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Abstract

The subject of study of this paper is the question of determining 
the impact that organizational culture has in enterprises in the Republic of 
Macedonia on achieving higher innovation. The benefits of using the es-
tablished organizational culture result from orientation of the whole energy 
and existing enthusiasm of the collective in one or more common objec-
tives. That is why thought out establishment of a specific type of organi-
zational culture in enterprises can be a solid foundation for achieving high 
results in relation to established organizational objectives and the chosen 
business strategy of the enterprise. This paper treats the question of innova-
tion and emphasizes that the results in this field in enterprises in the Repub-
lic of Macedonia are as a result of the established specific organizational 
culture that encourages intrapreneurship, i.e. the managers in the Republic 
of Macedonia are aware of the benefits and use similar attitudes, values and 
beliefs of employees for achieving specific organizational objectives. 
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Introduction 

The strong organizational culture leads to positive business re-
sults. It encourages employees to commit to achieving organizational 
goals; it appears as a strong motivational factor and can certainly help the 
company to learn from its own experiences. These benefits arise from the 
fact that the related attitudes, values and beliefs of employees contribute 
to directing the total energy and existing enthusiasm towards one or more 
common objectives, which simultaneously each of them have recognized. 
On the other hand, this common commitment creates a special business 
environment that provides a sense of belonging to something recogniza-
ble and different and at the same time it motivates employees. The estab-
lished values, ways of behaviour, implanted routines in a company give its 
own recognition and also create a tradition that lingers and thus provides 
consistency in the company.1 

The strong organizational culture besides from contributing to the 
achievement of better performance of the company in the most gener-
al sense, it can be adjusted towards achieving specific objectives. The 
term specific objectives actually mean a specific business strategy that the 
company has chosen. In this case we are talking about a strategy of inno-
vations and characteristics of the kind of organizational culture that will 
enable and encourage more innovative activity among employees. 

Why is it important that the set business strategy has to be favored 
by the organizational culture of the enterprise?

The organizational culture actually is a type of model of mutual 
basic assumption of a group for resolving its problems of external adapta-
tion and internal integration, which is functional enough to be considered 
as valid and as such can be transferred to the new members in a form of 
a proper way to seeing and solving problems. The organizational culture 
emphasises the fact that there are things in common, views, opinions and 
so on, that are shared within a group, which are common, similar and 
equally acceptable for the members of that group and it actually makes 
the group specific and special. However, the culture is much more than a 
common stand of a number of individuals for one thing. It gives the organ-

1 Popovski, V., (2001), “Vlijanie na organizaciskata kultura vrz delovnosta na pretpri-
jatijata”, Ekonomski institut - Skopje, p. 186.
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ization a structural stability, depth, width, shape and integrity in general.2 
And that are the prerequisite needed by an enterprise to ensure unity and 
perseverance on the road to realization of the objectives or strategies. 

This paper treats the question of innovation and it aims to determine 
whether the obtained results in this field in Macedonian enterprises are as 
a result of the established specific organizational culture that encourages 
intrapreneurship.

From a methodological point of view, the paper is mainlybased on 
applying analytical and descriptive method, inductive-deductive method, 
and the statistical method for processing the collected data from the survey 
conducted in 31 enterprises in Republic of Macedonia.

1. CHARACTERISTICS OF ORGANIZATIONAL CULTURE 
THAT SUPPORTS INNOVATION

To understand how organizational culture affects the development 
of innovation in the enterprise, first we must start from the carrier of inno-
vative activity in the organizational context. The question of innovation sets 
on the agenda the concept of intrapreneurship, i.e. the intrapreneur. Unlike 
the close term – entrepreneur, the role of the intrapreneur is much more 
complicated. More precisely, as part of the broader organizational context 
it is necessary to function within a defined group with already established 
rules, values and norms of behaviour. In such conditions the intrapreneur is 
directly dependent of the established organizational culture characteristic 
in which it works. The process of intrapreneurship can be self-fulfilling 
and motivating for its initiators and carriers if it’s accompanied by organi-
zational culture that supports innovation development. However, if the in-
novative organizational culture is absent in the work context then there is a 
risk that the carrier of the intrapreneurship process to become counterpro-
ductive not only for achieving the organizational goals and results, but also 
for their personal goals, as a result of the frustration caused by the conflict 
with non- supportive work environment.3 

