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ABSTRACT. Over the last years, Social Economy
Organizations have undergone significant organizational
changes. The purpose of this article is to analyze the
organizational culture, assessed through the Competing
Values Framework (CVF). A multi case-study approach
was performed, in three Cooperatives for Education and
Rehabilitation of Citizens with Disabilities (CERCI),
collecting qualitative and quantitative data. Applying the
qualitative analysis suggested by the CVF indicated that
there were no differences among the studied
organizations, nor between the culture types within each
of them. Statistical analysis confirmed differences in
organizational culture among the three CERCIs. Clan
culture is more prevalent than the other types of culture,
and there are differences between CERCI 1 and 2, and
CERCI 1 and 3 regarding adhocracy and hierarchy, and
adhocracy, respectively. These differences show the
framework’s sensibility for this type of organizations. The
added value of this paper entangles with literature and
practical implications. It adds to the social economy
theoretical field demonstrating that a well-known model
is adequate, and therefore enables the improvement of
organizational knowledge and study in this sector, as well
as organizational development. Extends the model itself
confirming its wider usage and the pertinence of statistical
analysis to have a more accurate diagnose of the
organizational culture, and therefore management action.

JEL Classification: L31, M14 Keywords: social economy organizations, organizational culture,
competing values framework, CERCIs

