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Abstract: Problem statement: This study argues for the importance of organizeti non work
supports along with work support for achievementivadion in leadership role of extension agents
which has mostly been silent in past studies. eurtalthough there are studies that showed a pesiti
relationship between organizational support andopgance but no study so far has investigated the
relationships between organizational support imgiof work and non work supports with three
dimensions of achievement motivation including esmn, mastery and saliencApproach: The
study data were collected using questionnaire 20 extension agents from the Ministry of Jihad-e-
Agriculture in Iran. The data were analyzed using@S software Results. The results showed that
organizational work supports significantly related aspiration and mastery dimensions of
achievement motivation while organizational non kveapports significantly related to aspiration and
salience dimensions of achievement motivati@unclusion: The study is useful for extension
organizations to convey the favorable treatmerluging work and non work supports to motivate the
agents to achieve leadership role.

Key words: Achievement motivation, leadership role, organmadil work support, organizational
non work support, extension agents, psychologioattions, activating behavior

INTRODUCTION accordance with the studies of Farmer (1997) and
London and Noe (1997) and they are further constiste
Literatures on achievement motivation are weak invith constituents of motivation including direction
two fundamental aspects. First, definition of theeffort and persistence (Armstrong, 2006). Career
achievement concept, second, understanding of howaspiration is a dimension of internal career that
achievement should be conceptualized (Elliot andundamentally emerges from an individual, which in
Dweck, 2005). Competence as a primary motivatiorturn influences one’s value, norms and beliefs dism
that assists individuals to adapt oneself to theand Ramly, 2011). It is in agreement with the ressaf
environment was proposed as the conceptual cefiter a study by Suthar and Tarmizi (2010). Mastery
the achievement that could flourish the weakness ofotivation refers to “the tendency of persons toage
achievement studies. The motivational analysis ofifficult challenging tasks rather than easy taakd to
competence could explain the ways in which indigldu keep struggling to master the task once they have
behaviors are energizing, directing and regulatingstarted” (Farmer, 1985). Salience refers to theueval
persistence of behavior (Alderman, 2007). Thus, thepeople put on the work role, which can be modified
present research concentrates on leadership rolduring their life (Sweenet, 2004).
proposed as a foundation of key competency of There are many factors influencing achievement
extension agents in conceptualizing achievementotivation, one of which is organizational support.
motivation. Further, achievement motivation is Although there are studies that showed a positive
considered to have three dimensions includingelationship between organizational support and
aspiration, mastery and salience which are imperformance but no study so far has investigated th
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relationships of organizational support in termswairk

; X Aspiration
and non work support and the three dimensions of
achievement motivation. \
Organizational

More precisely, the present research refers to

) ! . - N ‘work support — Mastery
extension organization supports defined as pemmepti
of employees regarding the organizational concern f Oik‘ppln \

their well-being and values their contributiaj@howet \ e

al., 2006; Eisenbergest al., 1985; Ferrigt al., 2009),

through two types of work and non-work supports.

Organization work support refers to the environnteat  Fig. 1: The research framework

supports the work goal structure attainment alofiity w

professionalism,  development  opportunites  andH2: There is a relationship between organizatiovak

meritocracy (Chowet al., 2006; London and Noe, support and three dimensions of achievement
1997). Organization non-work support refers to fami motivation in leadership role that consists of
friendly environment that desires to achieve a rizaa aspiration, mastery and salience

between work and family goals in which taking tiom&t  H3: There is a relationship between organizatiowai
from career for family reasons do not reflect &laf work support and three dimensions of
career  commitment.  Thus,  family-supportive achievement motivation in leadership role that
environments refer to a situation in which flextime consists of aspiration, mastery and salience
part-time work and onsite daycare are available '

