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ABSTRACT
The end of the crisis in Bulgarian football is discussed through the perspec-

tive of solving the problems in youth football. Although organizational culture 
is essential for effectiveness within organizations, few studies are related to the 
organizational culture in (youth) football clubs in Bulgaria.

The article aims at studying the organizational culture in three clubs from 
the Youth-17 League in the South-West Bulgaria Zone 1 and Zone 2.

60 players and 3 coaches participated in a survey conducted through OCAI 
(Cameron and Quinn). The weight of certain factors considered important for 
achievement in clubs was measured through dispersion analysis.

The hierarchy and clan types are predominant in the club’s profiles. Accord-
ing to the analysis, the present state is characterized by fewer distractions than 
the desired state. ANOVA shows that the team success factor has the strongest 
influence regarding the differentiation of the clan (present state) and market 
(desired state) types of cultures. The competing experience factor has a lesser 
effect and differentiates the market and the adhocracy type of cultures (the de-
sired state). The prospect factor differentiates between the clan and market type 
in the desired state.

Both groups surveyed have similar preferences for the types of organiza-
tional culture in the teams, with the “strength” of the preference criteria having 
higher value with the coaches.

The typical team sport profile of organizational culture is observed. Coach-
es can influence the sports training activities and manage the organizational 
culture in the clubs through the factors mentioned above when players are still 
young.

The study is not representative of the South-West League and Bulgaria as 
a whole.

Organizational culture significantly influences competing efficiency and 
good youth football players’ making.
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INTRODUCTION
Bulgarian men’s football has been in a state 

of ongoing crisis since the successful perfor-
mance at the 1994 World Cup (BFU; Balakov, 
2020; Kartunov, 2020). The lack of continuity 
in athlete creation is a major underlying cause 
of the crisis, which football players, coaches, 
sports leaders, and professional football club 
owners constantly discuss. (BFU). There is 
strong criticism of the ineffective recruitment 

policies in youth football and the development 
of elite professional players. (Ilchev, 2019). 
Crucial areas often discussed are discipline, 
sporting honour, responsibility to the team, 
players’ motivation, discipline, and self-disci-
pline (Christo Stoichkov spoke strongly about 
it), relationships within the team: between 
players, players, and coaches, dedication, etc.

Such issues are directly related to building 
an organizational culture. In Bulgaria, it is a 
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problem that in the management documenta-
tion (Natsionalna strategia, 2011; Natsionalna 
programa, 2020) and many statements of foot-
ball coaches and managers on organizational 
culture in football, its study and management 
is neglected, even though it has an important 
practical significance.

In terms of scientific research, the topic of 
organizational culture in sport (Slack, Parent, 
2006; Girginov, 2010; Cruickshank, Collins, 
2012; Wagstaff, Wylie, 2018; Maitland, Hills, 
Rhind, 2015) has already received serious at-
tention in some sports (Champ et al., 2020), 
however, in Bulgaria it is explored neither in 
youth nor in professional football.

SPORTS AND ORGANIZATIONAL 
CUL  TURE

In the second half of the 20th century, a 
significant integration process began between 
sports and sports science, on the one hand, 
and other scientific fields, on the other. Thus, 
nowadays, it is impossible to build and man-
age an elite sports club without researching 
several integrative scientific areas, such as 
sports medicine, sports psychology, sports so-
ciology, sports marketing, sports management 
(Bill, 2009, Wagstaff, Burton-Wylie, 2018), 
and organizational culture. A well-established 
practice exists in publications of didactic na-
ture for organizational culture in sports to be 
considered in the context of sports manage-
ment (Hoye et al. l, 2009). Organizational cul-
ture brings together knowledge in the fields 
of sports management and organization the-
ory, sports psychology, and sports sociology, 
culturology. (Slack, Parent, 2006, Bill, 2009, 
Hoye, et al., 2009, Girginov, 2010). Organiza-
tional culture and management share a funda-
mental function that has both individual and 
social dimensions: “both strive to create order 
and to avoid uncertainty” (Girginov, 2010).

Despite the differences in the understand-

ing of organizational culture as something that 
organizations are and something that, amongst 
other things, characterizes them, the content 
of the notion includes:

● “symbols, heroes, rituals, and values” 
shared and validated into practice (Hofstede, 
2010), which function as “mental programs 
or…software of the mind” in organizations, 
ideals, and basic self-evident collective no-
tions which influence problem-solving in a dy-
namic environment when adaptation to change 
and inner integration is required (Shain, 2002);

● Essential values (such as respect, qual-
ity, discipline, ethics, dedication, honor, jus-
tice/impartiality), beliefs, and attitudes which 
shape the behavior within the organization, 
thus turning into standards and norms of be-
havior in the organization (Hoye et al., 2009).