Introduction
In recent years, several factors have contributed to the growing pressure on SEO.
Increasingly these organizations are required to improve efficiency and effectiveness despite
financial cutbacks and growing social demand for services (Carvalho, Ferreira, & Silva, 2019;
Kellner, Townsend, & Wilkinson, 2016). In the national and European context, and at a time of
global economic and environmental crisis, academic and policy discussions are re-emphasizing
the importance of the social economy in providing an alternative development model that
reconnects communities with their resource-base (Martins, 2010; Sdrali, Goussia-Rizou,
Giannouli & Makris, 2016; Sonnino & Griggs-Trevarthen, 2013). In Portugal, the SEO face
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significant challenges and their eventual professionalization will make them become more
robust and, necessarily, more innovative in what concerns the solution of the existing social
problems in the society (Potts & Hartley, 2015). One of these challenges is related to the
problematic of mental health and/or intellectual disability.
In the SEO, as well as in other organizations, the organizational culture results it is
reinforced and/or changed by five factors: the history of the organization; organizational
structure and internal relations; management practices or way of conducting businesses in the
daily life; the existing system of communication between volunteers, administrative and
directive body; systems of rewards (Orsi, Marino, Rossi, Bertoia, & Shiniashiki, 2005), it is
understood that there are no significant divergences regarding the factors that influence the
organizational culture, both in the organizations with lucrative purposes and in the SEO (Orsi
et al., 2005).
In the last few decades, the social economy has asserted itself, particularly in its capacity
to cooperate efficiently for the resolution of new problems. It is considered to be an essential
sector to a sustainable and steady economic development, adjusting the services to the
necessities, valuing the economic activities to the service of the necessities and, also deepening
and strengthening the economic democracy (Buendía-Martínez, álvarez-Herranz, & Menéndez,
2020; Chaves-Avila & Gallego-Bono, 2020; Chaves & Monzón, 2012). The organizations that
provide services in the area of mental disability – CERCIs (Cooperatives for Education and
Rehabilitation of Citizens with Disabilities), in particular, have an essential role in the
intervention among the citizens with intellectual disabilities/multiple disabilities in Portugal
(FENACERCI, 2015).
In recent years, the study of the organizational culture has become one of the most
common themes (Boone, 2014; Jaskyte & Dressler, 2005; Romero & Pérez, 2003) and it has
raised great interest in the academic and scientific debate, establishing itself as an object of
analysis of research in management schools and organizations (Krajcsák, 2018; Martínez,
2009). The SEO are, by definition, organizations of collective nature with shared power and, as
such, its culture will not be copied from the intentions and personality of a single leader, but
from a set of people who have a collective project (Chaves & Monzón, 2012).
The Competing Values Framework from Quinn & Rohrbaugh (1983) is the model
adopted for this study. This framework aims to organize the different beliefs, values and shared
standards of behaviour that define the culture of an organization, translating into an efficient
instrument to determine the types of culture of the organization, to interpret its assets and to
study the culture at a comparative level (Santos, 1998). It is one of the 40 more significant
models of the history of the management (Have, Have, & Stevens, 2003) and it is used in
hundreds of organizations in the whole world to promote the success and to improve the
effectiveness of the organization.
1. Literature review
Social economy organizations
The sector of the Social Economy gathers organizations where there is no appropriation
of profit generated by the organization, where the existing asset is impersonal and where one
works for a particular purpose or mission. The SEO emerge from the desire to foster the
development and the satisfaction of necessity of the civil society, improving the social cohesion
(Sonnino & Griggs-Trevarthen, 2013; Velden, Alvarez, Sá, Meira, & Ramos, 2014).
In accordance with the António Sérgio Cooperative for the Social Economy (CASES),
Social Economy is defined as follows: “the set of companies of free adhesion and autonomy of
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decision, democratically organized, with legal personality, created to satisfy the needs of its
members in the market, producing goods and services, and in which the distribution of any
surpluses of the financial year and the decision-making process is not related to the individual
capital of the members, that will have a vote each. There are included in it, namely, the
cooperatives, the mutual societies, the associations and the foundations, as well as social
companies and non-profit voluntary entities that produce services of non-market for the
families, and whose possible surpluses cannot be appropriated by the economic agents who
created, control or finance them” (Observatório da Economia Social em Portugal (OBESP),
2011, p. 11).
All the SEO present two crucial characteristics - the concern with the people and the
concession of great importance to the essential aspects for its development, in particular: the
respect for the human dimension; the fight against the social exclusion; the will to promote
spaces of individual accomplishment; a democratic and participated vision of the organization;
the concept of the organizational mission that includes it in the social fabric (without reducing
it to a mere economic one-dimensionality); the management autonomy; the importance of the
people and the work over the capital; the assumption of responsibilities both individual and
collective; the development of a high degree of share capital (OBESP, 2011).
Nowadays, the Social Economy is, clearly, a sector that contributes significantly for the
sustainable growth, the job creation and a fairer distribution of income and wealth. It gathers
all the conditions to adjust profitability, social inclusion and systems of democratic governance,
