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This study highlights the challenges that a traditional organizational culture faces in harmonizing with contemporary business models

and globalization trends. The constructs as of research and innovation, teamwork, decision-making, risk-taking, market orientation, and

adaptation are considered. The research method was based on a case study of Montenegro. A desk review of key literature sources

on organizational culture was conducted first. Then, the position of Montenegrin organizational culture in the international business

environment was explored using a survey as the data collection method, with Cameron and Quinn’s methodology serving as the theoretical

framework.
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1. Introduction

There is general agreement that organizational culture
exists and plays an important role in shaping behavior in
organizations, but there is little consensus on what orga-
nizational culture is. The descriptions that can be used in
the absence of a universally accepted definition are: orga-
nizational culture is how organizations do things; organiza-
tional culture is the sum of the values and rituals that serve
as the glue to integrate the members of the organization; or-
ganizational culture is the civilization in the workplace, etc.
(Kapidani et al, 2020). It is important because it permeates
all organizational constructs and processes in a subtle, in-
tangible way. It is a key factor in understanding an organi-
zation’s functioning since it explains the internal life of an
organization.

This study examines the resilience of the organiza-
tional culture of a small developing country, Montenegro,
under the conditions of pervasive globalization. Montene-
gro is somehow stuck between a strong tendency for homo-
phobic fragmentation based on tradition and a search for
national identity on the one hand, and the huge pressure of
globalization bias on the other hand (Nikcevi¢, 2015). The
study examines the impact of this phenomenon on the or-
ganizational culture of several selected Montenegrin com-
panies. Montenegro is trying to maintain its distinctiveness
while also adjusting to the needs of the modern world, in-
cluding the globalization of commerce.

To the best of our knowledge, a sound, comparable
examination of organizational culture has not been con-
ducted in Montenegro under the current highly digitalized
and globalized circumstances. As a result, this study pi-

oneers the development of guidelines for reconciling tradi-
tional models of organizational culture with the demands of
business internationalization. It aims to provide a contribu-
tion to the understanding of the mechanisms through which
organizational culture influences the transformation of ex-
isting practices in line with contemporary business require-
ments. Mapping an organizational culture to its specific
dimensions makes it easier to quantify certain patterns, en-
abling policy makers and managers to identify the strengths
and weaknesses before implementing certain strategies.

The topic is briefly introduced in the introduction sec-
tion. The review of literature in the areas of organizational
culture in general, in Montenegro specifically, and in glob-
alization settings takes up the literature review section. The
following part of the study focuses on the organizational
culture that is currently in place in Montenegro, a devel-
oping economy that has long been in a state of transition
from socialism into capitalism. The paper’s next section ad-
dresses the problem statement and hypothesis. The method-
ological framework, based on Cameron and Quinn’s (2011)
theory, is presented in the following part of the paper. The
subsequent sections cover the results analysis, a discussion
of the findings, and the conclusion, along with the study’s
limitations and future research plans.

2. Literature Review

This environmental scan covers organizational culture
in general and in Montenegro specifically, in terms of glob-
alization, sustainability, innovation, organizational agility,
job-automating technology, and leadership.
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2.1 Organizational Culture

In the compared literature, it can be noticed that most
of the authors who deal with organizational culture have
tried to determine the concept and define the phenomenon
of organizational culture. However, there is no universal or
generally accepted definition of organizational culture that
adequately reflects all its elements.

The organizational culture represents the way things
are done in an organization (Quinn and Rohrbaugh, 1983).
It is a matter of the way of thinking and the behavior of
the employees in an organization, and the extent to which
an organization will be successful in its business depends
on its organizational culture. Culture is also viewed as a
system of informal rules by which people behave most of
the time (Deal and Kennedy, 1982). In his works from the
1980s, Hofstede (1984) defines organizational culture as
the collective programming of the mind that distinguishes
the members of one organization from those of another.
Later, the same author more studiously defines organiza-
tional culture as a system of assumptions, beliefs, values,
and norms of behavior that the members of one organi-
zation have developed and adopted through shared expe-
riences, manifested through symbols, which guide their
thinking and behavior (Hofstede, 2001). A similar defini-
tion was given by other authors who looked at organiza-
tional culture as a set of values and norms, attitudes, and
rules of conduct that employees in an organization adhere
to when performing business activities (Abdalla et al, 2020;
Ashkanasy et al, 2010; Colquitt and Wesson, 2015; Engelen
et al, 2016). Organizational culture includes socio-cultural
activities, repetitive patterns of perception, working meth-
ods, and assessments of organizational culture, as well as
sets of myths, symbols, and common behaviors (Chatman
and Choi, 2022; Scott and Allen, 2023; Tulcanaza-Prieto et
al, 2021). It encompasses deeper values and serves as the
basis for developing shared organizational norms (Paais and
Pattiruhu, 2020). Despite the existence of different defini-
tions of organizational culture, all of them to some extent
have in common that organizational culture means acquired
knowledge and experience, at both individual and group
levels, that greatly contribute to the creation of a specific
organizational culture.

One is able to distinguish the type of culture present
in an organization by looking at the degree of risk taken
by it in the marketplace and looking at the feedback on the
results of its measures taken from the marketplace. There
may be a macho culture of strong, confident people; a cul-
ture of hard work but with a lot of fun; a culture of taking
risks; or a culture of following processes strictly (Deal and
Kennedy, 1982). It is possible to differentiate the particular
culture of a company by looking at its external and internal
orientation, i.e., the flexibility of the company: it may have
a clan-like culture, an adhocratic culture, or a marketing and
hierarchical culture (Cameron and Quinn, 2011).

In terms of the distribution of power, one can recog-
nize a culture of power and the culture of the roles, the
tasks, and the support in companies where there is a cul-
ture of power (Handy, 1995). When examining the criteria
of adaptability, the mission of a company, the level of em-
ployee involvement, and the level of consistency through-
out a company, the authors Hartnell et al (2016) distin-
guished the following types of cultures: a mission-oriented
culture, a culture of involvement, a task-oriented culture,
and a relationship-oriented culture. The classification of
organizational culture based on employee behavior by Son-
nenfeld and Ward (2008) distinguished another four types
of organizational culture: an academic culture, a sports
team culture, a club culture, and a culture of fortification.

According to some authors, innovation is a phe-
nomenon that both improves and reflects a modern organi-
zation’s successful business operations (Dani and Gandhi,
2022; McCausland and McCausland, 2022). Bauk (2017)
and Bauk et al. (2017a; 2017b) dealt with the influence of
organizational culture on intelligent, rational digital trans-
formation in various spheres in developing environments.
Certain cultures are more innovation-oriented because they
have a dynamic and favorable environment for innovation
development and people who are willing to take risks, un-
like hierarchical cultures (Isensee et al, 2020).