2 Schein, E.H., (2004) 4-th Edition, ”Organizational Culture and Leadership”, John Wi-
ley&Sons, San Francisco, p.14 – 17.
3 Fulton, J.S., Lyon, B.L., Goudreau, K.A., (2010) “Foundations of Clinical Nurse Spe-
cialist Practice”, Springer Publishing Company, New York, p. 312.
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Unlike the entrepreneurship where the entrepreneur appears in the 
role of a business owner i.e. self-employed, in intrapreneurship the role 
of the intrapreneur is much more complicated. The organizational culture 
that supports the development of intrapreneurship can be seen as a model 
of cultural relations which are shared between individuals within a group. 
Such model is shaped, modified and maintained through the interaction of 
individuals in the group i.e. the organization.4 

When we talk about individuals we should bear in mind that each 
of them has its own background. Specifically, each individual is a part of a 
national context, has a certain professional culture and a certain degree of 
education and as such appears in a work community where there is a spe-
cific corporative culture. As it can be seen from Figure 1, these three types 
of culture (national, professional and corporate) can be considered as con-
stituents of the organizational culture which supports intrapreneurship.

Figure 1- Intrapreneurship culture as a function of national, corpo-
rate and professional culture. 

Source: Fayolle, A., Kyro, P., “The dynamics Between Entrepreneurship, environment 
and Education”, Edward Elgar Publishing Limited, 2008, p.80

Given that people’s behavior is somewhat programmed by the 
context in which the individual was born, developed, educated, where he 
gained his habits, work and life experience, it can be said that the na-
tional culture can be considered as a factor that impacts innovation and 

4 Fayolle, A., Kyro, P., (2008) “The Dynamics between Entrepreneurship, Environment 
and Education”, Edward Elgar Publishing Ltd., p. 79
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the development of intrapreneurship. The same applies to the professional 
culture acquired from previous work experience of the individual and the 
acquired education that combined with the national context can give differ-
ent results. Apart from the impact of the national and professional context, 
special attention attracts corporate i.e. organizational culture. 

After determining the role and place the organizational cultural has 
in the individual, it is necessary to determine what type of organizational 
culture is most suitable for development of the intrapreneurship in terms of 
the characteristics it should have?

Exactly to this question adds to the model of Hofstede5. The model 
is developed by Hofstede and originally served to identify the basic differ-
ences that exist between national cultures. The initial concept referred to 
four main dimensions, namely: distance from power, avoiding uncertainty, 
individualism versus collectivism and masculinity versus femininity. Thus 
the developed model was suitable for making studies for organizations on 
matters for determining the organizational culture. The convenience of the 
model derives from its simplicity, clarity and ability for empirical testing. 
This model provides a typology of dimensions of the organizational culture 
that is the most appropriate for encouraging innovation and development of 
intrapreneurship. It is a question of the following dimensions:

• Low level of distance of power - it means a decentralized man-
agement structure with established informal networks between em-
ployees and equally distributed authority. In such manner the super-
visor can be in contact with employees from all levels and thus to 
get to know the problems and uncertainties faced by the employees, 
also in this way it would create preconditions for easier and more 
efficient execution of tasks.

• Low level of avoiding uncertainty - leads to individual awareness 
of the individual of risk, as well as tolerance of the failed attempts 
without a lot of rules and formalities in operation.

• Medium level of individualism – to strengthen the intrapreneurial 
process a combination of individual and collectivist orientation is 
needed. It can be achieved in a way that the leaders will mobilize 

5 Ibid., p. 81
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the individual talents for achieving and executing the collective 
objectives in order to make the employees feel responsible for 
their companies.6 

• Quite high level of masculine oriented organizational culture 
– intrapreneurship has the need of two dimension of orientation 
(masculine and feminine), with emphasis on the masculine dimen-
sion. This implies a more aggressive commitment to the goals and 
focus on the level of achieving them, the ability to solve problems, 
determination and implementation of solutions. However, we can-
not neglect the wider organizational context with the established 
working atmosphere and favourable relations between employees 
who need investing because of their maintenance.7 

• Quite a long-term orientation – for the organizational culture 
that supports intrapreneurship is distinctive and suitable a long-
term oriented dimension. As much as the idea is radical, the 
process will be longer including greater number of repetitions. 
Important values that need to be nurtured are discipline, persever-
ance, endurance and strength needed to overcome the technical 
and market barriers, which are always confronted with new ideas. 
However, the right balance between renewal and stability must 
be maintained, which especially is a task for the management for 
research and development that needs to maintain a close link be-
tween short-term and long-term research.