working with the public and private sectors in the provision of services suitable to the needs
(Calderón-Milán, Calderón-Milán, & Barba-Sánchez, 2020; Monzón-Campos & Chaves-Ávila,
2012; Płachciak, 2009). At the same time, the Social Economy is, sometimes, recognized as a
critical attitude towards the society, as well as an early glimpse of a brighter future (OBESP,
2011).
CERCIs
The SEO have been a recognized intervention in the area of the mental health and/or
intellectual disabilities, in a clear active demonstration of social solidarity. In Portugal, after
1974, as an answer to the lack of support structures to the family, particularly in the fields of
education and rehabilitation, a vast movement of creation of associations and cooperatives was
unchained. The CERCIs (Cooperatives for Education and Rehabilitation of Citizens with
Disabilities) are an example of success and a symbol of great experience in the shelter and
support, mainly of children, youngsters and adults with disabilities and incapacities (Guerra,
2008). The CERCIs appeared in 1975, after the Portuguese revolution of 25th of April 1974,
resulting from the absence of answers in the area of the education of citizens with special
educational needs. The movement was entitled “Movimento CERCI”, and it was an initiative
created by parents, experts and people concerned with the problematic of citizens with
intellectual disabilities (INE & CASES, 2013; Rodrigues, 2015). The CERCIs are service
provider organizations whose main objective is to structure adequate and necessary answers for
the development of children, youngsters and adults with disabilities, as well as, to support and
promote in a diversified manner their inclusion in the society. These organizations are nonprofit social solidarity cooperatives recognized as Entity of Public Utility (FENACERCI,
2015). The CERCIs are framed in the branch of the social solidarity. The majority of the
CERCIs are represented by the FENACERCI (53 associates), the national federation of social
solidarity cooperatives. Nowadays, its mission is to promote the creation of conditions that
protect the interests and rights of citizens with disabilities and their families
(FENACERCI, 2015).
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Organizational culture in the social economy organizations
The culture is an aspect of particularly importance functioning in all the organizations,
considering that this aspect assumes a higher proportion in the SEO, insofar as in these, people
usually believe and trust in the cause for which they work, and they make it a motivation factor
(Orsi et al., 2005).
Improving the management of SEO must occur through the consideration of aspects
relating to the basic structure (Álvarez González & Sanzo Pérez, 2009). In these SEO, as well
as in other organizations, strong organizational culture might have difficulties in implementing
new ways of functioning, in responding to changes in the external environment, and in
generating new solutions to problems that arise (Jaskyte & Dressler, 2005). At the same time,
it is understood that there are no large discrepancies concerning the factors that influence the
organizational culture, in both the organizations with lucrative purposes and the SEO (Martínez,
2009; Orsi et al., 2005).
However, there are authors (Ruwer & Canoas, 2009) who think that the culture is
different between the profit-making and non-profit organizations. The same authors refer that
the SEO withhold features and consist of specific cultural patterns, different from the
characteristic patterns of the private organizations with lucrative purposes or public institutions.
Organizational culture is particularly important in SEO, primarily due to the features and the
motivations of the people who work in these institutions (Parente, 2010). The cultures of the
profit-making and non-profit organizations are different from one another, having some typical
traces, and this is what characterizes them. In the SEO, the culture can be different by its nature.
The emotional tone associated with a particular cause mobilizes pertinent and important actions
for the civil society. In this context, it is highlighted the role of the leader in understanding the
cultural values of the organization, in order to transform these values in a driving force for the
achievement of the objectives, overcoming possible ambiguities and group differences. Thus,
in the SEO the strategic leadership is defined by clear goals and cultural values that develop
people towards the shared objectives (Boone, 2014; Orsi et al., 2005).
In this study, one considers that the organizational culture of the SEO will be different
from the profit-making organizations. However, its measurement will be able to follow the
same parameters, since the organizational culture can be studied using instruments that are valid
and suitable in the two scenarios. It will be adopted the Competing Values Framework (Quinn
& Rohrbaugh, 1983) as the model to assess the culture in the SEO. Since this model was already
applied previously in studies carried in SEO (Ferreira, Rodrigues, & Marques, 2015; Jaskyte,
2010; Pinho, Rodrigues, & Dibb, 2014), and for being one of the models more used in the
management area (Lopes, 2010). Moreover, it characterizes the organizations according to the
shared cultural traces to all the human organization, expressing itself in an efficient instrument
to identify the types of culture of the organization and to understand its assets (Santos, 1998).
“The majority of the authors argues that there are narrow relations between the type of
organizational culture and the style of leadership practised in each organization” (Lopes & Reto,
1988, pp. 31). As the SEO are, by definition, organizations of collective nature with shared
power, its culture will not be copied from the intentions and personality of a single leader, but
from a set of people who have a collective project (Parente, 2010). Thus, one must consider the
different theoretical points of view that integrate the dynamics of the culture of the
organizations, so that it becomes possible to understand the importance of the organizational
culture in a somewhat particular perspective: the visible reality for the people and in the people
(Lopes & Reto, 1988; Romero & Pérez, 2003).
Culture may be considered as an internal and external variable, closely related to the
