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Abstract 

The present study utilized the concept of commitment to explain the impact of managerial support on elite coaches’ 

behaviour in professional football. Specifically, we aimed to examine the level of organizational commitment and 

managerial support according to the coaching level as well as the league categories of those elite football coaches. 

Furthermore, we hypothesized that managerial support would predict organizational commitment in elite football. Our 

sample comprised 300 football coaches drawn from the professional league categories. They completed the 

organizational commitment scale developed by Allen and Meyer (1990; 1991) and the perceived managerial support 

questionnaire developed by Giray and Sahin (2012) followed by the inform consent in addition to the information sheet. 

Results of the present study revealed a significant difference between the level of elite coaches’ organizational 

commitment and the perceived managerial support especially in terms of their coaching level and the league category. 

More interestingly, the results from the current study provide the evidence that managerial support predicts elite coaches’ 

organizational support in professional football. The significance of this research rests in the insight provided into the 

managerial support that how coaches’ organizational commitment effects and therefore their behaviour through the 

commitment to the club. We discuss the results in the context of specific dimensions in organizational behaviour in a 

coaching environment.  
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1. Introduction 

“Unless commitment is made, there are only promises and hopes . . . no plans.” Peter Drucker. 

There has been growing recognition for the importance of understanding the experiences of organizational commitment 

in professional sports. Similar to other working areas of survival, stability and development are somehow depending on 

the quality of coaches’ organizational commitment in sports. In the organizational behaviour literature, the commitment 

has been widely investigated due to it is predictive of work-related attitudes, beliefs and behaviours or its relationship 

with the organizational effectiveness (Bishop, Scott, Goldsby, & Cropanzano, 2005; Williams & Anderson, 1991). 

That’s why organizational commitment is highly valuable and most studies highlighted that it has a great impact on the 

successful performance of an organization in the context of coaching (Eisenberger et al., 2001; Somers, 1995).  

Meyer and Allen (1991) posit that when the effective, normative, or continuance commitment is high, the more positive 

behaviours will be occurring. The value of commitment to the organizational goals is recognized in the strategic 

approaches to human resources management that consider employee engagement as a means of enhancing performance 

(Green, Medlin, & Whitten, 2004). In sport, from the perspective of engagement ⸻ similar to managers’ but not at the 

same level ⸻ a coach has a formal authority and can utilize influence with or without an authority with the athletes 

(Dansereau, Graen, & Haga, 1975) and also with the other members of the team. In other words, the relationship 

between a coach and a manager has similarities with the relationship between a supervisor and an employee similar to 

the any other organizational settings (e.g., business, education, military). Commitment to organizational behaviour 

literature has been widely studied due to it is predictive of work-related behaviours and attitudes in terms of motivation, 
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engagement with others or its relationship with the organizational effectiveness (Bishop, Scott, Goldsby, & Cropanzano, 

2005; Williams & Anderson, 1991). Research available to date that is grounded in sport-related studies have mainly 

concentrated on athletes (e.g., Gorgulu, 2019; Young & Medic, 2011; Wilson et al., 2004) and only a few studies 

investigated coaches’ commitment (Raedeke, 2004; Raedeke, Granzyk, & Warren, 2000; Raedeke, Warren, & Granzyk, 

2002). However, these studies were mostly descriptive or measured certain predictor variables and inferred commitment 

dimensions based on clustering of predictors. For example, Raedeke (2004) conducted a one year follow up study to 

investigate swimming coaches’ burnout and commitment profiles. In this investigation, results revealed that coaches who 

an obligatory commitment had reported lower intention to continue coaching than those who had functional commitment 

profile. In another study, researchers (Raedeke, Warren, & Granzyk, 2002) investigated coaching commitment and 

turnover rates amongst USA swimming coaches’ ages ranging from 17 to 81 years. Results of this study demonstrated that 

commitment was related to two dimensions such as satisfaction and investments and conjointly explained 65% of the 

variance in commitment. However, this all suggests that when it comes to predicting behavioural outcomes, assessment of 

the level of commitment alone may be less effective when predicting that what drives coaches to remain committed to their 

club. This provided an initial answer that a managerial support within the same club may provide insight into the level of 

coaches’ commitment. From the perspective of the sporting development, behind the stars and most popular athletes that 

they are coaches and managers who devote many hours of their effort and time that usually requires too much commitment. 