• Medium level of open system of orientation – the system 
shouldn’t be fully opened of fully closed, but the borders of the 
organization should be optimally vent form the inside to outside 
and vice versa. Namely, to maintain theintrapreneurship a medi-
um open system is needed for best use of the internal and external 
factors and sources of innovation.8 

6 H.C Menzel, R.Krauss, J.M.Ulijn, M.Weggeman, (2006) “Developingcharacteristics of 
anintrapreneurship–Supportiveculture”, Eindhoven Centre for Innovation Studies, p.19 - 
23
7 Fayolle, A., Kyro, P., op.cit., p. 93
8 H.C Menzel, R.Krauss, J.M.Ulijn, M.Weggeman, op.cit., p.28 - 30
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Human beings from a psychological point of view possess a certain 
dose of creativity in nature itself, but for this ability to be awakened, en-
couraged and developed it is necessary to be stimulated in an appropriate 
manner. Exactly in this direction is the purpose of having a special type of 
organizational culture, which with the characteristic that it possesses will 
be able to encourage innovative activities. 

2. THE ORGANIZATIONAL CULTURE AS ANIMPERATIVE FOR 
HIGHER INNOVATION IN ENTERPRISES 

Numerous facts influence the successful implementation of the 
established business strategy in enterprises. Among them it is important 
to properly manage human recourses and the selection of practices that 
contribute towards achieving the set objectives which are the subject of 
other researches. In the research it is focused on the established model of 
organizational culture which largely depends on the implementation of the 
set strategy. Its influence is present in all stages of strategic management so 
that without well-established organizational culture it is almost impossible 
for the strategies to succeed. 

The issue of human resources in companies in the Republic of Mac-
edonian is a particular issue that from researches made so far there is a 
general conclusion that Macedonian companies have yet to work on this 
issue. 9The question, how much the Macedonian companies rely on or-
ganizational culture in achieving specific objectives such as innovation, 
remains open.

Basic assumptions, attitudes, values and beliefs are those who posi-
tion the enterprise, the study of this paper is how much Macedonian com-
panies use these mechanisms in terms of achieving their objectives. Organ-
izational culture contains at that particular stereotype of judgement. For the 
strategy to be successfully implemented there must be consistency with the 
current organizational culture. Precisely that is the task of managers. The 
establishment of this connection takes places in stages:10 

9 Toseva, E., (2011), “Ulogata na konfiguraciskiot pristap kon strategiskiot menadzment 
na covecki resursi za postignuvanje odrzliva konkurenstka prednost”, UKIM, Ekonomski 
institute, Skopje, p. 198.
10 Popovski, V., op. cit, p. 99 – 101.
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-  First of all it is necessary to perform diagnostics on the necessary 
compatibility. Namely, at this stage are scanned the views of em-
ployees and are determined those who support or don not support 
the chosen strategy. 

-  Thereupon follows the modification of cultural surrounding and 
creating an environment related to the set strategy. This stage is 
crucial for management that if it determines that there is incapabil-
ity is on the move to establish a mechanism that will ensure proper 
cultural placement of the organization. 