type of activity and precise situations in work referring to the division of the labour, authority
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and information, as well as to the adjacent environment (Chumg, Cooke, Fry, & Hung, 2015;
Souder, 2016). In the case of the SEO, and in comparison, with the context where they act, the
stakeholders are a key factor of their activity (Boerner & Jobst, 2011; Wellens & Jegers, 2014).
Therefore, the analysis of the organizational culture of these organizations will have to include
several perspectives among which the standpoint of the competent bodies, workers, volunteers,
users, funders and community (Giffords & Dina, 2003).
Competing values framework
The model from Quinn & Rohrbaugh (1983) entitled Competing Values Framework
was the model chosen to analyse the data from this study since it allows to relate the culture
with the organizational performance. This model was initially developed to explain the existing
cultural profiles in different organizational models, and it is mentioned as one of the 40 models
in the history of management (Have et al., 2003), widely used in the organizational research,
that is to say, when the organizational culture and the performance are related (Gregory, Harris,
Armenakis, & Shook, 2009), since it allows to think the organizational effectiveness in an
integrated manner, not valuing only a single set of values and criteria (Cameron &
Quinn, 2011).
The Competing Values Framework conceptualized by Quinn & Rourbaugh (1983) is
represented by two axes: the horizontal axle (it varies between the internal orientation and the
external orientation) and the vertical axle (it varies between flexibility and the dynamics and
the stability and the control). Three dimensions are distributed around it: flexibility versus
control, internal orientation versus external orientation and processes (means) versus results
(purposes), and whose combination results in four quarters: clan, adhocracy, market and
hierarchy (Cameron & Quinn, 2011). The four types of organizational culture presented above
emphasize certain aspects, and an organization is characterized by having a particular type of
culture when it possesses mainly more characteristic of a specific quadrant. However, all the
organizations present attributes of all the four types of culture (Rodrigues & Caetano, 2013,
2015). The contrasting nature of the quadrants is revealing of a paradoxical and complex
organizational functioning, whose basis, that is to say, the organizational culture, will also be
itself the expression of such contrasts. The way how the balancing of contrasting poles
expresses themselves can be seen as an indicator of the degree of complexity of the
organizational culture (Bligh & Hatch, 2011; Jaskyte & Dressler, 2005). This model
characterizes the organizations in accordance with the cultural traces shared by the entire human
organization, expressing itself in an efficient instrument to define the types of culture of the
organization and to interpret its assets (Santos, 1998). Currently, it is used in hundreds of
organizations in the whole world to promote the success and to improve the organizational
effectiveness, allowing to think the organizational effectiveness in an integrated manner,
without valuing only a single set of values and criteria (Neves, 2000). When considering the
organizational culture and the corresponding values, the model presents the following structure
(Figure 1).
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Figure 1. Competing values framework
Source: Quinn & Rohrbaugh, 1983
2. Methodological approach
A multiple cases study approach was performed, resorting to quantitative and qualitative
methodologies to diagnose the organizational culture in CERCIs. In Portugal there are 53
associates of FENACERCI, 17 of them in the Northern Region. The distribution of the
Portuguese population with disabilities, by region, follows the same trend as the distribution of
the total resident population, with a higher population incidence in the North (34% ), followed
by Centre (26%) and the Lisbon Metropolitan Area (24%) (Pinto & Pinto, 2017), so we decided
to choose three CERCIs in the Northern Region of Portugal. Websites and activities and
accountability reports regarding the year 2015 were analysed to characterize the organizations.
A convenience sample of 142 employed staff were inquired to characterize the organizational
culture. Most of the delivered questionnaires were filled (80.7%).
The organizational culture was analysed through the Competing Values Framework
(Cameron & Quinn, 2011), and the instrument used to survey the employees was the OCAI
(Organizational Culture Assessment Instrument) built by Cameron & Quinn (2011), translated
and adapted from Portuguese (Rodrigues & Caetano, 2013). This instrument is a validated
research method to diagnose the organizational culture. Moreover, the OCAI is founded in a
methodology based on the elaboration of individual inquiries (Cameron & Quinn, 2011). The
survey has 24 items, regarding six dimensions: dominant characteristics, organizational
leadership, management of employees, organizational glue, strategic emphasis, and success
criteria.
Organizational culture data were analysed in three different ways: (1) qualitative,
following authors’ guidelines to verify differences between culture types within each
organization; (2) quantitative, Kruskal-Wallis test to demonstrate differences between
organizations; and (3) quantitative, paired-sample T-test to verify differences between culture
types within each organization.
Table 1 presents case-studies and sample characteristics. The three CERCIs were
founded in the same year (1976) each by a group of parents whose children did not have support
for education and daily care. The CERCI 1 has 89 employees, and 100% of responses of
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delivered surveys. CERCI 2 has 68 employees, and 51,4% of delivered surveys. And CERCI 3
has 72 employees and a 100% response rate of the delivered surveys. In all three institutions,
the majority of paid staff is between 26 and 50 years old. The average number of years in school
is the 12th grade in CERCI 3, which is the higher level of education among the three
organizations.
Table 1. The case-studies and sample characteristics
Organization