Organizational culture works to preserve 
the homeostasis of an organization and protect 
it from the impact and threats of the external 
environment. It influences the integration of 
organization members and the creating of or-
ganizational identity. Organizational culture 
helps regulate the behavior of organization 
members and the integration of newly enrolled 
ones. It influences goals, motivation, and re-
sults both on an individual and team level and 
plays a vital role in the stability, adaptability, 
and innovation within an organization. Its con-
dition and functionality can be used as signals 
for necessary changes in the values and struc-
ture of an organization.

Girginov noted that organizational cul-
ture strongly influenced the way sports man-
agement was studied, taught, and practiced 
(Girginov, 2010). In modern sports, the actual 
management of organizational culture is one 
of the main practical tasks that sports psychol-
ogists, coaches, and managers must complete. 
The developments in that area are not simply 
creating organizational culture but creating an 
organizational culture that supports excellence 
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in sports achievements. (Cruickshank, Collins, 
2012).

The classification of organizational cul-
tures varies. One of the most popular is by E. 
Shain (2002). In terms of its accessibility to ob-
servation and analysis, the organizational cul-
ture is observed as a three-layered formation 
of artifacts and symbols (1), values (2), and 
a most profound and complex system of un-
derlying assumptions about people, interper-
sonal relationships, and truth (3). Hofstede’s 
other authoritative interpretation is on criteria 
such as distance from an authority, acceptance 
of indeterminacy, relation to community and 
individuality, assertiveness (masculinity-fem-
ininity), projection of the time horizon (Shel-
drake, 2001).

Adhering to the research of Cameron and 
Quinn (2012), in the context of this study, or-
ganizational culture is perceived as a set of 
values and norms that, in an institution such as 
a sports club, are the basis for achieving adap-
tation to the environment and achieving inner 
integrity.

The theory of Kim Cameron and Robert 
Quinn that organizational cultures can be clas-
sified within a system of two criteria for ef-
ficiency is used for this empirical study. The 
first criterion differentiates efficiency based 
on values such as “flexibility, personal judg-
ment, and dynamism” from efficiency based 
on “stability, order, control”. The second crite-
rion is the opposition between “internal orga-
nization, integration and unity” and “external 
orientation, differentiation, and competition”. 
These criteria lay the foundation for the classi-
fication of organizational culture, also known 
as the competing value framework (CVF). 
The framework consists of four elements or 
types of organizational culture: clan, adhocra-
cy, market, and hierarchy. (Cameron, Quinn, 
2012). The organizational culture of a partic-
ular organization is never limited to one type 

only; the types co-exist and complete each 
other, each having a different weight within 
the framework. (Cameron, Quinn, 2012). The 
balance of the four types within an organiza-
tion makes up the “profile of organizational 
culture,” i.e., their stable configuration about 
particular factors with significant influence on 
the configuration.

Aims and tasks
The concept of the empirical study lies 

within the framework of understanding the 
role of organizational culture and the interpre-
tation of the crisis in Bulgarian football. The 
study focuses on the age group of 17-year-old 
youths. (Y-17).

The study aims to examine the three in-
dependent variables (factors) that play part in 
building an organizational culture within three 
football clubs.

The subjective opinion of 17-year-old 
players from three clubs on the following three 
variables was studied: Success of the team of 
the surveyed groups; Competitive experience 
of the surveyed persons. The three clubs differ 
in their team successes and the zones in which 
they compete.

METHODOLOGY
Problem
Based on the understanding of (1) the func-

tions of organizational culture and (2) its sig-
nificance in the building of sports teams and 
the overcoming of crises in football teams, we 
make the general logical assumption that at a 
young age, the development of football players 
should not be limited to sports-and-technical 
training but should also include building ad-
equate organizational culture. However, this 
proves to be a difficult task. Definite research 
should be conducted regarding age and foot-
ball practices to accomplish this task. Alas, 
in Bulgarian conditions, such studies are not 
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available. The characteristics of organizational 
culture in the clubs of children and adolescents 
who are training and playing competitive soc-
cer are not discussed and reviewed. The factors 
that influence the development of organiza-
tional culture are not acknowledged. Also, no 
studies have been conducted on the problems 
that arise when the ‘level’ of organizational 
culture changes, e.g., when the players change 
the league they play in (move to a higher level) 
or go into professional football. 

Hypotheses
The hypotheses are built on the basic val-

ues of organizational culture, which have an 
internal contradiction in their integrity.  This is 
what gives grounds for applying the OCAI tool 
of Cameron and Quinn.

