
job stress and intention to stay in organizatioms affices between managers and employees, therbden few
studies in the field of sports organizations inahgdpresidents of sports federations; specificalliien job stress,
intention to stay is considered a multi-dimensicaradl complicated variable which is seemingly clasethe power
sources available to the managers. The variableshwban facilitate or challenge obtaining persoaald
organizational goals by themselves or along wittheather should be investigated in order to clatifg issue.
Furthermore, it is important and necessary to canssports managers who are seeking for the suciebeir
organizations and have influence and power toalstae employees who have a direct relationship federations'
presidents and follow them; via this common inteoag their effectiveness and ineffectiveness woblel
determined in terms of the mentioned variables.sThhe main question is this: Is there a relatigndtetween
power sources of presidents of sports federatiatis jab stress and intention to stay? Which powmirse can be
an appropriate predictor for these variables?

MATERIALS AND METHODS

a)Research Method:This research had a correlational design whichdweae in the field.

b)Population, Samples and Sampling Method:The research population included all employeesspdrts

federations. The employees were all experts oftspderations with at least a Master’s degree deval-2

coaching certificate who had worked for one yeal-{fme or part-time) at the time of the study rfwmittee chiefs
of the federation and their vice chiefs were irstgroup as well). The employees determined powsedaf
presidents of sports federations and their effectss. They were 700 people at first and 248 peogle selected
as the sample size according to Morgan's table. @@€stionnaires were distributed in the stratifssinpling

method due to the possibility of lack of return aratrelessness in filling out the questionnairesally, 288

thoroughly completed questionnaires were analyzed.
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c)Research ToolsTwo questionnaires were used for doing this retear

1)Power bases of sports federations’ president (P&B&r) questionnaire from Wan and et al. (2000)cWhi
included 15 questions in the form of 9-point Likedale from very correct (1) to very incorrect (8)l three
guestions measured the same power base.

2)The questionnaire employees' job stress and itdestay obtained from Chen (2005) which includeduestions
in the form of 5-point Likert scale from stronglisdgree (1) to strongly agree , respectively(5).

Evaluating Reliability and Validity of the ResearchTools:

Content and face validity. After translating the questionnaire, the ideas3@fexperts in the fields of language,
management and physical education were consideregtfermining and approving the content and fadelity of
the questionnaire. With Using LISREL software, foanatory factor analysis, construct validity wasnéirmed.

Table 1 .Index test and confirmatory factor analyss of questionnaire

RMSEA | GFI | NFI | CFI | X?/df | Questionnaire
0/075 087 | 089 | 000 2/9 Power Bases
0/081 0B8 | 0P1 | 0P3 | 269 | Job stress
0/073 086 | 088 | 01| 270 | Intentto stay

Reliability : To evaluate the reliability of the questionnaiiernal consistency (Cronbach’s alpha) was agplie
The alpha of power bases, job stress and intestajoweren= 0.95,a= 0.83,0= 0.81 respectively.

d)Research Methodology:300 questionnaires were distributed among theégizahts; however, only 288 perfectly
completed questionnaires were collected duringia-filonth period.

e)Statistical Methods: To analyze the data, the SRgSoftware was used. Descriptive statistics was deed
calculating frequency, mean, standard deviationpardentage. To test the hypotheses, first, Kolmmg&mirnov
test was used to determine the normality of das&ridution and the parametric test of Pearson G@iioe was
applied for specifying the relationship between thgearch variables. Then, the criterion variablese predicted
using hierarchical regression analysis.

RESULTS AND DISCUSSION

a)Descriptive Findings

A-1: Men and women constituted 70.8% and 29.2%hef participants, respectively. 11.1% had high sthoo
diploma, 52.4% Bachelor's degree, 16% Master’s gleqand 5.9% Doctorate degree. The age of 35.4%eof t
research participants was between 31 and 40 y&hra36% between 41 and 50 years old, 21.9% o@egears old
and 19.1% below 30 years old. In terms of job elgmee, 22.9% had 6 to 10, 20.5% between 1 and.3% énore
than 20, 14.6% between 16 and 20 and 14.6% bettkeamd 15 years of experience. Only 10.8% had eae jpb
experience. As far as coaching was concerned, 2h&%6international, 18.1% level-one, 17.7% natipd8l5%
level-2 and 6.2% level-3 coaching certificates.