2.2 Specifics of the Montenegrin Organizational Culture

The business environment in Montenegro is unique
due to a combination of political, cultural, and historical
factors. As a country at the crossroads of East and West,
Montenegro has a rich historical heritage that has shaped
its cultural identity. Throughout the centuries, it has been
the meeting place of the influences of the Ottoman, Vene-
tian, and Austro-Hungarian empires that left their marks on
the country’s economy, architecture, legislation, education,
and living and working customs. During the Yugoslavian
period, the ideas and practices of socialism and collectivism
shaped the social and economic norms in the region (Nikce-
vi¢, 2015). As an officially independent state now, Mon-
tenegro continues to strengthen its national identity, empha-
sizing the preservation of its traditions and cultural heritage
(Calovic’—Markovic’, 2024; Lastro et al, 2023; Lisica, 2024).

Strong family and community ties are a major part of
Montenegro’s economic environment. Support from net-
works of family and friends demonstrates the traditional
values in the country. The business ethics evident empha-
size the value of long-term relationships over short-term
profits, while trust, loyalty, and mutual support serve as the
cornerstones of the business relationships in the country.

Being among the smallest nations in Europe, Mon-
tenegro has a small market and scarce resources, necessi-
tating development strategies that are tailored to its needs.
The nation’s sociocultural traits, such as its strong opposi-
tion to the loss of its national identity, guarantee the prese-
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rvation of local values, even as modern trends become
more widespread (Nikcevic, 2023; Nikcevic¢ and Pavicevié,
2024).

Constitutionally, Montenegro is an ecological country,
with five national parks and the medieval city of Kotor un-
der United Nations Educational, Scientific and Cultural Or-
ganization (UNESCO) protection (Hajdukovi¢, 1993). It is
a coastal state, and it has the commercial and passenger Port
of Bar, as well as the passenger Port of Kotor, which con-
nect Montenegro to the whole world by sea. With its var-
ied landscape and genuine people, it is an attractive tourist
destination—a unique piece in the mosaic of the globalized
world.

2.3 The Impact of Globalization on Organizational Culture

The issue of the connection between organizational
culture and the current process of globalization has been
considered by Vonk and Silva (2024) and Wu et al (2024).
They claimed that thanks to the processes of globalization,
differences in business practices in different cultures are be-
ing erased. Lingmont and Alexiou (2020) examined the
moderating role of culture (learning and authoritarian ones)
in the relationship between smart technology, artificial in-
telligence, robotics, and algorithm awareness and job inse-
curity. There are inspiring studies that raise many questions
for researchers, and these relate to organizational culture
in the setting of the global pandemic caused by the coron-
avirus (COVID-19) (Balkan and Akyuz, 2023; Lunt et al,
2024; Vazquez-Martinez et al, 2021). When everyone is
physically apart from one another and works from home, it
imposes changes on organizational culture.

The positive side of globalization is the unhindered
movement of people, goods, capital, and knowledge; the
development of education, since the market encourages em-
ployees who are highly educated; more efficient economic
development, etc. All this is accompanied by the strong de-
velopment of knowledge, information, and operation tech-
nologies (Suminar and Telaumbanua, 2023; Wang et al,
2022). When it comes to the negative side of the globaliza-
tion process, the most visible aspects are the monopolies of
multinational companies, tax avoidance, structural unem-
ployment, the deepening gap between the rich and the poor,
the draining of the labor force from unstable countries, etc.
Large companies have the power of monopoly and manip-
ulation. They offer standardized products (thanks to new
technologies) and establish the rules of the single world
market. Furthermore, globalization leads to the uniformiza-
tion of tastes, customs, and habits (Mushtaq et al, 2022).

Regardless of the positive and negative sides of glob-
alization, no organizational culture can develop outside the
context of globalization. The key is to recognize the bene-
fits of globalization as much as possible and to incorporate
them appropriately into the local context. Such an approach
contributes to the formation of a flexible and progressive
organizational culture harmonized with globalization.
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This research focuses on how globalization processes
have impacted Montenegro’s organizational culture and
how it can embrace modern organizational culture values
to assure its own progress.

3. Problem Statement

The phenomenon of organizational culture is related
to achieving business success. It affects employees satis-
faction, their team and personal achievements, as well as
overall working conditions. The trend of globalization has
imposed the need for Montenegrin companies to be market-
oriented in numerous aspects, including organizational cul-
ture.

The inability to understand organizational culture and
its importance for business success has a negative impact
on the ability of Montenegrin businesses to operate prof-
itably and strengthen the overall social and economic de-
velopment of the country. Notwithstanding, organizational
culture is a very important aspect of cooperation between
Montenegrin and foreign companies. Montenegro has a
chance to achieve better results through smart cooperation,
which includes national interests but also an awareness of
the needs of others. Although Montenegro is a small coun-
try, spatially and demographically (with an area of 13,883
km? and 623,633 inhabitants (Monstat, 2024a)), it is still
a part of the international business mosaic, and its slow
adaptation could have negative effects on its development.
Therefore, the main question is: How should Montenegro’s
organizational culture be rationally adapted to global busi-
ness trends, including organizational culture changes?

In defining the hypotheses, we made use of empiri-
cal knowledge, extensive preliminary research of relevant
secondary literary sources, and consultations with experts.
By examining the following hypotheses, which reflect the
current state of Montenegrin organizational culture, we aim
to find out whether and to what extent Montenegrin com-
panies are ready to respond to the modern organizational
culture challenges:

H1: There is reluctance towards research and innova-
tion.

H2: There is a lack of concern for employees’ welfare.

H3: There is a centralized approach to decision-
making.

H4: There is a lack of market-oriented attitudes.

Each of these hypotheses is based on the empirical
knowledge of the conditions in Montenegro and how they
should be in accordance with the imperatives of modern
business in the context of globalization. We found support
for the reasoning behind the hypotheses in a detailed re-
view of relevant sources and ethnographical research based
on primary data collection and analysis.

3.1 Reluctance Towards Research and Innovation

Globalization implies constant research leading to de-
velopment and innovative solutions. However, there is no
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research without people who possess knowledge as a fun-
damental business resource. Any responsible organization
should not only perceive the profitability of investments
in research, innovation, and knowledge but also imple-
ment them in its business strategies to improve performance
(Lopez-Cabarcos et al, 2021). It is necessary to develop an
organizational culture that is oriented towards continuous
investment in people, knowledge, research, and innovation
skills. It is also necessary to have employees who can adopt
new knowledge (Rohman et al, 2021).