Innovation often means change, whereas change involves risk. In 
that sense the organizations which are determined to support innovations 
have to create organizational culture that will perceive risk-taking from 
a positive aspect. Apart from taking risk and encouraging changes, what 
is considered as a characteristic of innovative organizational culture is 
encouraging and promoting new ideas and creativity as crucial for devel-
opment of new products. Contrary to this, as obstacle of innovative organ-
izational culture is preference to short-term thinking, repugnance towards 
taking risk, practicing decision making from the top down and so on.11 

First, from the process of creating of the idea it necessary the em-
ployees to feel it like its own, i.e. to feel that they are expected to partic-
ipate in its creation. Delegating ready ideas by the management that wait 
to be realized by employees is part of the past. Modern courses impose 
greater participation of human resources especially when it comes to de-
veloping the innovativeness of companies.12 

Organizational culture is a main determiner in the processes in the 
organization; it can be a carrier in the progress or a setback depending on 
the determination of the organization. What appears as common among 
different companies that have distinguished themselves as innovative, 
whether it is an American or Chinese company, it’s the established organ-
izational culture. The main task of management is to establish an innova-

11 Davila, T., Epstein, M.J., Shelton, R., (2007) “The Creative Enterprises” Three Vol-
umes, Greenwood Publishing Group, p. 128
12 Katie, J., (2013) “The Role of Organizational culture in Innovation Management: A 
case of Foxconn Technology Group - China”, Grin Verlag, p. 9
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tive organizational culture at every level of the company and to be sure that 
the innovative way of thinking is totally accepted by all employees in all 
departments. Innovative organizational culture also implies changes, since 
its installation means abandoning a previously established organizational 
culture that should be abandoned. 

Existing research confirms that the organizational culture and the 
structure in the enterprises in the Republic of Macedonian in the past 
marked numerous observations. Namely, from the established practice in 
enterprises in the Republic of Macedonian it was obvious that it could not 
be a question of existence of any practical application of the concept of 
organizational culture what is able to generate intrapreneurial structure. 
The issues related to culture in enterprises in the Republic of Macedonia 
was very little developed, and where it was present there was a partial ac-
cess. As for the structure prevail enterprises with conservative-traditional 
organizational model that is hierarchically structured and based on strict 
division of labour. Whereas, in the entrepreneurial type of enterprise was 
dominant the position of their owners, with subjectively placed relations 
in the enterprise and power concentrated in informal groups created by 
the owner.13 

What is the current situation in companies in the Republic of Mac-
edonian regarding the issue of organizational culture and how it is used 
for entrepreneurial purposes and increasing innovation we will see in the 
analysis of the data obtained from the field study.

3. ANALYSIS OF THE RESULTS FROM A RESEARCH OF 
THE SITUATION IN ENTERPRISES IN THE REPUBLIC 
OF MACEDONIAN REGARDING THE CURRENT 
ORGANIZATIONAL CULTURE

In order to determine how much enterprises in the Republic of Mac-
edonian rely on appropriate organization culture in achieving objectives or 
in other words, what is the impact of established organizational culture on 
achieving innovation of Macedonian companies a survey was conducted 

13 Popovski, V., op.cit., p. 123 - 125
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which covered 31 enterprise form the Republic of Macedonia. The values 
of the variables are determined based on data from the questionnaire, i.e. 
questions that the participants could answer in five possible assessments 
(from 1 to 5) according to the Likert scale.

The indicators of organizational culture are determined generally 
by the defined characteristics of the organizational culture that supports 
intrapreneurship according to Hofstede. 

These include:

- Authorization and autonomy on the workplace 
- Level of distance of power perceived through equality in the rela-

tions with superiors, cooperation, consensus, and so on. 
- Adherence to the plan, rules, flexibility and way of deciding that is 

practiced within the enterprise. 
-  The degree of individualism expressed through the priority of per-

sonal goals or business goals. 

On the other hand, innovation in function of sustainable competi-
tive advantage of enterprises is determined as composite grade of 6 ques-
tions, i.e. it is defined by using the model of competitiveness proposed by 
Michael Porter, known as the five forces model. The questionnaire covers 
perception of enterprises for own competitiveness developed based on 
innovation perceived in terms of the industry to which they belong. This 
model because of the components it includes (existing competitors, sup-
pliers, new competitors, substitutes and buyers) gives a broad image of 
where is the company regarding the listed factors i.e. forces that affect 
competitiveness. The indicators of innovation refer to:

-  Growth of profitability 
- The attitude towards consumers perceived through the growth of 

demand 
- Attitude towards substitute perceived through preference of prod-

ucts regarding those from competitors. 
- The attitude towards exiting competition perceived from taking 

their customers
- The attitude towards new competitors and possible integration in 

the industry

Economic Development No. 3/ 2016 p.(61-74)
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As far as the selection of enterprises it is important to note that these 
are companies which show status of innovation, recognized through their 
own perception on this question can be seen form Chart 1 (Meaning:FD – 
fully disagree, PD – partially disagree, NO – have no opinion, PA – partial-
ly agree and FA – fully agree).