A-2: According to Table 2 which shows mean and d&ad deviation of sports power bases of federations
presidents from the viewpoints of the employeeg, mhean of legitimate power (6.95) was more thareroth
components of sports power bases. Mean of coepciwer (4.88) was lower than other components.

Table 2: Mean and standard deviation of componentsf power bases of sports federations’ presidentsdm employees’ viewpoints

Variables Mean Standard deviation K-S  significance level

Reward 5/90 2/01 1/21 0.11
Coercive 4/88 2117 1/42 0.09
Referent 6/42 2/03 1/51 0.08
Expert 6/03 1/89 1.29 0.07
Legitimate  6/95 1/87 157 0.06

According to Table 3 which indicates mean and stathdlieviation of intent to stay (4.03) was morentbhmean of
job stress (3.16).

Table 3: Mean and standard deviation of employee$ob stress and Intent to stress

Variables Mean Standard Deviation K-S significance level
Job Stress 3/16 0/92 1.38 0.054
Intent to stay 4/03 0/85 1/33 0.060
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b)Testing the Hypotheses

B-1: There was a relationship between power bakéderations’ presidents with employees’ job strasd intent
to stay.

In Table 4, Pearson correlation coefficients derfrats a significant relationship between power baeé
federations’ presidents with employees’ job strasd intent to stay (P<0.01). Therefore, the nupdiiesis was
rejected and the alternative hypothesis was coefitnPower bases of federations’ presidents hagnrdfisantly

negative relationship with job stress and signiftbapositive relationship with intent to stay.

Table 4: Pearson correlation coefficients for the elationship between total sport power bases and erlgyees’ job performance and job
satisfaction

Variables Correlation coefficient  Significance level
Job stress -0/190 0.001
Intent to stay 0/434 0/001

Table 5 demonstrates Pearson correlation for jesst intent to stay and power bases. There wamndicantly
negative relationship between job stresses onrkehand and referent, expert, legitimate and reywarder on the
other; however, it have significant positive redaship between intent to stay with, referent, lewite, expert,
reward and coercive power.

Table 5: Pearson correlation coefficients for theelationship of each sports power bases with emplog#g job stress and intent to stay

Variables Job Stress  Intent to stay
Reward -0138 0/255
Coercive -/074 0/170
Referent -0/212 0.543
Expert -0/200 0/324
Legitimate -0/178 0/540

B-2: Power bases of federations’ presidents (rewamkrcive, legitimate, referent and expert) wereppr
predictors for factors of employees’ job stress et to stay.

b 2-1:Power bases and job stress: Using hierarctgégaession, only referent was entered into theaggn which

explained 4.5% of the changes in job stress. Sih¢e286) = 13.52, P<0.001 was obtained for thean@tical

regression analysis, then the relationship betwefament and job stress was significant. The follmatable reveals
the square of multiple correlations (R2) and regjmsanalysis.

Table 6: Regression analysis for the relationshipdiween power bases and job stress

Components B Standard coefficient T R’ Significance level
Referent -0.096 -0/212 -3/677 0/045 0/001
Constant 3/77 21272 0/023

The results in the above table showed that theigtied equation was as follows:
Job stress = 0.096 (referent) — 3.77
4.5% of Job stress was determined through referent.

B 2-4: Power bases and intend to stay. Using hibieal regression analysis, referent, expert andhrg were
entered into the equation and 35.5% of the chamgiedend to stay was explained. Since F (3.4) 981P<0.001
was obtained for the analysis of sum of squardhearhierarchical regression analysis, the relatipmbetween the
linear combination of above variables and intendtey was significant. The following table shows gguare of
multiple correlations (R2) and regression analysis.