3.2 Lack of Teamwork and Concern for Employee Welfare

Practice has shown that the bearers and drivers of so-
ciety and progress are still individuals. However, everyone
achieves more in the team than alone. At the same time,
the process of globalization emphasizes the importance of
teamwork. By working in teams, employees reduce costs,
shorten deadlines, and bring satisfaction with what is done.
Also, teams allow organizations to become more flexible
in line with the pace of change. In that sense, it is neces-
sary to develop a culture that encourages, rewards, supports,
and legitimizes teamwork (Morales-Huaman et al, 2023;
Pandey and Chitranshi, 2023).

3.3 Centralized Approach to Decision Making

Globalization has created a different business envi-
ronment compared to the traditional business frameworks
and decision-making methods. Such a business environ-
ment requires managers to have a broad knowledge of busi-
ness trends. Things must be viewed in the global con-
text to make valid decisions. In this sense, globalization
requires that the traditional vertical hierarchical structures
that involve decision-making from the top, without or with
very little involvement of employees, be replaced by flex-
ible structures, which implies decentralization in decision-
making and the involvement of employees in the decisions
(Schwartz, 2016).

3.4 Lack of Market-Oriented Attitudes

Globalization requires that companies become
market-oriented, which implies a market-oriented organi-
zational culture, i.e., the way of thinking and behavior of
employees should be directed towards the consumers to
recognize and meet their needs. All this must be viewed
in the context of teamwork, continuous investment in
knowledge and innovation, acceptance of change, recog-
nition of competition, conquest of new markets, and the
like (Tabatabaei, 2024). The role of managers is crucial in
favoring a market-oriented culture. They should recognize
employees as a key resource and permanently invest in
their knowledge and training.

Furthermore, globalization leads to change and uncer-
tainty. There are some cultures that are more willing to ac-
cept risk than others, and thus globalization and the risks it
carries with it. However, accepting risk and change is an in-

tegral part of modern market-driven business, whether the
outcome is positive or negative.

4. Theoretical Framework

The hypotheses are based on extensive desktop
research and consultation with experienced managers.
Cameron and Quinn’s (2011) Competing Values Frame-
work (CVF) was used as the theoretical framework for con-
ceiving the questionnaire and conducting quantitative data
analysis. It is a well-known and proven model for com-
prehending and evaluating organizational culture. It has
been used extensively in both academic and practical set-
tings to diagnose and guide organizational culture transfor-
mation. Its dependability and credibility offer a solid basis
for its implementation in any business setting. The CVF of-
fers practical advice for modernizing culture in addition to
evaluating it. It provides a clear road map for appropriate
interventions, like teambuilding activities, process reengi-
neering, or leadership development, by examining the dif-
ferences between the desired and existing cultures. A logi-
cal connection between the CVF’s main constructs and this
study’s hypothesis is given in Fig. 1. Both the intended fu-
ture culture and the existing culture can be measured using
the quantitative tools that the CVF provides.

The use of the CVF in this study is justified by its ap-
plicability in analyzing and measuring organizational cul-
ture at the company level, as well as the possibility of
comparison with global trends. More precisely, the CVF
categorizes organizational culture into four key quadrants:
clan, adhocracy, market, and hierarchy. Each quadrant rep-
resents different values and priorities that shape how or-
ganizations function and respond to internal and external
challenges. By analyzing organizations through this frame-
work, it becomes possible to identify areas of misalignment
that may hinder performance, growth, and adaptability in a
rapidly changing business environment.

The hypotheses outlined in this study explore key or-
ganizational challenges that may arise due to a misalign-
ment with the values proposed by the CVF. Understanding
these challenges through the CVF lens can help organiza-
tions implement targeted interventions to enhance their cul-
tural and operational effectiveness.

Innovation and research are primarily associated with
the adhocracy culture within the CVF model, which em-
phasizes flexibility, adaptability, and risk-taking. Organi-
zations that exhibit reluctance toward research and innova-
tion often lean towards a hierarchical culture, where control
takes precedence over creativity. This reluctance can result
in stagnation, reduced competitiveness, and an inability to
adapt to industry shifts.

A strong emphasis on employee welfare is character-
istic of the clan culture, which fosters collaboration, men-
torship, and a family-like atmosphere. Organizations that
do not prioritize employee well-being may align more with
the market or hierarchy cultures, where productivity and
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Fig. 1. The CVF’s relationship with the hypotheses. CVF, Competing Values Framework.

efficiency are prioritized over human-centric concerns. A
lack of concern for employees can lead to high turnover, re-
duced morale, and lower organizational commitment. Pri-
oritizing employee welfare not only enhances job satisfac-
tion but also improves overall organizational performance
by fostering a loyal and motivated workforce.

Centralized decision-making is a hallmark of the hier-
archy culture, where authority and control rest in the hands
of top executives. While this structure can provide stability
and consistency, it often stifles innovation and responsive-
ness. In contrast, a culture of adhocracy encourages decen-
tralized decision-making, fostering agility and employee
engagement. A highly centralized approach can slow down
decision processes, reduce employee autonomy, and hinder
creative problem-solving.

Organizations that fail to adopt a market-oriented ap-
proach are often disconnected from customer needs and
industry trends. The market culture within the CVF em-
phasizes external positioning, competitiveness, and goal
achievement. A lack of market-oriented behavior often
suggests a dominance of clan or hierarchy cultures, where
internal processes take precedence over external respon-
siveness. This can lead to a decreased market share, cus-
tomer dissatisfaction, and missed business opportunities.
To remain competitive, organizations must ensure that their
products and services align with evolving customer expec-
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tations. Implementing customer feedback loops and data-
driven strategies can enhance responsiveness and market
(re)positioning.

5. Methodology

A case study was applied as the research strategy, and
a survey as the data collection method. The extent of the
researchers’ interference was minimal since we studied the
processes as they normally occurred. The study setting
was uncontrived, while the time horizon was a one-shot
and cross-sectional. We initially designed a comprehen-
sive questionnaire consisting of 40 questions based on our
main research question, the hypotheses, and key constructs
such as organizational leadership, management-employee
relations, organizational glue, and success criteria. After
cleansing the collected data and performing factor analy-
sis in the SPSS (IBM SPSS Statistics for Windows, Version
29.0.2.0 IBM Corp: Armonk, NY, USA) environment, we
selected some questions (statements) to which respondents
answered with a number on a 1-5 scale. The scheme of
the hypotheses and statements conceived around the CVF
constructs—create, collaborate, control, and compete—is
given in Table 1. Through the process of data analysis,
we selected positive answers (5-yes and 4-mostly yes) and
measured the frequency of their occurrence. We did the
same with the negative answers (2-mostly no and 1-no).
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Table 1. Examined statements versus hypotheses.