The hypotheses subject to exploration are:
We assume that the informants in the clubs 

are at such age that the profile of the organiza-
tional culture is formed under the influence of 
the following factors: 1) the competitive expe-
rience; 2) successes of the club in matches; 3) 
the vision of the subjects about their personal 
sports future in the team, hence, personal per-
spective is an important factor in the attitudes 
towards organizational culture. 

Method
Hypothesis testing is based on information 

obtained through an adapted version of OCAI 
- Cameron and Quinn’s competing values in-
strument (Organizational Culture Assessment 
Instrument). It checks the perception of orga-
nizational culture in two modes - actual and 
desired state based on six criteria: 1) dominant 
characteristics, 2) leadership, 3) personnel 
management, 4) organization solder, 5) ba-
sic strategies, 6) criteria for success (Camer-
on and Quinn, 2012). For each criterion, four 
statements that correspond to the four types of 
organizational culture (adhocracy, market, hi-

erarchy, and clan) are formulated. 
Cameron and Quinn’s methodology was ad-

opted because the value characteristics of these 
types of organizational culture are adequate to 
main football features: a leading role of team-
work in the club alongside the strive for indi-
vidual performance; the strive for high achieve-
ments and victories, and the strive for defending 
the club’s name and honor; coaching decisions, 
responsibility in the game and authority for per-
sonal decisions and actions; dual dynamics of 
the competitive environment – within the club 
and with other clubs (Tsvetkov, 2012).

The players and coaches are participating 
in the survey filled-in evaluation cards. Each 
of the six criteria distributed 100 points among 
the statements related to the four types of or-
ganizational cultures studied. The survey was 
conducted twice. The first survey aimed to 
evaluate the club’s organizational culture as 
seen at the time of the study (real state mode). 
The second survey assessed the desired state in 
three years. The desired state actually express-
es the desire for change. The chosen period is 
shorter than the one proposed by the original 
methodology because of the age of the subjects 
and the short time they have to move to the 
next age group of eighteen-year-olds (Y-18).

Factors
The empirical survey is based on a model 

that uses the types of organizational culture as 
a dependent variable. Following the hypothe-
ses, the factors tested for their influence on the 
attitude of the participants/informants towards 
the types of organizational culture in their 
teams are determined.

1) Success (place in ranking) of the team 
of the surveyed groups. Success is a result of 
organizational culture, but it also maintains it 
by being part of it. Success and victories are 
part of the history, the symbolic assets, and the 
myths of the organizational culture of the club. 
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They are another name for the effectiveness of 
the club’s play and its organizational culture. 
They become a factor that “returns” its influ-
ence through the attitude towards the dominant 
type of organizational culture and presents it 
diagnostically. The more the team succeeds, 
the more success develops and strengthens the 
team’s climate, cohesion, goals, trust in the 
coach (Shaw, 2019, Honigstein, 2016).

The data about this independent variable 
was analyzed on a nominal club scale for the 
following clubs: the Pirin, Pirin 2001, and Sep-
tember.

2) Competitive experience of the sur-
veyed persons. It is manifested not only in 
sports-and-technical improvement but also in 
internalized organizational culture (norms and 
rules, ideals and goals, beliefs, and authorities 
in the organization). It provides an opportuni-
ty for better knowledge and adaptation to the 
organizational culture and for influencing orga-
nizational culture through personal awareness, 
skills, achievements, contacts, personal author-
ity. According to this factor in the analysis, all 
participants were divided along an interval scale 
into groups with competitive experience up to 3 
years (n = 8) and over three years (n = 51).

3) Vision for a personal future career in the 
team. Personal prospects are essential for the 
attitude towards the organizational culture. If 
they satisfy people, they see their future in the 
organization and contribute to its preservation 
and development so that their personal future 
is stable and predictable. To track this factor in 
the analysis, the data about the entire sample 
was broken down on a nominal dichotomous 
scale into two groups: with an insecure and un-
clear future against a stable one and with good 
prospects in the team.

Scope of the survey
The research includes 60 athletes from 

group “adolescents – 17 years of age” and the 

three coaches of the participants’ teams. All of 
them were familiarized with the experiment’s 
methodology and knew how to use it. The 
coaches reviewed the research inventory and 
gave their consent for a field study with their 
teams. However, they were not present during 
the field study itself. The survey was anon-
ymous, and the participants who gave their 
consent to voluntary participation in the study 
were included in it, worked independently and 
individually, and had no contact with the other 
respondents. They compete for the following 
teams: Pirin (n=19), Pirin 2001 (n=17) and 
September - Simitli (n=24). The mean age of 
the participants was over 17 years. Their com-
petitive experience in the respective teams is 
between one and over three years. 

