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Abstract. Achieving economic development of the enterprise is enabled by the efficient use of 
resources, efficient processes and, last but not least, a suitable corporate culture. Under the influ-
ence of a dynamically changing business environment, corporate culture is gaining in importance 
and justification. It needs to be monitored and evaluated together with “hard” business indicators. 
The research explores the key values that should be applied in corporate culture at the strategic 
level to support the economic development of small and medium-sized enterprises. The differ-
ences between small and medium-sized enterprises operating in the industrial sector in Slovakia 
are defined. As managers have a direct impact on the creation of corporate culture, their prefer-
ences regarding corporate culture are examined, using the methodology of Cameron and Quinn. 
The results of the research prove the preference for applying key values typical for a clan culture. 
Following the results, it is recommended managers to focus on supporting a clan culture that 
develops employees. It is the employees who create and build values, bring new, innovative ideas, 
and with their abilities and skills influence the performance, competitive advantage, economic 
development, and success of the entire enterprise as well as economic development of small and 
medium-sized enterprises.

Keywords: economic development, small and medium enterprises, corporate culture, strategy in 
corporate culture, the methodology of Cameron and Quinn, Tukey’s HSD test, the clan corporate 
culture.

JEL Classification: F63, M14, O15.

Introduction 

In the economic development of the economy, small and medium-sized enterprises (SMEs) 
have an irreplaceable place. They are considered to be the driving force of the economy. 
They contribute significantly to the increase of innovative activities of companies, to the flex-
ible introduction of new products, to the creation of job opportunities (Lobos et al., 2020; 
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Soewarno & Tjahjadi, 2020). According to research of Anguelov and Angelova (2021), Hed-
vicakova and Kral (2021), and Tian et al. (2021) under the influence of increasing globaliza-
tion and current trends, the demands on enterprises to create effective strategies to succeed 
in a highly competitive environment are growing. In order to achieve the overall success of 
the enterprise in a dynamically changing business environment, corporate culture is gaining 
in importance and justification because it is one of the factors that affects the performance, 
competitive advantage, economic development, and success of the entire enterprise (Vukaso-
vic et al., 2021; Mohelska & Sokolova, 2018). Corporate culture inevitably distinguishes one 
enterprise from another. It contributes to the willingness of employees to engage in the goals 
of the enterprise, to strengthen the initiative, to the quality of employees’ work, to support 
their loyalty, to the responsibility towards the enterprise and to communicate effectively. It 
manifests subsequently in the economic development of the enterprise, its competitive ad-
vantage and overall success of the enterprise.

The term corporate culture originated in the 1960s, in the context of differences in corpo-
rate governance in the US (hierarchical type) and companies in Japan (clan tradition). Aware-
ness of corporate culture has undoubtedly increased as a result of the growth of companies 
and their expansion abroad, where companies have found themselves in competition with 
other national cultures. When companies became aware of themselves as actors on the social 
scene, corporate culture became another aspect of business that needed to be monitored 
and evaluated, along with “hard” key performance indicators (Abdi et al., 2018). At present, 
corporate culture is an important element of corporate governance that influences enterprise 
operations (Kotter & Heskett, 2011), its success (Vlaicu et al., 2019; Rezaei et al., 2016), com-
petitiveness, social responsibility, innovation, and performance (Ha, 2020; Kraśnicka et al., 
2018). The paper fills the gap in existing knowledge by identifying the key values that should 
be applied in corporate culture at the strategic level to support the economic development 
of SMEs in Slovakia.