(Lapierre et al., 2008; Ogdenet al., 2006). The MATERIALSAND METHODS

importance of organizational non work support is

close to the study results of Azet al. (2010) who The study was conducted among extension agents

found individual and family aspect as the highestwhose role is to lead clients in the community timdp
contributor to work performance of Malaysian about their development and that of society follmyvi
agricultural ~ extension  agents.  According t0 an appropriate approach in democratic ways (Chauhan
organizational support theory, perceived orgarireti  2007). The respondents of this study were extension
support influenced the employee's ~emotionalagents of Jihad-e-Agriculture  organizations  of
connection. Further, the extent to which perceivedermanshah and Tehran provinces in Iran. A random
organizational support increases, work effort ofkeos | ster sampling was conducted to determine theystu
for m‘?e“r‘g organizational goa_ls and_ as a reswitr th sample in which from 32 Jihad-e-Agriculture
(Cgirgg:]'égggmé? althelgfgg?nﬁgf?evv;ll! (t))fe p'er;gre?sesgdorganizations, two were randomly selected as thia ma
organizational support generate sense of respdtitsibi glfutsrfggse (::Ir;[)rzl?ntszteusd?/r.lc-llrdeiggaltlh(c))fs:eh\e/vg;(l:ierlr:;li(r)lmclf&i\t

to pay back the helpfulness of organization whigth w .
be shown through extra effort role behavior O centers were considered as research respondents.

(Eisenbergerat al., 1985; Hochwarteet al., 2003). AIthpugh the number of sam_ple size was previously
This research combines London and Noe’s (19975ie0|ded based on the populatlon pumber, scholacs wh
career motivation theory and perceived organization Use Structural Equation Modeling (SEM) mostly
support theory by Eisenbergeeaal. (1985), aims to discuss the importance of determining sample size
investigate the relationships of work and non workbased on the number of variables and the completity
organizational support with three dimensions ofthe framework. According to Kline (2008) and Byrne
achievement motivation (aspiration, mastery and2001) a sample size of less than 100 cases mégobe
salience). Also using London and Noe'’s (1997) theor small, between 150-200 cases is a better minimum, b
it is hypothesized that aspiration as the firststarct of  perhaps even 200 case is insufficient to analyzeemo
achievement motivation affects mastery andcomplex models, which require the estimation of enor
consequently these two constructs affect salience. parameters. Thus the number of study’s sample by
Based on the above reviews a research frameworgonsidering the number of variables and compleafty
is developed as indicated in Fig. 1 we thereforeesearch framework considered as 250. A questicanai
hypothesize that: was prepared as the instrument of the study.
The questionnaire was prepared in Persian, which
H1: There is a significant path among three din@rsi s the original language of the respondents. Thus t
of achievement motivation in which aspiration check the content and face validity of the scalbi&hv
significantly influences mastery and masterywas originally in English, translation and back
significantly influences salience translation was performed. A person highly compieten
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in both Persian and English was chosen to tranttate Profile of the respondents. A general profile of the
measurement from English to Persian. A differentrespondent’s individual characteristics, which dstss
person with the same characteristics was chosen w@f gender, age, educational qualification work
translate the Persian version back into Englismotih ~ experience, is presented in Table 1. The resultsvsh
the comparison of the first English version withke th that around one-fifth (20.4%) of the respondenis ar
second one, the researcher corrected théemale and 79.6% are male. The respondents’ average
inconsistencies. After the back translation, anotheage is 41.31 years old. The majority (70.6%) of
Iranian subject matter specialist was consulted tgespondents have a Bachelor of Science degree while
improve the face validity of the instrument. 10.0% of respondents are with under Bachelor of
To assess the internal consistency of the datdpta  Science degree (diploma certificate and under dip)o
study was conducted in the Administration of Jikad- and 19.4% hold an upper level degree. The cumelativ
Agriculture in Bukan County from Azarbayejan Gharbi percentage of extension agents with work experitsse
province. The results indicated that all varialdeswed than 15 years (48.2%) is remarkable and is closketo

acceptable value of Cronbach’s alpha. Questiormairemeans of work experience which is around 16 years.
were distributed to respondents by using ‘drop-pick

procedures and postal questionnaires. A total dffgim RESULTS
250 questionnaires were collected.