Table 7: Analyzing hierarchical regression for therelationship between power bases and intend to stay

Components B Standard coefficient T R’ Significance level
Referent 0/173 0/412 5/140 0/295 0/001
Expert 0/151 0/331 4/48  0/039 0/001
Reward -0/080 -0/189 -3/028 0/021 0/003
Constant 2/34 2/21 0/041
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The results of the above table showed that theigtied equation was as follows:
Intend to stay = 0.080 (reward) — 0.151 (expef@) 173 (referent) + 2.34

The summary of regression analysis showed thatengtfevas a better predictor for intend to stay52®of intend to
stay was determined through referent and two othgables explained only 6 %( 3/9% expert and 2/de¥ard) of
the changes for intend to stay.

DISCUSSION

The main axis of each organization’s efforts isoapetent manager who believes in the role of hisififtuence
and power. Power of each manager is the key and praiciple in every organization since no orgati@acan be
established and no order can be implemented witpouter [36, 17, and 2]. If a manager is the effegtess
mastermind of every organization, the employeestlagebeating heart and stout hands of that orgaorzdor

fulfilling its effective goals and paving this waia their own efforts and actions. Among the smowgtvariables of
this challenging way, power bases of the manag#r enployees’ job stress and intent to stay carefegred to.
According to the findings of the present research:

1- The employees of sports federations consideogeepbases of federations’ presidents in the fahhowwvay and
order: legitimate, referent, expert, coercive aesvard. Similar to most of other governmental andiciad
organizations with a hierarchical structure, inrspdederations, organizational rules and regutatiplay a main
and powerful role; the higher the legitimate poawerd manager status, the more his/her influencé®rmployees
would be. Seemingly, in sports federations, ithe manager’s legitimate power (more than his/htareat and
expert ones) which necessitates the obediencecmgi@mnce of his/her orders and this is awarded¢oy manager
by the organization. The reason can be the weakraymd relations between the federations’ presideand
employees, who are merely based on objectivesttaadeads to more effect of legitimate power corapawith
expert, technical, knowledge, referent, charisntimacion and even reward powers. Another reasoy beathat
employees, especially at the level of chiefs ae ¢hiefs of committees, perform their duties adgording to the
official and written orders and rules of their mgees. This result was confirmed in the findings\Wann et al.
(2000) [30], while the findings of Mozafari and Tesdyan (2004), Nourbakhsh and Mohammadi (2004),(2e@8),
Karimi 2004) and Rahim (1989) did not approve {4t 30, 32, 33, 3].

2- This research also found a significantly positrelationship between intend to stay and poweedas referent,
legitimate, expert, reward and coercive. It is ewidthat powers of referent, legitimate, expert agdard of a
manager which have been emphasized in differedietuequire employees to stay (Chen, 2004; Bua80) [18,
25]. The employees of each organization who arekwwgr beside qualified, believing, reliable, profiessl,
regulated, fair and encouraging managers think lleaning their jobs by a low likelihood; howevéne important
point is that there was a positive relationshipaeetn coercive power and intend to stay. Probatdyeiason can be
attributed to the interest, tendency and love ffier grofession so that even punishment, reprimaddoame of the
superior cannot lead the person toward leavingaheFrom another perspective, inappropriate econatatus of
the family and society results in intend to stagpdee all the hard work and the outcomes causetthdapplication
of this kind of power.

Furthermore, employees consider thigh and positigeltant use of other bases such as expert, néfene reward
and prefer to stay in spite of the punishment whiappens every now and then. These findings wepeoaed by
the results found by Martin and Hunt (1980) whoaittd a positive relationship between powers otexpeferent
and legitimate on the one hand and intent to stayhe other; however, they were not confirmed lgy tlagative
relationship found between powers of reward andaree and intend to stay [26]. The research by Bz et al.
(1968) reported a negative and a very low positalationship between powers of expert and refesiadtintends to
stay and also between power of legitimate and @ingesvariable; the first part was not in line witliststudy but the
second part was to some extent in agreement wishvibrk [34]. The results of the current researcérevin

correspondence with the research by Busch (198@hwhbund a positive relationship between powerexgert,

referent, legitimate and reward and intend to stag were not in line with the negative relationsbfpcoercive
power and intent to stay [25]. Student (1968) destrabed a negative and positive relationship betwatent to

stay and powers of referent, legitimate, reward gmtishment along with expert. Except for the pesit
relationship of expert and intend to stay, in ott@ses, the mentioned study was not in line withpgresent work
[27].