The three teams compete in the region-
al youth group. They distinctly differ in their 
achievements, and this gives an opportunity to 
trace the influence of this factor on the orga-
nizational culture at the specified age. Their 
performance at the beginning of the survey 
(14.01.2021) was as follows:

● “Pirin”, Zone 1., 19.09. – second place; 
14.01.2021 – 12 matches played, third place. 
This is the team with the highest achievements/
results from the three teams in the survey and 
the one with the longest/ richest club history.

● “Pirin 2001” – Zone 2, 19.09. – sixth 
place; 14.01.2021 – 13 matches played, third 
place (Zone 1 has higher status compared to 
Zone 2).

● „September-Simitli” - Zone 1., 19.09. 
– thirteenth place; 14.01.2021 – 12 matches 
played, thirteenth place.

A variation of the same survey tool was 
used to conduct the survey with the coaches of 
the three teams. 

The field survey with the players was con-
ducted between the 19th of September and the 
15th of October 2020.
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Processing the results
The results obtained from the individual 

cards were processed with SPSS 23. ANOVA 
analysis was applied to verify the hypotheses. 
The requirements for applying the method 
were met (Ganeva, 2016): а) the observations 
were independent. b) the size of the groups 

participating in the survey was approximate-
ly the same (1:1,18:1,41); c) the factors and 
the variables correlated (Nikolova, 2004); d) 
the data were normally distributed, which was 
verified through the ratio of the asymmetry to 
the standard deviation (Table 1). 

Table 1. Distribution verification results

Groups/cultures
Clan Adhocracy Market Hierarchy

Skew./ StDev. Skew./ StDev. Skew./ StDev. Skew./S StDev.
Success Real state / Desired state

Pirin .337 / .167 .307 / -.124 -.362 / .069 -.175 / .068
September .177 / .251 .086 / .035 -.028 /-.214 .382 / .401
Pirin 2001 .174 / .047 .307 /.144 -.073 /-.194 -.010/ -.031

Experience Real state / Desired state
Up to 1 year -3.728 / .331 .600 / .140 -.279 / .000 .000 / -.735
Up to 3 years .273 / .116 .344 / .315 .206 / -.106 -.171 / -.170
Over 3 years .221 / .208 .658 / .033 .038 / -.020 .586 / -.170

Position Real state / Desired state
Titular .195 / .086 .662 / .009 -.100 / -.011 .609 / .073
Reserve .350 / .425 .300 / .307 -.193 / -.260 .051 / .622

Perspective Real state / Desired state
Uncertain and unclear .121 / -.009 -.060 / .166 .109 / .142 -.197 / .244
Stable with good perspective .235 / .215 .664 / -.001 -.114 / -.324 .644 / .010

Note: Skew. and StDev. denote asymmetry and standard deviation (Skewness, Std. Deviation).

The descriptive statistics were calculated 
as well. Leven’s test was used to verify the 
equality of variances (Homogeneity of vari-
ance test), at significance level α = .05 and 
probability ρ < .05 for rejection of the null 
hypothesis (absence of effect). The test is in-
dependent of the assumption of normality of 
the distribution (Kratko …, p. 142). The sig-
nificance of the differences in the averages was 
checked as well. Post-hoc tests and calculation 
of the magnitude of the effect (Cohen’s η-co-
efficient) were applied to evaluate the differ-
ences in the groups regarding the role of the 
independent variables (factors) for the domi-
nant type of organizational culture.

RESULTS
Table 2 shows the mean and standard de-

viation values taken from descriptive statistics 
in general for the sample of organizational 
cultures, organized by type and in descend-
ing order. According to the “strength” indica-
tor (Cameron, Quinn, 2012), the hierarchical 
type, followed by the clan one, dominated the 
organizational culture profile in the real state 
mode. The evaluation of the adhocratic type 
provoked the highest level of disagreement, 
while the clan one – the lowest. The situation 
in the desired state mode was quite the op-
posite: the clan type led as measured by the 
“strength” indicator, followed by the hierar-
chical one. The market type evoked the most 
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agreement, while disagreements were mostly 
found with the clan type. The difference in the 
values of the average quantities between types 
taking the first and last rank in the real state 
mode and the desired state mode was 2.633 

and 5.335, respectively. Moving towards an 
organizational culture profile in the future 
caused twice as much difference compared to 
the evaluation of the current profile.