Data

CE2

CE3

89

68

72

233

Number of delivered surveys

69

70

37

176

Total number of responses

69

36

37

142

100%

51,4%

100%

80,68%

Number of workers

Responses to the survey

% of responses of delivered surveys
CERCI founding year

1976

Population served in 2015
Up to 25 years
% Up to 25 years
Respondents’ age

Total

CE1

26-50 years
% 26-50 years
more then 50 years
% more then 50 years
Up to 9th grade
% Up to 9th grade

Respondents’ number of Up to 12th grade
years in school
% Up to 12th grade
Higher Education
% Higher Education

2645

560

152

3357

4

0

4

8

5,8%

0%

10,8%

5,6%

49

30

26

105

71%

83,3%

70,3%

73,9%

16

6

7

29

23,2%

16,7%

18,9%

20,4%

29

16

10

55

42,6% 47,1%% 27,8%

38,73%

13

7

16

36

19,1%

20,6%

44,4%

25,3%

26
38,2%

10
32,4%

10
27,8%

46
32,4%

3. Results
Through the quantitative part of the research, the focus was on data collecting,
processing, and analysis. A nine-level Likert scale was used to measure the perceptions and
assessments of the respondents, on the dependent variable (transitional crisis), as well as the
independent variables (heritage of socialism, geopolitics, nomenclature authorities, deficit of
institutional changes, and neoliberal ideology), in a survey that was applied during the research.
In measuring the dependent variable (transitional crisis), the scale marks were set from the
lowest (1) to the highest (5). Regarding the independent variables, the negative impact was
measured from the minimum negative (1) to the maximum (5) on the dependent variable. The
survey included filling out 500 questionnaires for each country (Montenegro, Serbia, and
Bosnia and Herzegovina), which made a total of 1,500 respondents. Collected data for this study
were processed by SPSS software. According to the purpose defined in the hypothesis of work,
descriptive statistics were used for the data analysis, correlation analysis, and multi-correlation.
The multiple linear regression model was applied after (the method of least square), as well as
hierarchical multiple regression model.
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Figure 2 presents the cultural profiles of the three investigated organizations. Analysing
data following the criteria of Cameron & Quinn (2011), the three case studies have a balanced
cultural profile, which means that there is not only one type of culture that stands out from the
others. To be considered a difference, there should be more than 1 point between types of
culture. Considering all CERCIs, the Clan type of culture has a higher score, in none of the
cases, the difference to the other types of culture is higher than one point.

Figure 2. Cultural profiles of CE1, CE2 and CE3
To have a statistical measure of the differences between types of culture within each of
the organizations, paired-samples T-test (table 1, 2 and 3) were performed, and we identified
statistically significant differences between culture types.
Regarding CERCI 1, on average, employees report higher expression of clan type of
culture than the other types of culture (p < .01). There are also differences between adhocracy
and hierarchy, and between market and hierarchy. Generally, there is an intermediate to high
size effect (above 30% up to about 50%) between cultures types mentioned, only between clan
and market is a bit smaller (21%) (see Table 2).
Table 2. CERCI 1 Paired Samples T test and Size Effect

Pair 1

Pair 2

Pair 3

Pair 4

Pair 5

Pair 6

Clan
Adhocracy
Clan - Adhocracy
Clan
Market
Clan - Market
Clan
Hierarchy
Clan - Hierarchy
Adhocracy
Market
Adhocracy - Market
Adhocracy
Hierarchy
Adhocracy - Hierarchy
Market
Hierarchy
Market - Hierarchy

Mean

N

17,07
15,32
1,75
17,07
14,84
2,23
17,07
12,83
4,25
15,32
14,84
0,48
15,32
12,83
2,49
14,84
12,83
2,01