Hypothesis Statement

H1: Reluctance towards research and innovation

S1.1 The company supports employees’ professional development.

S1.2 The company has enough resources for research and innovation.

S1.3 Employees are keen to carry out research and innovate.

H2: Lack of concern for employee welfare

S2.1 The company’s strength is teamwork.

S2.2 An employee’s individual success is recognized as the company’s success.

S2.3 The company takes care of employees’ social welfare.

H3: Centralized approach to decision-making

S3.1 Company policies, processes, and decisions are efficient.

S3.2 Employees take part in decision-making to a sufficient level.
S3.3 The time and energy of the employees should be more respected.

H4: Lack of market-oriented behavior

S4.1 Prior business analysis and planning are recognized as essential.

S4.2 The customer is the backbone of the company’s strategy.

S4.3 Human resources are recognized as the key to business success.

Neutral responses (3-no opinion) were not included in the
analysis. The borderline cases served to test the hypotheses.
Additionally, we mapped the average values of the mea-
sured variables (S1.1-S4.4) onto the CVF matrix to high-
light the dominant aspects of the Montenegrin organiza-
tional culture that was examined.

Table 2. Control variables versus hypotheses.

Control variables (hypotheses)

C1: Perception of professional development importance (H1)
C2: Personal attachment to collectivism (H2)

C3: Managers’ attitudes towards human capital (H3)

C4: Significance of clients’ needs (H4)

To ensure the credibility of the respondents’ answers,
we repeated the questions (statements) in a modified form
and linked them to the control variables that corresponded
to the following constructs of organizational culture: pro-
fessional development importance, attachment to collec-
tivism, managers’ attitudes towards human capital, and sig-
nificance of the clients’ needs. Table 2 shows the logical
matrix between the hypothesis and the control variables.
To avoid biased answers, we deliberately shuffled related
questions in the survey. The questions (statements) related
to the control variables were all Likert-type with five alter-
natives offered in the answers. The answers were ranked
with numbers from 1 (the lowest value) to 5 (the highest
value). The respondents had to choose one of the five num-
bers to indicate their level of agreement or disagreement
with the offered alternatives. The average values of the
measured variables (S1.1-S4.3) and corresponding control
variables (C1-C4) are mapped on the CVF diagram to visu-
alize the dominant features of the analyzed organizational
culture (Fig. 2).

Lastly, the analysis of the demographic data was con-
ducted. The results are presented in tabular and graphical
form, i.e., as heat maps for the organizational structure and
the gender distribution of the employees in operational and
managerial roles.

Adhocracy
41

Market Clan

Hierarchy

Fig. 2. The CVF matrix.

Sample

A survey was carried out in the period from September
to December 2023 to examine the companies in Montene-
gro’s readiness to accept globalization trends. The research
methodology was based on quantitative statistical analysis
and comparison with the relevant secondary sources. The
survey was conducted in 20 Montenegrin companies—10
state and 10 private ones—on a sample of 350 employees of
different ages, educational levels, and genders. Most of the
respondents had higher education qualifications. In total,
400 questionnaires were distributed, but 50 of these were
not handed back, so the survey finally included a sample of
a total of 350 respondents.

The sample of 20 companies was carefully selected
to provide relevant insights into the Montenegrin business
environment. Its representativeness is reflected in the di-
versity of the sectors (production, trade, and services), lev-
els of technical and technological development, number of
employees, and geographical coverage, which allowed us
to shed light on the challenges faced by companies in urban
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Table 3. Frequency and multivariate analysis.

Dominant frequencies

Hypotheses S ANOVA
Y MY N MN
H1: Reluctance towards research and innovation (R&I)  Sl1.1 - 101 - - F=21.40
S1.2 - - 215 - Sig <0.05
S1.3 - - 172 -
H2: Lack of concern for employee welfare S2.1 128 128 - - F=2442
S2.2 - 121 - - Sig <0.05
S2.3 - - 140 -
H3: Centralized approach to decision-making S3.1 - - 127 - F=32.75
S3.2 - - - 90 Sig <0.05
S3.3 - 142 - -
H4: Lack of market-oriented behaviour S4.1 - 148 - - F=4754
S4.2 - - - 105 Sig <0.05
S4.3 - - - 112

ANOVA, Analysis of Variance; Y, Yes; MY, Mostly Yes; N, No; MN, Mostly No.

and rural environments. In addition, Montenegro’s econ-
omy is small. In 2024, Montenegro had only 59 companies
with more than 250 employees (Monstat, 2024b).

When selecting the sample, we ensured that all cate-
gories of respondents were adequately represented to draw
reliable conclusions. In this sense, care was taken to en-
sure that the participants in the study had different levels of
work experience, education, and positions in their organi-
zations. The aim was to test a diverse sample and obtain
the most comprehensive and accurate results possible. The
questionnaire consisted of closed questions that were un-
ambiguous and straightforward. We tried to steer clear of
loaded, recall-dependent, ambiguous, double-barreled, and
positively and negatively worded questions. Consequently,
we believe that the collected data provides the most accurate
picture of the circumstances. The management representa-
tives agreed that the employees could be asked in writing
to participate in the study before the questionnaire was ad-
ministered.

6. Analysis and Findings

The analysis was organized into three parts. In the
first one, the constructs with which the largest number of re-
spondents agreed were selected, as well as those with which
the largest number of respondents disagreed. Neutral an-
swers were not considered. The hypotheses were validated
based on the findings. In the second part of the analysis,
the average means of the key and control variables were
mapped on the CVF diagram to underscore the dominant
dimensions of the studied organizational culture. The third
part of the research examined whether the means of the con-
trol variables in the model differed with statistical signifi-
cance concerning the variables related to each company ex-
amined, i.e., its ownership structure and business activity,
and those variables related to the socio-demographic char-
acteristics of the respondents, i.e., age, education, occupa-
tional level, and gender. The last part of the data analysis
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included a heat map of the ownership and business struc-
tures of the companies, as well as a heat map of the gender
structures of the different roles in the companies. In high-
lighting the constructs with the highest number of positive
and negative responses, these responses were coded as fol-
lows in the first part of the analysis: yes (Y), mostly yes
(MY), no (N), and mostly no (MN). The results and anal-
ysis of the borderline cases used to test the hypotheses are
presented in Table 3. The ANOVA (IBM SPSS Statistics for
Windows, Version 29.0.2.0 IBM Corp: Armnok, NY, USA)
analysis revealed significant differences in the means of the
variables on which the hypotheses were based. The critical
F value for the 95% confidence interval was 1.96. All F
values were higher than the critical F value, while the sig-
nificance levels were lower than 0.05 for the compared sets
of variables associated with the hypotheses. The validation
of the hypotheses could be summarized as follows:

H1: Although the employees recognized the impor-
tance of career development and lifelong learning, their
companies did not have enough resources for research and
innovation (R&I). Additionally, many respondents showed
low interest in R&I.