The measurement of the study variables are as
follow: Aspiration is measured by the coping vensaf
career aspiration scale (cited in Leal, 2006) thas
translated to Persian adapted in Karamil. (2009;

To answer the study’s inferential objectives, two
stages of analyses were conducted as general stages
using the Structural Equation Modeling (SEM). The

2011). The edited version of the Work and Familyf'rSt stage was about developing and assessing the

Orientation Questionnaire (WOFO) designed bymeas_urement model,_ the second stage was about
Helmreich Spence in 1978 cited in Leal (2006) wasSPecifying and assessing the structural model.
used in this study to measure the mastery motinatio .
The latest version of salience scale developed byhe measurement model: To verify that the
Farmer (1997) was used to assess the respondehfgasurement items written to reflect the unobserved
salience toward achievement motivation in leadgrshi constructs do so in a reliable manner, the measmem
role. The scale of Perceived Organizational Supporfnodel was defined by specifying the items of each
cited in (Hochwarteret al., 2003) was used in this scale. Since the initial measurement model failed t
study. Hochwarteret al. (2003) used eight items of meet the required Goodness Of Fit (GOF) indicefién
(Eisenbergera&t al., 1985) scale that loaded highest in confirmatory test of model, several solutions sash
the original study factor analysis. Also five itemsre investigations on factor loadings and maodification
added by the researcher to measure organizatiarél w indices to remove poor items were estimated artddes
and non work support. The adequacy of factor loadings was assessed
according to the rule by Haét al. (2010) that judges

Table 1: Demographic and professional profile spamdents (n= 303) the size of factor loading higher than 0.5 as tegdn

Gonder Frequency Percentage determine the construct validity of measurement.
Male 160 79.6 Thus, some items eliminated and final measurement
Female 41 20.4 model was obtained. The confirmed items and their
QEZJZ (career stage) Mean=41.31 ytlegrs 60 corresponded factor loading are presented in TZble
25.44 102 50.7 Further, the assessment of measurement model’s
45-65 87 43.3 GOF indices show that the measurement model
<65 o - - presents a relatively good fit between the datathed
Eﬂ‘é:‘ﬁ‘t&?&%'n?;a"f'cat'on 1 05 proposed model.y?> (340) =485.775, p= 0.000
Diploma 19 95 ¥’IDF=1.429; GFI = 0.859, CFl = 0.959, TLI = 0.954,
Bachelor 142 70.6 IFl = 0.959, RMSEA = 0.046. Thus, it could be
mgter 3f 153? interpreted that CFI, TLI IFI significantly passeth
Work experience (Mean=16.17 years) ' cutoff value (0.9). In addition, the RMSEA fallstiveen

>5 37 18.4 the recommended range of acceptability (betwee-0.0
?11-(1)5 gg ig'g 0.08). Thus, the measurement model meets the
16-20 30 14.9 requirement of four indices, which according to rHai
21-25 35 17.4 al. (2010) if three to four indices meet the requieeinit

<26 39 194 would be sufficient to claim for a good model fit.
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Table 2: The results of CFA for measurement model

Variables Factor loading AVE Construct rbligy
Or ganizational non work support

Item 1: My organization really cares about my wming. 0.698 0.652 0.848
Item 3: Flexible or modified work schedules areilmde

in my organization 0.882

Item 4. My organization is willing to help me when

I need a special favor 0.831

Or ganizational work support

Item 1: My organization cares about my opinion. 49.7

Item 2: Freedom to make important work-related sleos are

available in my organization 0.817

Item 4: My organization would forgive an honest tali® on my part. 0.799 0.674 0.925
Item 5: There are opportunities for advancementyrorganization 0.837

for achieving leadership role

Item 6: There are effective development optionsesources available 0.872

that can help me improve my career skills

Item 7: The rewards system in my organization &seleon the good 0.847

performance such as achieving leadership role

Aspiration

Iltem1: | hope to become a leader to the clientyrcareer field 0.774

Item 2: When | am established in my career, | wdildel to train 0.821

others particularly clients

Iltem4: | hope to move up through any organizatiamtk in 0.731 0.597 0.912
Item 5: | plan on developing as a leader expetti¢oclient

in my career field 0.710

Item 7: | think | would like to pursue graduateinfag in my 0.741

Occupational area of interest
Item 8: Attaining leadership status in my careerdsthat important to me.  0.845

Item 9: | hope to become a leader to the cliembyncareer field 0.777
Mastery

Item 1: | like to be busy all the time 0.798
Item 2: When a group | belong to plans an activitypuld rather 0.712
direct it myself than just help out and have soneesise organize

Item 4: | prefer to work in situations that requaréiigh level of skill 0.680 0.649 0.916
Item 6: Once | undertake a task, | persist 0.861
Item 7: If | am not good at leading clients | wouédher 0.876
keep struggling to master it than move on to sbingtl may be good at.