Table 2. Mean values for the studied types of organizational culture by modes

Cultures
Real state Desired state

Mean Std. Dev. Mean Std. Dev.
Hierarchy 26.6158 6.809 28.5254 5.557
Clan 25.2684 4.901 24.3333 4.025
Adhocracy 24.0141 6.839 23.8955 3.658
Market 23.9831 4.266 23.1893 4.468

The dominant types in the real state mode 
outlined a profile with control over the inter-
nal environment – values, such as order, hi-
erarchy, personal or collective authority, dis-
cipline and rules, security, and consistency. 
(While working with his players, one of the 
most successful football coaches in Germany, 
Otmar Hitzfeld, carefully built the psycho-
logical compatibility in the team, insisted on 
hierarchy, leadership exhibited by one or two 
players, discipline, and hard work (Honigstein, 
2016). Conversely, the other two types of cul-
tures with a focus on the external environment 
(flexibility, adaptability, competitiveness, 

search for solutions in dynamic and chang-
ing conditions) were weaker (The ordinance 
in both modes, verified by the Spearman rank 
correlation, revealed strong dependence (rsp = 
.8). The market culture, which embodies indi-
viduality, was not the “strongest” but caused 
the least amount of disagreement among those 
evaluated.

The influence of the independent variables 
on the culture profile in both modes can be 
seen from the values obtained from two of the 
measures of the central trend – the middle and 
the standard deviation, shown in Table 3 and 
Table 4.

Table 3. Mean values by factors, “real state” mode

Factor Groups
Cultures

Clan Adhocracy Market Hierarchy

Success 
(ranking)

Pirin 2001 29.186 23.235 20.147 26.127
September 23.854 24.208 24.653 27.028
Pirin 23.454 24.491 26.713 26.528

Experience
Up to 3 years 25.708 24.896 21.667 26.875
Over 3 years 25.199 23.876 24.346 26.575

Position
Titular 25.509 23.887 23.899 26.642
Reserve 23.139 25.139 24.722 26.389

Perspective
Uncertain and unclear 21.5769 24.4487 26.3462 25.7051
Stable with good perspective 26.3116 23.8913 23.3152 26.8732
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Table 4. Mean values by factors, «desired state» mode

Factor Groups
Cultures

Clan Adhocracy Market Hierarchy

Success 
(ranking)

Pirin 2001 31,127 24,559 19,608 24,706
September 28,102 22,361 25,231 24,306
Pirin 27 24,576 25,231 24,09

Experience
Up to 3 years 30,208 26,458 18,75 24,792
Over 3 years 28,261 23,493 23,886 24,261

Position
Titular 28,72 23,975 23,11 24,195
Reserve 26,806 23,194 23,889 25,556

Perspective
Uncertain and unclear 26,0897 22,5000 25,3205 25,9615
Stable with good perspective 29,2138 24,2899 22,5870 23,8732

The market type culture dominated the pro-
file of the group with the best performing team 
based on “strength” according to the “club suc-
cess” factor (the place in the ranking is the em-
pirical indicator) in the “real state” mode. The 
hierarchical type led to the weaker performing 
team in the same zone, the clan one – for the 
team in the next zone. There was an equal dis-
tribution within the groups of both zones in the 
desired state mode – the clan type determined 
the profile.

Based on the success factor for both modes, 
ANOVA made a total of eight comparisons for 
the groups by culture types. Only three cases ex-
hibited statistically significant differences (Table 
5). For the “real state” mode, these were: 1) the 
clan type with a typical magnitude of the effect 
η (interpreted using Kohen – Ganeva, 2016), 2) 
the market type with effect η, more significant 
than the typical one. In the “desired state” mode 
with a typical magnitude of the effect η, a statis-
tically significant difference was observed only 
in the case of the market type culture. 

The post-hoc Tukey HSD test at ρ<.05 
showed a statistically significant difference in 

the values obtained for the averages of the cul-
ture types in teams that not only take different 
places in the ranking but also compete in dif-
ferent rank zones. 

а) reality state mode:
● clan, for the groups of: a) “Pirin” and “Pirin 

2001” (Mean Difference (MD) -5.733, ρ= 
.001); b) “Pirin 2001” – “September” (MD 
– 5.332, ρ= .001);

● market, for the groups of: а) “Pirin” and 
“Pirin 2001” (MD – 6.56- 6, ρ= .000); b) 
“Pirin 2001” and “September” (MD -4.506, 
ρ= .000);
b) desired state mode:

● clan, for the groups of „Pirin 2001” and 
„Septemvri” (MD – 4.128, ρ= .001); b) 
„Pirin 2001” against „Septemvri” (MD – 
5.332, ρ= .048);

● market, for the groups of: а) „Pirin” and 
„Pirin 2001” (MD 5.623, ρ= .000); b) „Pi-
rin 2001” and “Septemvri” (MD – 4.587, 
ρ= .001).
Based on the competitive experience factor 

in the real state mode, the hierarchical type 
was stronger and dominant in the groups with 
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up to 3 years of experience and more than 3 
years of experience (difference of 0.259 in fa-
vor of the former). The factor’s influence was 
neutralized in the case of the desired state mode 
– the clan type of culture was the strongest in 
both groups (Table 4). ANOVA did not show a 
statistically significant difference between the 
culture types in the real state mode based on 
the experience factor. Such a difference (ρ< 
.05) was observed in the other mode, but only 
for the adhocracy and market type of cultures 
(Table 4 and Table 5). The hypothesis was only 
partially confirmed.