H2: The employees were aware of the importance of
teamwork and the positive correlation between individual
employee success and the success of the company. How-
ever, most respondents did not agree with the statement that
the company took sufficient care of the benefits of the em-
ployees.

H3: The employees were mainly not involved in
decision-making, and people’s time and energy were not re-
spected properly. This indicated a centralized approach to
decision-making, which was recognized as inefficient.

H4: The respondents commonly agreed that prior
business analysis and planning were important, even though
customers and employees were not recognized as key suc-
cess factors in the companies.
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Table 4. Demographic and control variables analysis.

Company Age Gender Education Role

Variables Public; Private Productlor.1; <25;26-35; Male; Female Elemen.tary; S.econdary; Manager; Employee
Trade; Service  36-45; 46-55; >56 High; Higher
Sig. (#-test) Sig. (ANOVA) Sig. (ANOVA) Sig. (z-test) Sig. (ANOVA) Sig. (t-test)

Cl 0.787 0.657 0.689 0.776 0.286 0.154
C2 0.823 0.556 0.664 0.847 0.858 0.492
C3 0.699 0.876 0.209 0.789 0.738 0.450
Cc4 0.745 0.687 0.975 0.698 0.342 0.203

These observations and the ANOVA tests confirmed
hypotheses H1-H4.

In the second part of the data analysis, the average val-
ues of the key variables, S1.1-S4.3, and the related control
variables, C1-C4, were calculated and plotted on the CVF
diagram (Fig. 2). The hierarchy (control) and clan (cooper-
ation) dimensions of the organizational culture were domi-
nant in the analysis setting. The strategies of the analyzed
companies should be shifted towards the market (compete)
and adhocracy (create) dimensions of the organizational
culture matrix to meet the demands of the global business
world. These changes are crucial for adapting organiza-
tions to global trends that favor dynamism, innovation, and
competitiveness. While the hierarchy and clan dimensions
provide stability and efficiency in local contexts, a shift to-
wards the market and adhocracy dimensions could help or-
ganizations become more agile, change-ready, and compet-
itive in the global marketplace. This shift requires not only
a change in strategic direction but also a change in the orga-
nizational culture, leadership, and the employees’ mindsets
(Nikéevic, 2024).

In the third part of the study, the mean values of the
answers concerning the control variables in the model (C1—
C4) were examined to see if they differed significantly with
respect to the variables related to the companies’ owner-
ship type and activity and the socio-demographic charac-
teristics of the respondents, i.e., their age, education, role in
the company, and gender. The outcomes obtained through
the t-test and the ANOVA F-test in SPSS are given in Ta-
ble 4. A significance level higher than 0.05 was consid-
ered relevant. The results demonstrated that there were dif-
ferent combinations of statistically significant influences of
the company’s ownership type and business activities and
the socio-demographic characteristics of the respondents on
all measured control variables in the model. This confirmed
the validity of the sample.

In addition to the #-test and the ANOVA analysis of
the demographic and control variables, heat maps of the
business ownership type vs. activity and the gender vs.
role in business were generated in the SPSS environment.
The manufacturing and trade enterprises were all privately
owned, while the service enterprises were publicly owned
(Fig. 3) in the data set analyzed.

Only the service sector remained in state ownership.
This change in the ownership structure reflects the priva-
tization strategy implemented during the transition period,
which aimed to increase competitiveness and efficiency in
the production and trade sectors. At the same time, the re-
tention of state ownership in the service sector reflects the
desire to ensure the availability of basic services and to safe-
guard public interests.

Within this context, it is to be noted that Montenegro
has undergone a gradual transition from socialism to cap-
italism, which has created a unique process compared to
other Southeastern European countries, where the transi-
tion has been faster. Although they have recognized the
importance of global market norms, many Montenegrin
companies have maintained an internal orientation based
on stability and control, which puts them at a disadvan-
tage compared to competitors who have adapted to the mar-
ket more quickly. Privatization and market liberalization,
which started in the 1990s, led to social and political ten-
sions as citizens feared losing security in the economic
environment. This fear contributes to resistance to inno-
vation and market adaptation, making Montenegrin busi-
nesses less competitive. Montenegro’s culture, shaped by
historical differences, also creates challenges in adapting to
global business practices. Unlike other European countries,
Montenegrin organizations often emphasize personal rela-
tionships, which creates differences in business ethics.

Furthermore, regarding the demographic analysis, al-
though the numbers of women and men participating in the
research were equal, men dominated in the leadership posi-
tions, which is characteristic of Montenegrin society, where
patriarchalism is deeply rooted (Fig. 4). This trend points
to the existence of gender stereotypes and social norms that
continue to shape professional roles and opportunities, par-
ticularly in leadership. Even though the presence of women
in the labor force in Montenegro is increasing, particularly
in the education and service sectors, their progress into
managerial positions remains limited. This imbalance be-
tween women and men in leadership positions can have
long-term implications for the efficiency of organizations
and gender equality in society. Promoting equal opportu-
nities for women in leadership, together with changing cul-
tural attitudes, could contribute to greater social cohesion
and improved organizational performance (Monstat, 2020).
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Fig. 3. Companies’ ownership structure and business activities.
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Fig. 4. Gender and roles in the companies.

7. Discussion

Although organizations supported professional devel-
opment and lifelong learning as key factors for their com-
petitive advantage, the results showed that employees were
not ready for research and innovation. Research and de-
velopment were not given much importance in the previous
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(socialist) period in Montenegro. This development com-
ponent has only recently been taken as important in tertiary
education, although there is still insufficient investment in
research and development.

The respondents were aware of the importance of
teamwork and the positive correlation between individual
success and the success of the company. However, most
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respondents did not agree with the statement that the com-
pany took sufficient care of the benefits (well-being) of the
employees. This attitude is most likely a consequence of
collectivism, which is characteristic of the Montenegrin na-
tional culture. Employees mostly identify with the collec-
tive (organization) in which they work. Therefore, it would
be expected that the organization in which they work would
take care of them. This could be explained by the inher-
ited syndrome of socialism and self-governing relations, ac-
cording to which everyone is loyal to the collective, and in
return, the collective is responsible for the fate of the indi-
vidual. However, this research did not confirm that there
was organizational concern for the well-being of the em-
ployees, although a large percentage of the employees ex-
pressed loyalty to their organization.

The employees showed a negative attitude towards the
statement that employees took part in decision-making to
a sufficient level. Montenegro is a country with a large
distance between power and the people, which means that
power is largely concentrated with the country’s leaders.