69
69

Degrees
of
Freedom

t

68

2,266

0,027

0,27

68

1,768

0,082

0,21

68

3,768

0,000

0,42

68

0,629

0,531

68

3,477

0,001

0,39

68

4,190

0,000

0,45

Sig.
Size effect
(bilateral)
( r)

69
69
69
69
69
69
69
69
69
69
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In CERCI 2, on average, employees report significant higher expression of clan type of
culture than the other types of culture (adhocracy, market and hierarchy). There is a large size
effect of the differences between cultures types (above 50%) (Table 3).
Table 3. CE2 Paired Samples T test and Size Effect

Pair 1

Pair 2

Pair 3

Pair 4

Pair 5

Pair 6

Clan
Adhocracy
Clan - Adhocracy
Clan
Market
Clan - Market
Clan
Hierarchy
Clan - Hierarchy
Adhocracy
Market
Adhocracy - Market
Adhocracy
Hierarchy
Adhocracy - Hierarchy
Market
Hierarchy
Market - Hierarchy

Mean

N

18,56
13,72
4,833
18,56
13,47
5,083
18,56
14,28
4,278
13,72
13,47
0,250
13,72
14,28
-0,556
13,47
14,28
-0,806

36
36

Degrees of
Freedom

t

Sig.
(bilateral)

Size effect
( r)

35

5,161

0,000

0,66

35

4,150

0,000

0,57

35

3,831

0,001

0,54

35

0,272

0,787

35

-0,554

0,583

35

-1,087

0,284

36
36
36
36
36
36
36
36
36
36

In CERCI 3, on average, employees report significant higher expression of clan type of
culture than the other types, with an intermediate to high effect (more than 30%) (Table 4).
Table 4. CERCI 3 Paired Samples T test and Size Effect

Pair 1

Pair 2

Pair 3

Pair 4

Pair 5

Pair 6

Clan
Adhocracy
Clan - Adhocracy
Clan
Market
Clan - Market
Clan
Hierarchy
Clan - Hierarchy
Adhocracy
Market
Adhocracy - Market
Adhocracy
Hierarchy
Adhocracy - Hierarchy
Market
Hierarchy
Market - Hierarchy

Mean

N

17,96
13,07
4,89
17,96
14,43
3,53
17,96
14,73
3,23
13,07
14,43
-1,36
13,07
14,73
-1,66
14,43
14,73
-0,30

37
37

Degrees of
t
Freedom

Sig.
Size
(bilateral) effect ( r)

36

3,691

0,000

0,52

36

1,921

0,000

0,30

36

1,894

0,001

0,30

36

-1,529

0,787

36

-1,685

0,583

36

-0,294

0,284

37
37
37
37
37
37
37
37
37
37

A Kruskal-Wallis test was performed to test the differences among CERCIs statistically,
and there are differences among organizations regarding adhocracy (H=18.23, p<.05), and
hierarchy (H=6.99, p<.05) types of culture (Table 5).
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Table 5. Kruskal-Wallis test output regarding differences among CERCIs
Test Statisticsa,b
Clan
Chi-Square
2,157
Df
2
Asymp. Sig.
0,340
Monte Carlo Sig.
,339c
Sig.
99%
Lower Bound
0,327
Confidence Upper Bound
0,351
Interval
a. Kruskal Wallis test
b. Grouping variable: Organization
c. Based on 10000 samples tables with starting seed 2000000.

Adhocracy
18,227
2
0,000
,000c
0,000
0,000

Market
2,023
2
0,364
,363c
0,350
0,375

Hierarchy
6,992
2
0,030
,027c
0,023
0,031

Mann-Whitney tests were used to follow up these findings (Field, 2009). A Bonferroni
correction was applied, and so all effects are reported at a .0167 level of significance. Only
between CERCI 1 and the others, we can find statistical differences, but not between CERCI 2
and CERCI 3 (Table 6).
CERCI 1 and CERCI 2 appear to be different regarding the adhocracy (U=818, r = -.28)
and hierarchy (U=887.5, r = -.23) type of cultures, with an intermediate effect regarding the
organization. Between CERCI 1 and CERCI 3 there is only a difference regarding adhocracy
type of culture (U= 673.5, r= -0.39), also with an intermediate effect regarding the organization,
slightly higher than between the former organizations. We can conclude that there are
differences between the organizations regarding some culture types, and therefore, the
Competing Values Framework can also be used in SEO.
Table 6. Mann-Whitney test and size effect results
Mann-Whitney U
Z
sig
Size effect (r)
Mann-Whitney U
Z
sig
Size effect (r)
Mann-Whitney U
Z
sig
Size effect (r)