Therefore, the managerial support may effect coaches’ commitment in order to enhance athletic performance. Moreover, 

managerial support refers to the positive relationship between the manager and the coach and the main characteristics of 

the managerial support are trust, respect and willingness of the manager to help coaches (Gagnon & Michael, 2004). In 

addition to this, managerial need support has been associated with higher levels of trust in the corporation, feelings of 

support and non-pressure at work and overall job satisfaction (Deci, Connell, & Ryan, 1989), as well as higher levels of 

engagement (Deci et al., 2001) and performance (Baard, Deci, & Ryan, 2004) among employees in the organizational 

environment.  

To date, this research has largely focused on the relationship between professional football coaches’ organizational 

commitment and their perceived managerial support. In addition, the perceived managerial support has a potential role and 

effects on the coaching performance and it can also be an important predictor for the efficacy of the coach, especially, 

under different circumstances that the coach may need the most (e.g, championship, finals, olympics). In other words, the 

higher is the level of support given to the coach by the manager; the coach will feel more secure against the negative 

effects of stressful conditions within the season or league. Furthermore, Michael and colleagues (Michael, Court, & Petal, 

2009) emphasised that the organizational commitment reflects the unique relationship between the individual (e.g., the 

coach) and the organization (e.g., the club) and this relationship is important to illustrate the individuals behaviour in the 

organization. For example, if the coach has a correct recognition of the club, he will accept the normalities and value-based 

system of the club. Therefore, the coach who perceives a high level of managerial support, when needed the coach is more 

likely to compensate the club support by the positive attitude and the desired working behaviours (Alijanpour, Dousti & 

Khodayari, 2013). Meyer and Allen (1991) posit that when three dimensions of commitment are high (affective, normative 

and continuance commitment), behaviours will be more positive. Indeed coaches are the most responsible employees 

within the club/organization from athletic performance (Oliver, Hardy, & Markland, 2010). Therefore, positive attitudes 

and behaviours would be more effective and predict to attain high levels of performance.  

In this premise, we believe that one needs to shed light what is happening behind the stage as the coach who always has to be 

on a stage alone (e.g., in front of press conferences when losing or winning, newspapers, magazines). Furthermore, previous 

studies have been conducted with the convenience samples of non-elite or amateur coaches (e.g., Rezania & Gurney, 2014). 

This approach should be viewed with the great caution and has been criticized for increasing the number of studies while 

making no or little contribution to the knowledge of the commitment studies in elite coaches. To our knowledge, there is no 

research on elite coaches (e.g., especially at professional level) that focused on specifically the effect of perceived managerial 

support on the coaches’ organizational commitment in football. Thus, the purpose of this study was to explore elite coaches' 

perception and its effectiveness of the managerial support to their organizational commitment. 

2. Method 

2.1 Participants 

We approached 500 coaches via online forms and the questionnaire pack by post and invited them to our study. 

However, we only received 365 responses from the coaches and 65 of the responses were excluded from the present 

study due to incomplete questionnaires or answering the same questions twice which was inaccurate response. 

Therefore, our final sample comprised 300 male professional coaches drawn from the professional league categories 

across Turkey (Super League = %11.3, n= 34; 1st League = %16.7, n= 50; 2nd League = % 30, n= 90; and 3rd League 

= %42, n= 126). Participants represented a broad age range (Range = 30-50+ years). Coaches who participated in our 

study reported their experiences in years (Mexperience = 11.8, SD= 5.8). 
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2.2 Instruments 

We used a personal information sheet to obtain a distribution of personal information (e.g., age, level of coaching, 

league category, and years of experience in coaching) of the participants.  

2.3 Organizational Commitment 

The Organizational Commitment (OC) scale developed by Allen & Meyer (1990; 1991) and adopted into the Turkish by 

Wasti (2000) was used to determine participants’ level of commitment to their present organizations. The scale has three 

subscales reflecting a desire (affective commitment), a need (continuance commitment) and an obligation (normative 

commitment) in order to maintain employment within the organization. The participants rated each item on a 5-point 

Likert-type from 1 (strongly disagree) to 5 (strongly agree). The adopted version of the organizational commitment has 6 

items for each subscale and 18 items in total. The Cronbach’s alpha values for affective commitment, continuance 

commitment and the normative commitment were 0.82, 0.87, and 0.84, respectively in the present study.  