Even though there was a need for the companies to
plan and analyze past business practices, neither customers
nor employees formed the backbone of the companies’
strategies. This is the result of a risk-averse and central-
ized approach to decision-making, which implies a lack of
market orientation.

Using the CVF matrix, we could see that the dimen-
sions of hierarchy (control) and clan (cooperation) domi-
nated the organizations in Montenegro. Although these di-
mensions could contribute to stability and internal order,
they often hinder the necessary agility and innovation, es-
pecially in the face of global business demands. Business
strategies should be shifted towards the market and ad-
hocracy dimensions to achieve sustainability and a com-
petitive advantage, as this would allow greater flexibility
and speed in decision-making and responding to market
changes. These shifts do not mean a complete rejection of
the values of hierarchy and clan, but a balancing of these
values with the needs of the global marketplace. Organi-
zations need to enable innovation and market competition,
but at the same time, they need to maintain the elements of
control and cooperation that ensure coherence and stabil-
ity. A successful transition requires investment in the devel-
opment of management skills and leadership that supports
team dynamics and creativity. Changes in the organiza-
tional culture could be achieved through training, changes
in management practices, and the introduction of new tech-
nologies and project management approaches. It is impor-
tant to encourage entrepreneurship and improve the infras-
tructure for research and development, which would lay the
foundations for long-term economic growth and a stronger
position for Montenegro in the global business market. This
would not only enable the improvement of organizational
performance but also lead to the strengthening of the com-
petitiveness of the country’s economy.
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8. Conclusion

The research showed that the organizational culture
in Montenegro differs from the global organizational cul-
ture in some aspects. Namely, it is characterized by a re-
luctance to conduct research and pursue innovation, insuf-
ficient representation of teamwork, centralized decision-
making, change and risk aversion, and a lack of market-
oriented attitudes. These are the result of residuals of the
past, the burden of the old socialist system, and the non-
acceptance of new values. Therefore, some dimensions of
Montenegrin organizational culture need to change funda-
mentally, while some dimensions need to be upgraded and
strengthened. It is recommended that the traditional values
of the organizational culture, which dominate now, be re-
placed by the values inherent in the global market.

To reduce collectivism, it is necessary to change the
current belief of employees that their workplace is safe and
that the state is obliged to take care of the social status of
each employee. This system of beliefs and values leads to
the fact that employees are not independent; they do not
have the creativity to display self-initiative and self-help.
This can result in insufficient accountability in their behav-
ior and performance at work.

Accepting risk, coping with failure, and taking re-
sponsibility are part of the business policies of modern
companies. Therefore, it is necessary to replace the tra-
ditional value of individual work with one of teamwork,
while decision-making needs to be done at all levels. Ad-
ditionally, rigid and centralized control systems should be
replaced with more flexible and decentralized ones, as they
could inhibit employees’ ideas and initiatives going for-
ward. It is necessary to create a culture that is receptive
to formally accepted business models, as this could ensure
social advancement and development.

The imperative of the necessity of investing in people
and their lifelong education should play a key role in cre-
ating and changing the organizational culture. By dealing
with the necessity of acquiring new knowledge and skills,
a new power structure could be established in companies,
based on the authority of competence and knowledge, not
on the authority of titles and acquired positions. By de-
veloping awareness of the need for new knowledge and
skills, as well as motivating all employees to acquire new
knowledge, it is possible to prevent the development of so-
called irreplaceability syndrome. The workplace and power
would then only be protected by knowledge. Successful
companies are characterized by a deep respect for each per-
son, teamwork, openness, trust, respect for the company,
decentralization, delegation of tasks, autonomy, risk accep-
tance, learning from mistakes, openness to change, and the
like. If companies aim to be successful in the market, they
are supposed to embrace these dimensions of organizational
culture.

In the case of Montenegro, adopting globalization is a
necessity rather than a choice. Its biggest advantage is that,
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as a small country, it can adapt quickly to global trends.
What is harder and slower to achieve are the changes to
the way of thinking. Changes in the mindsets and the ac-
ceptance of global trends represent a chance for the eco-
nomic development of Montenegro. The services of for-
eign experts can be used to this end, but Montenegro should
encourage the many established people who have unfortu-
nately left the country to return. Foreign specialists can
comprehend and resolve issues to a certain degree and can
thus be very beneficial, but Montenegrins are more famil-
iar with the culture and mindset of the country. Some good
ideas have unfortunately failed because deeply ingrained
Montenegrin customs have prevented them from being con-
sidered.

Montenegro’s rich and diverse cultural heritage,
shaped by the influences of different civilizations, is pre-
sented as a resource that can contribute to global value
chains. These cultural elements have the potential to in-
spire innovative diversity management practices and pro-
vide fresh perspectives in an interconnected global econ-
omy.

This research contributes to a deeper understanding of
how organizations, especially those in small markets, need
to balance the key dimensions of organizational culture to
implement change successfully and remain competitive at
a global level. From a theoretical perspective, the paper ex-
tends the understanding of how the CVF’s dimensions in-
fluence organizational dynamics and how their interactions
shape the ability of the organizations to adapt to the chal-
lenges of globalization.

In terms of practical implications, the paper provides
concrete guidance for policymakers, managers, and prac-
titioners on how to improve the organizational culture in
Montenegro. The organizations should invest in the devel-
opment of their people through training and mentoring and
by creating a motivating work environment. A skilled and
engaged workforce is a key resource in meeting the chal-
lenges of globalization. Developing a culture that supports
continuous development increases resilience and ensures
long-term success.

By combining theoretical insights and practical rec-
ommendations, this paper provides useful guidelines for or-
ganizations that want to become more competitive in the
global market while preserving and enhancing their specific
cultural values.

Despite its rigorous methodology, this study is not
without limitations. Firstly, the employees’ responses may
be biased by fear of losing their jobs. They may have an-
swered according to what they thought was socially desir-
able to remain loyal. Furthermore, focusing on the specific
dimensions of organizational culture of research and inno-
vation, teamwork, decision-making, risk-taking, and mar-
ket orientation in the context of Montenegro as a developing
country leaves other dimensions unexplored. Therefore, fu-
ture research should examine the role of additional dimen-
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sions such as results orientation, communication, attention
to detail, and stability, or it should analyze the overall effect
of organizational culture by including all these dimensions.
The research design used was that of a case study, and the
number of respondents was limited. In the future, a sim-
ilar study should be conducted with a larger sample, lon-
gitudinally over time and across a wider geopolitical area
with different socio-political dynamics. It should be con-
ducted in cooperation with the Montenegrin scientific dias-
pora and expanded with qualitative research. Special atten-
tion should be paid to responsible governance, education,
innovation, and development.