3-This study also showed a negative correlatiorwben job stress and five power bases, which inelitat
significantly negative relationship between jobestr and powers of referent, expert, legitimate eewlard,
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respectively. This matter can be interpreted bypibiat that the managers who have powers of refemet expert
behave in an acceptable and fair manner with theiployees due to their own spirit of charisma ardedt

capabilities; this influencing and moderate impe&h lead to satisfaction and decrease their j@sstsince the
employee knows that his/her superior is both kndgéable and capable in the cases in which s/henoidlyave the
required knowledge and capability. Offering matieaiad spiritual reward can decrease or controlgétrgeration of
and/or continuity of stressful conditions; howevaccording to the results, the important pointhattstressful
conditions may increase rather than decrease a&sudt rof using powers of legitimate and officiales and

regulations. Probably, the interpretation of tlsisue can be justified by discussing the concepbsttive stress. In
such a state, organizational and legal rules agdlatons which are ruled by managers generatetip@sind

practical stress and increases energy and motivatiche people and groups in emergency condit[@is 19].

Therefore, it is possible that the emphasis of ri@ager on law generates a kind of desirable strithsno

negative outcomes. These findings were not confirime the studies by Erkutlu and Chafra (2006) i $lction
that found that expert, referent and reward redti@ss and another section in which legitimate povas found to
increase stress [28]. Moreover, Elangovan and ihaXine (2000) found that legitimate power had ajatese

relationship with stress, which was in contrashwfite findings of this study [35].

4-The results obtained from hierarchical regressibowed that referent power was a proper predictorthe
relationship between job stress and power basegelBf referent, expert and reward were propedipters for
the relationship between intent to stay and povemeb. The interpretation of this important findthgt referent
power is a proper predictor for the relationshighwipb stress and intent to stay reveals that ltathe spirit of
charisma, acceptable behavior, being a model maaf behavior, attitude and thought and respeetabtsonality
of the manager influence employees in the firstgjlaecond, it can probably predict the outcoméakibes of
employees’ job stress and intent to stay in thetipesdirection. These results were confirmed usihg same
statistical method by Erkutlu and Chafra (2006)][28

Probably, it is better to return to the idea oftBerd Russell (1938) in terms of the dimensionedémrent power; he
believed that referent power of the manager commes persuasion capability of the individuals and #inction of
honesty, attraction, popularity, mutual reasoniogv@r and considering individual freedom in presepideas [1].
With the power of knowledge and referent as the tmpxpular tool of influence, success horizons of th
organization would be expanded, which is an emghfasi the final finding of the present researcht tlederent
power was a better predictor for employees’ jobsstrand intent to stay.

CONCLUSION

The findings of this study showed a negativeti@ship between power bases of sports federatipresidents
with employees’ job stress and a positive relatiimpower bases with intent to stay (both from wr@wvpoint of
the employees). This study showed referent powsravanore proper predictor for employees ’job steassintent
to stay, too.

Suggestions

It is recommended for the employees of organizatiespecially sports organizations, to choose theagers who
are expert in their related fields and have peirsand attractive attributes and characteristicscividan generate
voluntary obedience and respect, not obligatorylagdl ones, in the employees.

1.Considering the positive relationship between deerpower and intent to stay and between legitingateer on
the one hand and job stress and on the othersiiggested to conduct this study in other govertahemd sports
organizations (such as Physical Education Orgadpizagnd non-governmental organizations in ordeddtermine
that the dependence of employees on governmerstdeg has created such results and that, in sagaeirations,
the first reason for job stress and intend to &tdlge referent and expert powers of the manager.

2.Considering that this study investigated power bage¢he presidents and employees’ job stressraadtito stay,
it can be theoretically recommended to study thiabée of employee readiness along with these bl
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