CERCI 1 and CERCI 2

CERCI 1 and CERCI 3

CERCI 2 and CERCI 3

Adhocracy
818,00
-2,882
0,004
-0,28
673,50
-4,03
0,000
-0,39
634,50
-0,350
0,726
-0,04

Hierarchy
887,50
-2,405
0,016
-0,23
992,50
-1,89
0,059
-0,18
641,50
-0,272
0,786
-0,03

Significance critical value < .0167

4. Discussion
The purpose of this article is to assess SEO’s organizational culture dimension, and test
if the Competing Values Framework (CVF) was an adequate model. Findings revealed that the
three CERCIs studied have a balanced type of culture, that is, there is not a prominent kind,
regarding the other. Even if the graphic representation is slightly different, the analysis of the
results using the model’s qualitative instructions, do not differentiate, neither the importance of
types of culture within each CERCI, neither, the CERCIs among them.
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In this research, we introduced a statistical procedure to analyze the differences between
culture types. The means show that, in general, clan culture is predominant regarding the other
kinds of culture, which contradicts the framework’s authors type of analyses. These results
enable three discussion points. The first one is the analysis type that should be carried out to
have a more rigorous output of framework, and to be able to manage culture accordingly. The
second has to do with the fact that there seem to be differences among organizations, concerning
reported culture types; thus, organizational differentiation regarding culture appears to be
possible using the Competing Values Framework. And finally, the content itself, concerning
the type of culture that is found.
The type of analysis proposed by Cameron and Quinn (2011) is of a qualitative nature
(one-point difference among culture types), not taking into account the number of responses,
neither the variability they may have. One of the most valuable features of this framework is its
relation with managerial action, namely, leadership skills that contribute to increasing the
presence of certain types of cultures, and steps to take to change the culture in a particular
direction (Cameron & Quinn, 2011). Being one of the most used and relevant models used in
the history of management (Have et al., 2003) enables comparison and benchmark regarding
numerous organizational variables, namely, organizational performance (Gregory et al., 2009).
These findings may be significant to the usage of this model across organizations: to determine
if there are differences, if action should be taken, as well as to describe in a more precise way
the organizational profile of an organization.
A statistical analysis of the differences among cultures is a more accurate manner to
determine if there are differences among organizations, analysing if the differences are similar.
In these three case studies, even though there seems to be a general distinction between clan
culture and the others, distinguishing this type of culture as prominent, there are still differences
in the size effect: CERCI 2 and CERCI 3 have higher differences than CERCI 1. Also, CERCI
1 is different from the others because it shows differences between adhocracy and hierarchy
and between market and hierarchy pairs of culture types. These results make CERCI 1 different
from the others. Although the history of the CERCIs is not much different, there are some
differences regarding the demographics: CERCI 1 is bigger and serves more population than
the others. CERCI 2 and CERCI 3 are more alike, and therefore the culture may be similar.
These differences also account for the pertinence of the Competing Values Framework usage
in SEO.
Regarding the type of organizational culture, clan culture is the most prominent type,
among the presented case-studies. Authors’ model refers that there is not a type of culture that
is better than others, throughout the organization’s life cycle it can vary (Cameron & Quinn,
2011). A recent meta-analysis in for-profit organizations also demonstrates that all culture types
are related to organizational effectiveness (Hartnell, Ou, & Kinicki, 2011), even if clan culture
is more consistent with organizational effectiveness (Gregory et al., 2009). Clan culture being
the predominant culture means that the collaborators understand that the highlight is in the
relation established between the organization and the employees, is teamwork, involvement and
organizational commitment (Gregory et al., 2009; Quinn & Rohrbaugh, 1983). This type of
culture is also consistent with the underlying assumptions and values of SEO, such as being of
a collective nature, thus with a shared power (Parente, 2010), and developing people towards
shared goals (Boone, 2014; Orsi et al., 2005). Consequently, the clan type of culture may be of
more significant presence among all of these case studies.
The most conclusive test to make regarding the usage of a model to a different context