Availability of Data and Materials

The datasets used and analyzed during the current
study are available from the corresponding author on rea-
sonable request.

Author Contributions

GN and SB designed the research study and performed
the research. Both authors contributed equally to drafting
the manuscript and critically revising it for significant in-
tellectual content. Both authors read and approved the final
manuscript. They have participated sufficiently in the work
and agreed to be accountable for all aspects of the work.

Acknowledgment
Not applicable.

Funding

This research received no external funding.

Conflict of Interest

The authors declare no conflict of interest.

References

Abdalla W, Suresh S, Renukappa S. Managing knowledge in the
context of smart cities: An organizational cultural perspec-
tive. Journal of Entrepreneurship, Management and Innova-
tion. 2020; 16: 47-85. http://dx.doi.org/10.7341/20201642

Ashkanasy NM, Wilderom CP, Peterson MF. The handbook of
organizational culture and climate. Sage: Thousand Oaks.
2010. https://doi.org/10.4135/9781483307961

Balkan D, Akyuz GA. Labour productivity analysis of man-
ufacturing sector in Turkey against EU. Journal of Busi-
ness Economics and Management. 2023; 24: 245-273.
https://doi.org/10.3846/jbem.2023.19059

Bauk S. Moving Education to Cloud: A pilot Study in Montene-
grin Higher Education. The New Educational Review. 2017;
50: 186-198. http://dx.doi.org/10.15804/tner.2017.50.4.15

Bauk S, Kapidani N, Schmeink A. On intelligent use
of ICT in some maritime business organizations. Mon-
tenegrin Journal of Economics. 2017a; 13: 163-173.
http://dx.doi.org/10.14254/1800-5845/2017.13-2.11

11


https://www.imrpress.com

Bauk S, Kapidani N, Schmeink A, Holtham C. Concerning in-
telligent ICT exploitation in some maritime business orga-
nizations: A pilot study. NASE MORE. 2017b; 64: 63-68.
https://doi.org/10.17818/NM/2017/2.5

Calovié-Markovié V. The struggle against authoritarian influ-
ence in the Western Balkans: Montenegro as a test case.
2024. Available at: https://www.ned.org/the-struggle-against-
authoritarian-influence-in-the-western-balkans-montenegro-
as-a-test-case/ (Accessed: 27 December 2024).

Cameron KS, Quinn RE. Diagnosing and Changing organiza-
tional culture: based on the competing values framework. 3rd
edn. Jossey-Bass: San Francisco. 2011.

Chatman JA, Choi A. Measuring organizational culture:
Converging on definitions and approaches to advance
the paradigm. In Newton C, Knight R (eds.) Hand-
book of research methods for organizational -culture
(pp. 92-107). Edward Elgar Publishing eBooks. 2022.
https://doi.org/10.4337/9781788976268.00014

Colquitt JA, Wesson MJ. Organizational behaviour: Improv-
ing performance and commitment. McGraw-Hill Education:
Canada. 2015.

Dani MV, Gandhi AV. Understanding the drivers of inno-
vation in an organization: a literature review. Interna-
tional Journal of Innovation Science. 2022; 14: 476-505.
https://doi.org/10.1108/1J1S-10-2020-0201

Deal TE, Kennedy AA. Corporate cultures: The rites and rituals
of corporate life. Addison-Wesley: Boston. 1982.

Engelen A, Kaulfersch A, Schmidt S. The contingent role
of top management’s social capital on the relationship be-
tween entrepreneurial orientation and performance. Jour-
nal of Small Business Management. 2016; 54: 827-850.
http://dx.doi.org/10.1111/jsbm.12164

Hajdukovi¢ D. Montenegro-Towards the First Ecological State.
International Montenegro Foundation: Lugano. 1993.

Handy CB. Gods of management: The changing work of orga-
nizations. Oxford University Press: USA. 1995.

Hartnell CA, Kinicki AJ, Lambert LS, Fugate M, Doyle Cor-
ner P. Do similarities or differences between CEO lead-
ership and organizational culture have a more positive ef-
fect on firm performance? A test of competing predic-
tions. Journal of Applied Psychology. 2016; 101: 846-861.
https://doi.org/10.1037/apl0000083

Hofstede G. Culture’s consequences: International differences
in work-related values. SAGE Publications: International.
1984.

Hofstede G. Culture’s consequences: Comparing values, be-
haviors, institutions, and organizations across nations. Sage:
Thousand Oaks. 2001.

Isensee C, Teuteberg F, Griese KM, Topi C. The rela-
tionship between organizational culture, sustainabil-
ity, and digitalization in SMEs: A systematic review.
Journal of Cleaner Production. 2020; 275: 122944.
https://doi.org/10.1016/j.jclepro.2020.122944

Kapidani N, Bauk S, Davidson IE. Digitalization in de-

12

veloping maritime business environments towards en-
suring sustainability. Sustainability. 2020; 12:  9235.
https://doi.org/10.3390/su12219235

Lastro C, Bieber F, Marovi¢ J. Mechanisms of Dominance: Un-
derstanding 30 Years in Power of Montenegro’s Democratic
Party of Socialists. Comparative Southeast European Studies.
2023; 71: 210-236. https://doi.org/10.1515/soeu-2022-0039

Lingmont DN, Alexiou A. The contingent effect of job automat-
ing technology awareness on perceived job insecurity: Ex-
ploring the moderating role of organizational culture. Tech-
nological Forecasting and Social Change. 2020; 161: 120302.
https://doi.org/10.1016/j.techfore.2020.120302

Lisica A. On the transition and state of democ-
racy in Montenegro. Dijalog. 2024; 1-2:  63-85.
http://dx.doi.org/10.5644/DIJALOG.2024.1-2.03

Loépez-Cabarcos M, Pifieiro-Chousa J, Quifioa-Pifieiro L.
An approach to a country’s innovation considering
cultural, economic, and social conditions. Economic
Research-Ekonomska istrazivanja. 2021; 34: 2747-2766.
http://dx.doi.org/10.1080/1332021.2020.1838314

Lunt J, Hemming S, Burton K, Elander J, Baraniak A.
What workers can tell us about post-COVID work-
ability. Occupational Medicine. 2024; 74: 15-23.
http://dx.doi.org/10.1093/occmed/kqac086

McCausland T, McCausland T. Culture to support innova-
tion. Research-Technology Management. 2022; 65: 73-75.
https://doi.org/10.1080/08956308.2022.2024711

Monstat. Women and men in Montenegro. 2020. Available at:
https://www.monstat.org/eng/publikacije_page.php?id=205
(Accessed: 5 April 2025).