For the “personal prospects” factor in the 

real state mode, the hierarchical and market 
type of culture defined the group’s organiza-
tional culture profile, assessing its prospects as 
stable and good and the group that evaluated 
their prospects as uncertain and unclear (Table 
3). For the desired state mode, the clan type 
was the leading culture type for both groups 
(Table 4). The difference in evaluating the per-
spectives for the clan and market types of cul-
ture was statistically significant only in the real 
state mode. Still, in both cases, the magnitude 
η of the effect was less than the typical one 
(Table 5). The hypothesis was only partially 
confirmed.

Table 5. ANOVA-results

Cultures / Mode Factor df F Sig. η
Clan, Real state Success (ranking) 2.56 10.062 .000 .264
Market, Real state Success (ranking) 2.56 16.744 .000 .374
Market, Desired state Success (ranking) 2.56 10.575 .000 .274
Market, Desired state Competitive experience 2.56 10.659 .002 .158
Adhocracy, Desired state Competitive experience 1.57 4.844 .032 .078
Clan, Real state Perspective in the team 2.56 11.1097 .002 .163
Market, Real state Perspective in the team 2.56 5.51359 .022 .088

Note: ρ<.05

The survey results obtained from the coach-
es (Table 6) showed that the leading types of 
culture for both modes were the same. The hi-
erarchical type was dominant for the coach of 

the best performing team, while the clan one 
was dominant for the team coach that performs 
the worst.

Table 6. Organizational cultures, coaches (No.= 3)

Cultures
Modus: Real state Modus: Desired state

Pirin Pirin 2001 September Pirin Pirin 2001 September
Clan 20 24.16 32.5 25.83 22.5 34.16
Adhocracy 23.33 21.66 20.83 27.5 23.33 22.5
Market 22.5 28.33 19.16 19.16 29.16 20
Hierarchy 34.16 26.66 27.5 27.5 25.83 25
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DISCUSSION
Organizational culture – general profile
Adolescence establishes a sustainable se-

lective attitude towards the environment with 
its cultural values and their internalization 
by the individual (Kon, 1980). The results 
confirm that the organizational culture pro-
file imposed in the three clubs is subject to 
a pronounced value attitude. The practical 
consequence for the coaches is that they need 
to know the profile of the organizational cul-
ture and the expectations thereof and consider 
those expectations while working on the orga-
nizational culture and personal development 
of the athletes.

The theoretical formulation that there is no 
such thing as proper organizational culture can 
be seen in the two models’ evaluations under 
research. The evaluation of the organization-
al culture profile of the present state evokes 
more agreement compared to the vision of 
the future change. The experience, whereby 
the influence of the coach and the “inherited” 
culture is quite strong, provides the neces-
sary confidence in assessing the present state. 
When choosing the desired organizational 
culture profile, subjective differences tend to 
manifest, and referring to the experience tends 
to be more hesitant (the data are significantly 
scattered).

The objectified dominant culture types in 
the reality mode are the reason to think that 
the subjects accept them as adequate to the 
characteristics of football and adapt to them. 
This is part of their socialization and sports 
growth in an environment with pronounced 
internal control and significance of achieve-
ments. Coaches apparently feel comfortable 
exercising authority. It provides opportu-
nities to promote their ideas about the team 

and the players’ personal and athletic growth. 
The significant dispersion in the evaluations 
of the leading types reminds that control over 
the internal environment brings its own set of 
risks of obsession with authoritarianism (Il-
yin, 2012) with concomitant addiction among 
players (Lozhkin, Volyanyuk, Kolosov, 2009, 
2017). Though less “powerful”, the market 
and the adhocratic type evoke more agree-
ment. The situation reminds of how important 
it is for coaches to consider the power of the 
real culture types. 

The differences in the dispersion for the 
two different modes (Table 2) points to the 
subtlety of the balance of managing change in 
the organizational culture profile. Coaches are 
under pressure to maintain control over the in-
ternal environment (Table 6), which provides 
a real security and promotes openness to com-
petitiveness, individualism, and autonomy. 
Achieving efficiency and improving results 
go “hand in hand” with effective management 
of the organizational culture profile given the 
specific conditions in the teams. 