Chart 1: Perception of surveyed enterprises for their own innovation 

 
Source: Own research 

Chart 2 shows that the smallest share in the analysed sample have 
small enterprises (up to 50employees), while the share of large enterprises 
with over 250 employees is dominant. Not even one micro enterprise is 
included in the survey. 

Chart 2: Size of surveyed enterprises

Source: Own research

Vasil Popovski, Hristina Serafimovska; Organizational culture imperative for higher...
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As far as the work whose representatives are the selected enter-
prises, it can be seen from Chart 3 that it covers enterprises from different 
sectors among which the smallest share is from the service sector, and 
dominate are the enterprises who occupy with production, primarily those 
with their own developed brand. 

Chart 3: Type of work of the surveyed enterprises 

Source: Own research

In order to obtain the necessary knowledge there is a hypothesis 
which needs to show the type of established organizational culture and its 
connection with the results noted in the field of innovation of enterprises.

The hypothesis which set is as follows: 

-  The organizational culture with features that support intra-
preneurship affects innovation as a sustainable competitive advan-
tage of enterprises in the Republic of Macedonia. 

Table 1: Results from ×2- test 
Chi-SquareTests

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 136, 773a 96 , 004
Likelihood Ratio 77, 882 96 , 912
Linear-by-LinearAssociation 7, 238 1 , 007
N of Valid Cases 31

a. 117 cells (100, 0%) have expected countless than 5. 
The minimum expected count is, 03.
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Chi-square value is 136, 773, and the probability of the chi-square 
test (p) is 0, 004 or less than the alpha level of significance of 0.5, making 
the particular hypothesis 3.2 accepted 

It can be concluded that the organizational culture established in 
Macedonian companies that show innovation in their work is with features 
of a type of organizational culture which supports development of intra-
preneurship and as such is a solid foundation for building innovation in 
enterprises in the Republic of Macedonia. 

Conclusion 

The conducted research examines the practice of enterprises in the 
Republic of Macedonian to create proper organizational culture, which will 
be towards supporting entrepreneurship and innovation within enterprises. 
As it can be seen from the obtained results enterprisesin the Republic of 
Macedonian that with their commitment have innovation within its collec-
tive have embedded attitudes, values and beliefs in favour of this commit-
ment. Testing of the hypothesis shows that there is a significant association 
between the development of innovation in the enterprises in the Republic 
of Macedonian and the established organizational culture. 

It can be noted that unlike in the past there was a lack of practice the 
organizational culture to generate intrapreneurial structure, today The com-
panies in the Republic of Macedonian successfully use the benefits that result 
from the organizational culture that goes to support on intraprenuarship.

The main settings that offer this organizational culture proved to be 
characteristic for enterprises in the Republic of Macedonia. Namely, inno-
vative i.e. intrapreneurial spirit in enterprises in the Republic of Macedoni-
an develops thanks to the established decentralized management structure 
in established informal networks of relationships between employees and 
equally distributed authority. Also it is noticeable a low level of avoiding 
uncertainty that is manifested through individual awareness of the individ-
ual for risk, as well as tolerance of failed attempts without many rules and 
formality that in this case would be experienced as unnecessary burden. 
As a practice of companies in companies in the Republic of Macedonian 
also appear the sustainable combination of individualistic and collectivist 
orientation. Such balanced orientation of objectives allows fulfilment of 
individual ambitions, objectives and needs of employees parallel with suc-
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cessful realization of established organizational objectives. In this way 
the individual and the organization mark benefits from the implemented 
activities. This practice enables leaders to achieve innovation as an objec-
tive, through mobilization of individual talents for achieving and enforc-
ing the collective objectives. Also this is one of the ways through which 
employees identify with their companies and raise their sense of respon-
sibility towards them. 
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