Item 8: | like to lead clients since it is challémgy 0.882
Salience

Item 1: | enjoy making plans about leading clients 0.882
Item 2: To me, the leadership job role to the tlisra means 0.763
of expressing myself

Item 3: | would like to have a job role such asieship 0.692 0.585 0.893
of which | am really proud

Item 4: | like to have a job goal such as leadgrshi 0.780
role toward which | can work

Item 6: | would want to move ahead in my occupation 0.664
through acquisition of leadership role

Item 8: | enjoy making plans about leading clients 0.787

The assessment of validity, reliability, normality values for the constructs ranged from 0.848 to .925
multicollinearity is now discussed as the basicexceeded the minimum requirement of 0.7, ensuring
assumption in measurement model testing. Theadequate internal consistency.
construct validity was satisfied in this study,vimich A critically important assumption in conducting
all the items had high standardized factor loadimng SEM analyses is the necessity of multivariate ndityna
their underlying constructs (values ranged fron68.6  because of using Maximum Likelihood Estimation
0. 882) (Table 2). Moreover, the convergent vajidit (Byrne, 2001). According to Schumacker and Lomax
constructs was assessed based on the Average &ariar{2004) the data may be assumed to be normal if
Extracted (AVE) that the value for all constructasy skewness kurtosis are within the range of -/+1/¢kt.5
equal to or exceeded the minimum criterion of 0.50even -/+2.0. The result of normality assessmerth@n
indicating that the majority of the variance wasmeasurement model based on the skewness kurtosis
explained by the constructs. The construct religbil criteria falls within the range of +/-1.0 which eais no
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item to be non-normal. Skewness was ranged from 0.000y2/DF = 1.434; GFI= .858, CFl = 0.958, TLI =
1.043-244 and kurtosis was ranged from -0.9628).68 0.954, IFI = 0.959, RMSEA = 0.047. Further, Table 4
Another key issue that arises when two or moreshows the unstandardized and standardized regnessio
variables are so highly correlated is multicolliiBa  weights for the hypothesized paths in the struttura
The existence of multicollinearity between two model indicated from 8 paths, 6 were significantttoy
variables shows that both represent the same ymirl  critical ratio test (x10.96, p<0.05). The next step is the

construct (Byrne, 2001). Haet al. (2010) state that a jnterpretation of the results in relation to theidst
correlation estimates among the constructs of @@lav hypotheses.

result in a tolerance value of 0.19, which shows a

possible problem of multicollinearity. However, tine H1: There is a significant path among three dimeTsi

Egerrsjgiionm:;isrﬂ;etgeg%oro(tjﬁcle cghnestrljifsuitz: of fthe of achievement motivation in which aspiration
9 nged significantly influence mastery and mastery

0.207-0.389 showing no problems of multicollinearit I . .
Further, as indicated in Table 3 all the items loairt significantly influence salience.
underlying constructs were significant that repnése
accuracy of going to the next step as developirg th The results of the structural model (Fig. 2 and
structural model. Table 4) indicate that there is a significant pesit

) - relationship between latent construct of aspiraton
The structural equation model: After specification  mastery g = 0.319, C.R. = 3.944, sig = 0.000).
validation of the measurement model, then the

structural model was represented by spemfymgsﬂrte Table 3: The correlations estimate between thetnarts

of relationships between constructs. The assessafient 4 iapie 1 2 3 4 5
the structural model focusing on two issues commis  ‘Aspiration 1

(a) the overall relative model fit (b) the sizeredition  Mastery 0.389% 1

and significance of the structural parameter egtimya Salience 0.324% 0.309% 1

depicted with one-headed arrows on a path diagranfgﬁirv'gfk‘tfuﬁon 0.326 0.207* 03557 1
Figure 2 shows the results of structural model Whic organizational 0.291*  0.299% (.287* 0.277** 1
indicate that the data fit the model by meeting thework support

requirement of four indicesy2 (341) =488.917, p = *sig. at.05 level, ** sig. at .01 level