Coaches are still under pressure, which 
comes from the expected transition to an up-
per age group. They are a factor in manag-
ing this change and have resources (personal 
authority and institutional values and history; 
formal position). But managing the changes in 
the organizational culture profile takes place 
in conditions of uncertainty and the different 
subjective expectations of the players. There-
fore, coaches need to be aware of these ex-
pectations and carefully consider their value 
and practical dimensions. Preparing for such 
a change is essential to avoid the “culture 
shock” that occurs when transitioning towards 
professional football culture and successful 
sports and competitive development.
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Collective success – organizational cul
ture

The successful performances of teams that 
make up the groups are partial confirmation 
that this is a factor shaping the profile or or-
ganizational culture. The fact that better effi-
ciency (successful performances) is associated 
with stronger market type culture highlights 
the role of the acceptance of its core values. 
However, the market type creates tension not 
only among the players but also between them 
and the managers. This brings fatigue and af-
fects the collective nature of the game, which 
leads to a desire for a shift towards clan cul-
ture. Conversely, the security and control of 
the environment, exhibited both by the clan 
and the hierarchical culture type, are “stron-
gest” in the team that performs the worst. A 
similar arrangement of the types is observed in 
the case of the coach. It is possible that a low-
er rate of successful performances makes this 
profile more suitable for maintaining stability 
as a prerequisite for the eventual improvement 
of the rate of success.

Dialectics lies in the balance between the 
tension created by the aspiration for compet-
itiveness and great results and the security 
which comes as a result of the control over the 
internal environment. Looking at such a dia-
lectic from a phenomenological point of view, 
Simon Critchley notes that football is a team 
sport, where individuality manifests and de-
velops itself through organizational structures 
and their respective cultures (Critchley, 2017).

As for the coaches, the results outline two 
strategies: а) security and internal control – 
the study shows that it is relevant to teams with 
weaker results. It aims to maintain the internal 
support between players and their trust in the 
coach as means of improving the game effi-

ciency. The other strategy is a balance between 
teamwork and competitiveness inside the team, 
which aims to make players compete for the 
best results. This shows that building a profile 
of organizational culture compatible with the 
goals set is just as important as focusing on 
sports and technical development.

Experience in competitions – organizatio
nal culture

Socio-psychological research shows that 
the more stable the attitude towards oneself 
based on experience and reflexive thinking is, 
the more critical the attitude towards external 
figures of authority is (Mayers, 2010, Ogoro-
dova, 2013) and cultural influences. These 
frameworks help explain that the competitive 
experience factor, reality state mode in both 
groups (with experience up to three years 
and over three years) is associated with more 
significant influence of the hierarchical type, 
more pronounced in the first group (the differ-
ence in the average values was .259). The other 
mode exhibits a preference for change to clan 
type (Table 4) – security is found in the group 
and verified during competitions and training. 
However, both types are characterized with 
strong control over the internal environment.

The absence of statistically significant dif-
ference of the experience factor for culture 
types in the real state mode refers again to the 
leading role and complementarity of the cul-
ture types of the internal control. The gradual 
change of this profile can be seen in the fact 
that the two groups of organizational cultures 
in the desired state mode – market and ad-
hocracy – connect with the age of the future 
changes under examination, albeit with little 
force. The accumulation of experience leads 
to a more pronounced preference towards the 
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market type of culture, which advocates for 
values, such as individuality and competitive-
ness (Table 4 and Table 5).

Position in the team – organizational cul
ture

In the motivational structure of the sport, the 
aspiration for recognition is realized through 
competition. In a team sport, such as football, 
recognizing the player’s individual contribu-
tion is reflected in the position the individual 
player receives during the game – e.g., start-
er or substitute. The competition for landing 
a specific position and its affirmation through 
its accompanying role in the team is a typical 
way for self-realization and self-actualization 
in the sport (Ogorodova, 2013). It is therefore 
surprising that the assumption of the impor-
tance of the position starter or substitution was 
not confirmed. In the specific age and institu-
tional situation, it does not appear to be a factor 
that divides the sample of culture types under 
investigation in a statistically significant way.