Monstat. The 2023 census of population, households, and
dwellings, population of Montenegro by sex and age. 2024a.
Available at: chrome-extension://efaidnbmnnnibpcajpcglclef
indmkaj/https://www.monstat.org/uploads/files/popis%2020
21/saopstenja/SAOPSTENJE_Popis%20stanovnistva%2020
23%201_ENG.pdf (Accessed: 5 April 2025).

Monstat. Broj i struktura poslovnih subjekata u Crnoj Gori.
2024b. Available at: chrome-extension://efaidnbmnnnibpc
ajpcglclefindmkaj/https://www.monstat.org/uploads/files/pu
blikacije/registri/Broj%?20i%20struktura%?20poslovnih%?20s
ubjekata®%20u%20Crnoj%20Gori%2C%20%202023.god.pd
f (Accessed: 5 April 2025).

Morales-Huaman HI, Medina-Valderrama CJ, Valencia-Arias A,
Vasquez-Coronado MH, Valencia J, Delgado-Caramutti J. Or-
ganizational culture and teamwork: A bibliometric perspec-
tive on public and private organizations. Sustainability. 2023;
15: 13966. http://dx.doi.org/10.3390/sul 51813966

Mushtag M, Ahmed S, Fahlevi M, Aljuaid M, Saniuk
S. Globalization and employment nexus: Moderating
role of human capital. Plos One. 2022; 17: e0276431.
http://dx.doi.org/10.1371/journal.pone.0276431

Nikéevi¢ G. Organisational culture as a function of the com-
pany’s internal environment [doctoral dissertation]. Univer-
sity of Montenegro: Podgorica. 2015. (In Serbo-Croatian)

Nikéevi¢ G. Modern trends in business in the function of busi-

&% IMR Press


https://www.imrpress.com

ness success. Agora International Journal of Economical Sci-
ences. 2023; 17: 121-129.

Nik¢evi¢ G. On organizational culture in the Western Balkans:
a review of the literature. Knowledge-International Journal.
2024; 65: 31-36.

Nikéevi¢ G, Pavicevi¢ D. Perspectives and directions of devel-
opment of organizational culture in the digital age. AGORA
International Journal of Economical Sciences. 2024; 18: 171—
181. https://doi.org/10.15837/aijes.v18i1.6720

Paais M, Pattiruhu JR. Effect of motivation, leader-
ship, and organizational culture on satisfaction and
employee performance. The Journal of Asian Fi-
nance, Economics and Business. 2020; 7: 577-588.
http://dx.doi.org/10.13106/jafeb.2020.vol7.n08.577

Pandey R, Chitranshi J. The impact of organisational culture on
employees’ behaviour in research and development organi-
sation. AIP Conference Proceedings. 2023; 2523: 030003.
https://doi.org/10.1063/5.0110634

Quinn RE, Rohrbaugh J. A spatial model of effectiveness cri-
teria: Towards a competing values approach to organiza-
tional analysis. Management Science. 1983; 29: 363-377.
https://doi.org/10.1287/mnsc.29.3.363

Rohman AF, Indiyati D, Ghina A. The influence of orga-
nizational culture and employee engagement on employ-
ees performance at Telkom University, Indonesia. Interna-
tional Journal of Science and Society. 2021; 3: 75-88.
http://dx.doi.org/10.54783/ijsoc.v3i1.268

Schwartz MS. Ethical decision-making theory: An integrated
approach. Journal of Business Ethics. 2016; 139: 755-776.
https://doi.org/10.1007/s10551-015-2886-8

Scott C, Allen J. Toward an organizational theory of meet-
ings: Structuration of organizational meeting culture. Or-
ganizational Psychology Review. 2023; 13: 506-531.

http://dx.doi.org/10.1177/20413866221127249

Sonnenfeld J, Ward A. How great leaders rebound after ca-

&% IMR Press

reer disasters. Organizational Dynamics. 2008; 37: 1-20.
http://dx.doi.org/10.1007/978-1-137-24203-7_25

Suminar A, Telaumbanua EP. The Implementaion Strategical Of
Human Resource System Towards The Globalization Chal-
lenges: Review International Articles. OIKONOMIA: Jour-
nal of Economics and Management Science. 2023; 1: 8-13.
https://doi.org/10.59165/oikonomia.v1il.9

Tabatabaei S. A new model for evaluating the impact
of organizational culture variables on the success of
knowledge management in organizations using the
TOPSIS multi-criteria algorithm: Case study. Comput-
ers in Human Behavior Reports. 2024; 14: 100417.
http://dx.doi.org/10.1016/j.chbr.2024.100417

Tulcanaza-Prieto AB, Aguilar-Rodriguez IE, Artieda C. Orga-
nizational culture and corporate performance in the ecuado-
rian environment. Administrative Sciences. 2021; 11: 132.
https://doi.org/10.3390/admscil 1040132

Vazquez-Martinez UJ, Morales-Mediano J, Leal-Rodriguez AL.

The impact of the COVID-19 crisis on consumer pur-
chasing motivation and behavior. European Research on

Management and Business Economics. 2021; 27: 100166.
http://dx.doi.org/10.1016/j.iedeen.2021.100166

Vonk A, Silva VF. Globalization, ‘Best’” Management
Practices, and Cultural Awareness. In Cultural Con-
fluence in Organizational Change. Palgrave Studies in
African Leadership. Palgrave Macmillan: Cham. 2024.
http://dx.doi.org/10.1007/978-3-031-45403-5_2

Wang M, Huang C, Yang J, Huang Z. Industrial and or-
ganizational psychology from a global perspective.
Oxford Research Encyclopedia of Psychology. 2022.
https://doi.org/10.1093/acrefore/9780190236557.013.214

Wu R, Alvarado R, Méndez P, Tillaguango B. Impact of infor-
mational and cultural globalization, R&D, and urbanization
on Inequality. Journal of the Knowledge Economy. 2024; 15:
1666—1702. http://dx.doi.org/10.1007/s13132-023-01146-7

13


https://www.imrpress.com

	1. Introduction
	2. Literature Review
	2.1 Organizational Culture
	2.2 Specifics of the Montenegrin Organizational Culture
	2.3 The Impact of Globalization on Organizational Culture

	3. Problem Statement
	3.1 Reluctance Towards Research and Innovation
	3.2 Lack of Teamwork and Concern for Employee Welfare
	3.3 Centralized Approach to Decision Making
	3.4 Lack of Market-Oriented Attitudes

	4. Theoretical Framework
	5. Methodology
	Sample

	6. Analysis and Findings
	7. Discussion
	8. Conclusion
	Availability of Data and Materials
	Author Contributions
	Acknowledgment
	Funding
	Conflict of Interest
	References