Chi-Square=488.917; DF=3241; p=_000

£
Relative Chi-Sg = 1.434 [ ft=m1 | (218)
GFI=.858; CFI=.958; TLI1=954; IFI=.959 25 —
RMSEA=047 = femz - &2
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Fig. 2: The structural model with standardized esgion weight
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Table 4: Unstandardized and Standardized Regreggéght in Hypothesized Structural Model

Unstandardized

Standardized

Hypothesized path Regression Weights  S.E. Regre¥geights C.R. P

Organizational work support i Aspiration 0.179 0.063 0.218 2.836 0.005
Organizational non work support i Aspiration 0.261 0.077 0.271 3.376 0.000
Organizational work support i Mastery 0.144 0.057 0.192 2.532 0.011
Organizational non work support = Mastery 0.042 0.069 0.048 .604 0.546
Organizational work support = Salience 0.134 0.069 0.149 1.942 0.052
Organizational non work support i Salience 0.289 0.083 0.275 3.499 0.000
Aspiration i Mastery 0.290 0.074 0.319 3.944 0.000
Mastery = Salience 0.252 0.091 0.210 2.773 0.006

Further, there is a significant positive relatiopsh
between mastery and saliene<(0.210, C.R. = 2.773,
sig = 0.006). It means that for any one unit statidad

division increases in the aspiration

According to the results as shown in Fig. 2 and
Table 4, there is a significant positive relatiapsh
between organizational non work support and aspirat

to achieve(p = 0.271, C.R. = 3.376, Sig = 0.000).The relatigmsh

leadership role, the mastery motive will increage b of organizational non work support and masteryas n

0.319. Further, for any one unit standardized @nis

increases in the mastery motive, the salience wilthere is a

increase by 0.210. Thus, Hypothesis 1 is suppdred
the data which shows there is a significant patimfr
aspiration to mastery and salience.

H2: There is a relationship between organizatiovak

significant ¢ = 0.048, C.R. = 0.604, sig = 0.546) while
significant  relationships  between
organizational non work support and saliernte (275,
C.R. = 3.499, sig = 0.000). It means that for ang
unit standardized division increases in the
organizational non work support, aspiration will
increase by 0.271 salience will increase by 0.2RBew

support and three dimensions of achievemenbrganizational non work support could not increase
motivation in leadership role consist of aspiration mastery in a significant way. Thus, Hypothesis 3 is
mastery and salience. supported for the relationships of organizationah n
work support with aspiration and salience whilasit
The results as indicated in Fig. 2 and Table 4wsho rejected in the case of mastery.
that there is a positive significant relationshigtvileen
organizational work support and aspirati@n=0.218,
C.R. = 2.836, sig = 0.005) which shows that by ang
unit standardized division increases in the  The conceptualization of achievement motivation
organizational work support, aspiration dimensidn o focusing on leadership as a competency of extension
achievement motivation will increase by .218. Theagents is consistent with the study of Elliot andedk
relationship of organizational work support and 86  (2005) who suggested a need for competence as a
also is positive significan(= 0.192, C.R. = 2.532, sig primary motivation that assists individuals to adap
= 0.011) while there is no significant relationship the environment. Further, achievement motivation in
between organizational work support and saliefice (jeadership role was conceptualized as constititionm
=0.149, C.R. = 1.942, sig = 0.052). It means fbat 5qpiration, mastery and salience in accordance with

any one unit standardized division increases in the j.40n and Noe's (1997) theory. The results support
organizational work support, mastery dimension of

hi ¢ motivati e by 0.192 whil the underlying theory as there is a significanthpat
achievement motivation will Increase by U.192 W Ieamong three dimensions of achievement motivation in
organizational work support could not increase

. ) T -~ “leadership role from aspiration to mastery ancesatt.
salience in a significant way. Thus, the Hypothasis Also the increasing amount of explained varianocenfr
is supported for the relationships of organizationa” ™" " 0 9 po i 0
work support with aspiration and mastery whilesit i aspiration (15%), to mastery_ (1.9 /0) salience (21%)
rejected in the case of salience. shows that the pu_rposed path is S|gn|f|cant.. _
The supportive strategies of organizations are
H3: There is a relationship between organizatiolmad  mostly  significant contributors of employee’s
work support and three dimensions of achievemenperformance but which kind of support could inténsi
motivation in leadership role consist of aspiration which kind of behavior. The present study results
mastery and salience. declare that organizational work support including
638
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