The “starter-substitution” position in foot-
ball is associated not only with individual ac-
complishments but also with the coaches’ de-
cisions (Tsvetkov, 2012). It is a typical practice 
for coaches to change the positions of adoles-
cent players in the structure of the team game 
to find the best team and personal game solu-
tions. Thus, they also maintain a certain degree 
of uncertainty, which is part of their motivation 
strategy. The challenge lies in the boundaries, 
which allow for maintaining the security-inse-
curity balance in athletes. If the coach’s assess-
ment regarding the individual contribution and 
effectiveness of a player unfairly and subjec-
tively keeps him in an unstable position (in this 
case, the positions under research), this contra-
dicts the subjective self-assessment and affects 

the motivation for playing and achievements 
(Ogorodova, 2013). It affects the judgments 
about the organizational culture and violates 
the trust in its values. Given the collective na-
ture of football and the outlined complemen-
tarity in cultures, it is possible that might be a 
factor of greater importance for acceptance of 
culture types with reduced critical disposition 
compared to focusing on the role of individu-
al achievements and rewarding those with the 
position in the team. This reduced critical dis-
position imposes a negative projection on the 
motivation for personal affirmation and devel-
opment, rewarded by landing a position that is 
adequate to the individual contribution to the 
team. Therefore, the influence of the coach in 
determining the position that brings recogni-
tion (“starter”) appears to be an element of the 
coach’s strategy with dual but complementary 
projection: sports-and-technical development 
and its fostering in the adolescent football 
players and affirming a particular profile of or-
ganizational culture. 

Personal perspective – organizational 
culture

The group of those assessing their prospects 
as uncertain and unclear usually build a profile 
with predominantly market type of culture and 
lean towards change to clan type. The reason is 
to be found in the understanding of reality, in 
which the only way to distinguish yourself is 
through competition. The preference for clan 
type is the hope to overcome the uncertainty 
of the competitive type of culture through sup-
port and security provided by the community. 
Conversely, the hierarchical type consolidates 
the security of the position in the present for 
those who see themselves stable and with good 
prospects. In contrast, the clan type provides 
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the same security in the future (Table 3 and 
Table 4). The perspective factor divides the 
two groups with only a slightly significant ef-
fect for the clan and market type and only for 
the real mode, which shows the complexity of 
perception of the different cultural values. This 
is even more relevant for the hierarchical and 
adhocratic types of cultures, where the differ-
ence is not even statistically significant.

In terms of practice, the subjective assess-
ment of the personal perspective does not lead 
to unambiguous strategies for managing the 
profile of the organizational culture. One of the 
available strategies is associated with building 
the profile through similar and complementa-
ry values. It probably creates fewer values and 
personality conflicts. The second one relies 
on differentiating cultures by focusing on the 
coaches’ goals to improve the game’s efficien-
cy. It is essential to note the tension created by 
the support of the coaches for the targeted cul-
tural profile and the resistance of the support-
ers of the one that has already been established. 
Experience and research show that the second 
strategy is more challenging to implement and 
is met with more resistance on the part of the 
players. It is also not always successful for the 
coach – in fact, he is often sacrificed to keep 
the status quo in the organizational culture.

CONCLUSION
The results show that the organizational 

culture in the age group under investigation is 
subject to evaluation and design in the future 
(our general logical assumption). This pro-
vides perspectives for coaches, who should 
not ignore its existence in their work and must 
also build their strategy for its consolidation 
and modification over time. They might also 
consider their strategies in terms of their play-

ers’ future with whom they work in the field of 
professional football.

The organizational culture profile in the 
current mode is more focused, while the vi-
sions for its future provoke more disagree-
ments. The profile in both modes is dominated 
by the clan and hierarchical cultures, in which 
the coach’s control over the internal environ-
ment is strong. They tend to be more oriented 
towards stability, internal cohesion, support, 
demands, discipline. The adhocratic and mar-
ket type of culture takes a back seat. However, 
they are rated significantly higher by the team 
players that show the best results during com-
petitions. This indicates that managing change 
in the organizational culture is essential for 
improving game efficiency and results in the 
competitions. 

On a practical level, it is essential that or-
ganizational culture change meets resistance 
from the established ones. Therefore, coach-
es should consider its positives cautiously 
and, with the time perspective before them, 
promote the desired organizational culture 
change. It is also important to note that tran-
sitioning towards competitions in higher age 
groups is associated with enhanced game effi-
ciency requirements, which should come with 
an adequate organizational culture. This could 
be a severe motive in the coach’s work with 
his athletes.

Coaches are more confident in responding 
to the different types of organizational cul-
ture in the two modes and change only their 
strength, which in turn provides for better sta-
bility of their position. They encounter an or-
ganizational culture profile that is typical for a 
team sport and have a wide range of opportu-
nities to influence the training activity through 
the factors indicated above, thus guiding the 
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organizational culture in the clubs from early 
adolescent age while still meeting the expec-
tations of the athletes. It is always important to 
consider that organizational culture is a factor 
that carries the risk of suppressing the expres-
sions of individualities. To the extent that the 
personality-organizational culture contradic-
tion is a factor in the development of the last, 
this has the risk of rigidity of the same when it 
might be time for changes in the organizational 
culture.
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