2.4 Managerial Support 

The Perceived Managerial Support (PMS) questionnaire developed by Giray and Sahin (2012) was used to determine 

participants’ perception of their belief on managerial support from their present football clubs. The questionnaire has 

three subscales reflecting workplace support, managerial support and co-workers support. However, we only used the 

managerial support subscale in the current study. The managerial support sub-scale has 11 items and each item was 

assessed on a 5-point Likert-type from 1 (totally disagree) to 5 (totally agree). The Cronbach alpha value was 0.90 for 

the managerial support scale in the present study.  

2.5 Data Analysis 

We employed a one-way analysis of variance (ANOVA) to obtain differences between the groups of perceived 

managerial support and the organizational commitment. Differences in league categories shown in table 1 and the level 

of coaching shown in Table 2 was further evaluated for significance with t-test post hoc comparisons. Cronbach’s alpha 

analysis was employed to evaluate internal consistency for the perceived managerial support scale (0.90) and the 

organizational commitment questionnaire (0.84).  

3. Results 

Table 1. Comparison of the PMS and OC averages of the coaches participating in the study according to the league 

category variable 

 N Mean SD F p 

PMS  

Super league 34 4.22 0.15   
1. league 50 3.72 0.43   
2. league 90 3.41 0.64 31.609 0.00* 
3.league  126 3.16 0.69   

Total 300 3.45 0.69   

OC 

Super league 34 4.28 0.24   
1. league 50 3.75 0.39 61.562 0.00* 
2. league 90 3.37 0.36   
3.league  126 3.31 0.46   

Total 300 3.51 0.51   

Note: OC: Organizational Commitment, PMS: Perceived Managerial Support. * = p > 0.05. 

Table 1 showed that there was a significant difference between the groups according to coaches’ league category on the 

organizational commitment and the perceived managerial support in the present study.  

Table 2. Comparison of the PMS and OC averages of coaches participating in the study compared to the level of 

coaching 

 N Mean SD F p 

PMS 

Pro Licence 47 3.27 0.61   
A Licence 118 3.56 0.69 2.24 0.08 
B Licence 89 3.45 0.71   

Goal Keeper Coaches 46 3.37 0.67   
Total 300 3.45 0.69   

OC 

Pro Licence 47 3.49 0.48   
A Licence 118 3.60 0.50 2.19 0.08 
B Licence 89 3.45 0.46   

Goal Keeper Coaches 46 3.41 0.61   
Total 300 3.51 0.51   

Note: OC: Organizational Commitment, PMS: Perceived Managerial Support.  
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According to table 2, there was no significant difference between the groups according to the participants’ level of 

coaching on the organizational commitment and perceived managerial support in the current study.  

Table 3. The regression analysis shows the effect of coaches' perception of PMS on organizational commitment 

 β R
2
 R t F p 

Regression coefficient 2.20 0.31 0.56 18.83 136.45 0.000
*** 

PMS  0.38   11.68 

Note: PMS: Perceived Managerial Support. *** p < 0.001. 

In table 3, the professional football coaches’ perceived managerial support could statistically predict organizational 

commitment, F (1, 299) = 136. 45, p = 0.000 and the perceived managerial support accounted for %31 of the explained 

variability in organizational commitment. The regression equation was: predicted organizational commitment = 2.206 + 

0.388 x (the level of perceived managerial support).  

4. Discussion 

The objective of the current study was to examine the relationship between elite coaches’ organizational commitment and the 

level of perceived managerial support and therefore the effect of managerial support on the elite coaches’ organizational 

commitment in the context of professional football. The results of the present study revealed that there is a significant 

difference according to coaches’ league category (e.g., professional leagues) on their organizational commitment and the 

perceived managerial support (see. table 1). More specifically, the highest level of league category ⸻ namely super league 

coaches (N= 34) ⸻ reported highest scores on both the organizational commitment (M= 4.28; SD= 0.24) and also the 

perceived managerial support (M= 4.22; SD=0.15) to compare with other league categories. However, this result can be 

speculative in a way that the statistical difference would be due to the league category as the highest scores reported by the 

Super League coaches had the smallest sample size in this study. Comparatively, the other league categories for example 1st, 

2nd and 3rd leagues have very similar results in terms of organizational commitment and perceived managerial support. 