is to analyze if, when applied, there are differences among different subjects. Findings refer to
differences among organizations regarding adhocracy and hierarchy, and post hoc tests, confirm
that there are only differences between CERCI 1 and the other organizations, and no significant
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relationship appeared between CERCI 2 and CERCI 3. These differences and similarities are
parallel to the differences and similarities found when testing for differences within each
organization. CERCI 1 was the most different organization, and CERCI 2 and CERCI 3 had the
same type of differences and similarities, which may be due, as mentioned before, to their
demographic characteristics (see details in Table 1). These differences between organizations
enable the possibility of usage of the Competing Values Framework beyond the for-profit
sector.
Final remarks
The present study sought to analyze the organizational culture in the SEO, specifically
in CERCIs, applying the Competing Values Framework, as well as to test it’s adequacy to the
sector.
The importance of this study is related with the specificity of these NPOs, working in
the area of the mental health and/or intellectual disabilities, and the shortage of studies in this
specific area, particularly in the analysis of the organizational culture. As far as we know, the
Competing Values Framework, a well-known model in for organizational culture study in the
for-profit sector (Have et al., 2003) has not yet been applied to the social economy.
The results from data of three case-studies, cooperatives that assist and educate disabled
people, seem to support that Competing Values Framework is adequate to the social economy
sector. Initially, the organizational culture data’s analysis followed the qualitative instructions
of the model’s authors (Cameron & Quinn, 2011). Findings reveal that there are no differences
to be reported. We introduced a statistical procedure on the same data, and significant
differences appear regarding culture types within each organization: clan culture is predominant
when comparing to the other types of culture. This result contradicts the original and
generalized way of measuring culture in the Competing Values Framework. The way to assess
culture in the model is especially important, not only because of the theoretical analysis and
classification of culture but also because of the managerial implications it might have since this
is a framework that is extensively used for organizational development (Cameron & Quinn,
2011; Have et al., 2003). This is a major implication of this paper since it brings to light the
importance of statistical testing to accurately define the cultural profile of an organization.
Another important conclusion is the coherence of the most prominent culture in these casestudies (clan culture) with the nature and values of SEO: people development towards a shared
goal and the participative nature of management (Boone, 2014; Parente, 2010). This coherence
also helps to ground the adequacy of Competing Values Framework to the social economy
sector. There are also statistical differences between CERCI 1 and 2, regarding adhocracy and
hierarchy types of culture, and CERCI 1 and 3 regarding adhocracy culture. The discrepancies
between cases show the framework’s sensibility for this type of organizations.
This study enables the expansion of the use of this model, and for the scientific
development of research on the topic. In a managerial perspective, this study contributes to the
organizations which offer services in the mental disabilities field, and to their ability to manage
their culture, contributing to the development and improvement.
The main limitations of this study concern the small inquired population not only in
what regards cooperatives but also regarding the social economy sector. Although the results
cannot be generalized for the entire population of the CERCI, cooperatives or SEO, this study
represents an important starting point on the extension of Competing Values Framework study
on the non-profit sector.
Given the relevance of this theme and the promising results of this study, the research
could be widened to a higher number of CERCIs, to get a representative sample, as well as
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involving other types of non-profit organizations that act in the same sector, to get more
accurate and consistent research. Being the multiple cases approach an adequate manner to
study the theme; it would be relevant to complement the analysis of each case with interviews
with key players of the studied organizations. The interviews could be conducted a priori or
posteriori for the enrichment and better understanding of the results obtained through the
remaining data collection. Moreover, it would be pertinent to compare the organizational
performance with the culture and to compare the cases.
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