Interestingly, the lowest mean scores reported for the both organizational commitment and the perceived managerial support 

by the 3rd league coaches who have the largest number of participants (N= 126) in this study. In order to provide meaningful 

contributions, comparative studies should recruit at least a similar number of participants for each coaching level in order to 

generalize the current results of the organizational and psychological elements based on the level of coaching. Despite the 

statistical differences on the organizational commitment and the perceived managerial support according to elite coaches’ 

league category, we cannot simply and uniformly conclude for the elite coaches that working at the higher level of the league 

(e.g., Super league) associated with the higher level of perceived managerial support and therefore better organizational 

commitment. Contradictory to table 1, although results did not provide a significant difference (see table 2), there is a trend 

(p= 0.08) at the significance level of p > 0.05. In this premise, the level of coaching has similar results in terms of the mean 

scores reported for the organizational commitment and the perceived managerial support. Results obtained from the current 

study revealed that the coaches who are working with a higher (Pro Licence) or a lower level (B Licence) of coaching licence 

are not associated with the level of the organizational commitment and the perceived managerial support in football context.  

In the literature, research in organizational commitment was generally descriptive or comparative with some variables 

such as gender, age, and years of experience in coaching (Livingston & Burley, 1996; Van Dick et al., 2004). However, 

to our knowledge, the present study provides the first findings that the elite coaches’ perceived managerial support 

could predict the organizational commitment in professional football. Similar research design conducted to understand the 

relationship between the perceived organizational support and the organizational commitment of the general office staff for 

sport and the youth organization did not find any positive or meaningful results. In contrast, other researches (Rocha & 

Chellad, 2011; Makanjee, Hartzer, & Uys, 2006) found that increasing the perceived organizational support by the staff 

effects the positive beliefs towards the job and avoid withdrawing from the organization. Although the research population 

is different from the present study, our results are in line with the above studies. Furthermore, in the present study, we did 

not primarily aim to test organizational commitment dimensions (affective, normative or continuance commitment) 

separately but rather in general which was the main limitation of the current study. For example, Meyer and Allen (1991) 

stated that collectively when these dimensions are high; it will provide more positive organizational behaviour and 

therefore achieve the organizations’ goals and its performance. In addition to this, Meyer and Allen (1990; 1991) reported 

that effective commitment is directly related to on-the-job behaviours and performance. The literature in education and 

sport, scholars have investigated the relationship between commitment and athletic performance. For example, scholars 

(Turner & Chelladurai, 2005) found that commitment can explain roughly 5% of the variance in college coaches’ athletic 

performance. Similar results were found 3% of the same variance can be explained through the commitment (Rocha & 

Turner, 2008). Results from the both studies are in line with the results of the present study that is in coaches’ favour for 

their commitment. 
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It is not surprising given this example that at the end of the football season, underperforming teams always seek to change 

their prospects in their favour for the next season, especially, by making changes in their coaching staff (Fast & Jensen, 

2006). This increase the level of pressure on the coach as the coach feels the most responsible for their teams’ success. 

Therefore, the managerial support in professional football should be viewed with the caution. The most parsimonious 

applied implication for the club managers in football would be that without having objective evidence (e.g., surveys, 

observational studies, and qualitative studies) other views will just become as speculative as either in a positive or negative 

way. More specifically, it can be conclude that the managerial support is an important and essential tool to enhance coaches’ 

commitment, however, it is not very easy to measure or determine of this relationship (Dess & Robinson, 1984). Therefore, 

educators, sport psychologists, managers, coaches and other managerial members of a team should take into account of the 

importance of the managerial support through the season especially when there is an ups and downs.  

Obviously, there are areas that need to be addressed in future research. First future investigations on elite coaches 

should seek answers for the following questions that are worthy of research attention for example; 

How to improve the perceived managerial support of coaches?  

Are there any other factors moderating the effectiveness between the organizational commitment and the perceived 

managerial support?  

From the point of applied implications, coaches in football should recognize that perceived managerial support can lead 

to effective commitment that helps to improve coaches’ athletic performance. Thus, individualized treatments that come 

from direct supervisors and managers who play in the important role of the coaches’ performance could be investigated 

in future to establish such interventions for the organizational behaviour discipline. 

5. Conclusion 

Similar to other organizations, the level of perceived managerial support that the coaches receive from their football 

clubs is an effective tool in order to improve the organizational commitment. The high level of perceived managerial 

support from a football club can create a positive behavioural environment between coaches and managers also with 

other members of the team that can provide the ground to emerge the dimensions of commitment. Thus, the managerial 

significance of this research rests in the insight provided into how the perceived managerial support can influence 

coaches’ organizational commitment. The professional football clubs and federations can develop more effective 

education programmes in order to provide valuable managerial support to their coaches and also other members of the 

teams by institutionalizing their best practices.  
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