1. Literature review

Corporate culture is an interdisciplinary concept that does not have a uniform definition, 
model or approach it. O’Reilly and Chatman (1996) argue that corporate culture can be seen 
as a set of norms and values that are widely shared and strongly held throughout the enter-
prise. According to Denison and Spreitzer (1991), corporate culture represents the basic val-
ues, opinions and assumptions that exist in a enterprise, patterns of behavior, that result from 
these common meanings and symbols that represent the connection between the assump-
tions, values, and behavior of enterprise members. Guiso et al. (2015) argue that corporate 
culture is a secret recipe for customer acquisition that revolves around teamwork, integrity, 
a spirit of humility and end-customer work. Stachová et al. (2015) considers corporate cul-
ture to be something like an enterprise’s personality. It is a reflection of human dispositions, 
thinking and behavior of people in the enterprise. It affects the human consciousness and 
the subconscious and manifests itself in both (Guiso et al. 2015; Fernandez & Fogli, 2009). 
It is a kind of active living phenomenon that concerns people’s ideas and values influenc-
ing employee behavior (Chen et al., 2021; Teräväinen et al., 2018). Corporate culture is the 



222 S. Lorincová et al. The role of corporate culture in economic development of small and medium-sized ...

implicit awareness of an enterprise that results from the behavior of the organization’s mem-
bers (Diedrich, 2017). Despite the differences in defining the essence of corporate culture, 
most authors incorporate certain common characteristics into its definitions. These include 
patterns of basic assumptions about employee behavior; values influencing the behavior of 
individuals, by drawing a line between what is permissible and inadmissible; the symbolism 
by which values are conveyed to employees of the enterprise.

Just as there is no uniformity in the definitions of corporate culture, there is no unifor-
mity in its models and typologies. Kets De Vries and Miller (1984) examined the corporate 
culture in relation to the mental states of employees. Sonnenfeld (1988) dealt with human 
personality types. In the context of corporate culture, Miles et al. (1978) analyzed the adap-
tation of an enterprise to the indoor environment. In addition to these typologies, there are 
a number of others (e.g. Handy, 1985; Deal & Kennedy, 1982; Harrison, 1972) that map the 
complexity of an enterprise’s social environment and make it possible to understand the basic 
characteristics that distinguish companies.

We consider the typology of Cameron and Quinn (1999) as the most complex typology. 
It deals with corporate culture not only in relation to the degree of flexibility and control 
but also to the degree of internal and external environment (Naranjo-Valencia et al., 2016; 
Cameron & Quinn, 1999; Quinn & Rohrbaugh, 1983). This typology demonstrates the link 
between perceptions of corporate culture and corporate outcomes, such as corporate effi-
ciency, development, sustainability, and overall success of the enterprise (Cameron & Quinn, 
1999). The typology defines four types of corporate culture (clan, adhocracy, market, and 
hierarchy) that correspond with the organizational theory and accurately captures the most 
important characteristics of each type of corporate culture. 

Clan culture is similar to a family business, where companies are perceived more as ex-
tended families than economic entities. Emphasis is put on teamwork and employee engage-
ment programs. Employees are invited to express their recommendations or suggestions and 
to participate in the important tasks. Clan corporate culture requires leaders to act as mentors 
who motivate employees to stimulate new knowledge and ideas (Andrianu, 2020; Hartnell 
et al., 2011). Adhocracy culture is characterized by a dynamic, entrepreneurial, and creative 
workplace. Businesses that practice this type of culture emphasize the need to be at the fore-
front of new knowledge, products, or services. This type of corporate culture assumes that 
employees will be ready for change. They must be open to experimentation and innovation. 
For success, leaders are expected to be visionary, innovative, and risk-oriented, with success 
defined as the creation of unique and authentic products (Al Issa, 2019). Another type is the 
market culture, which refers to a business oriented to results, profitability, competitiveness, 
and productivity (Hartnell et  al., 2011). Leaders of companies with a market culture are 
strongly motivated, expect high performance, and emphasize victory and the achievement 
of measurable goals (Al Issa, 2019). Pragmatism is accepted as long as it leads to agreed 
results. An enterprise dominated by the hierarchy culture demonstrates a controlling style 
of management. The leader acts as a coordinator who monitors and organizes the tasks. A 
clear corporate structure, standardized rules and procedures, strict control and well-defined 
responsibilities prevail. The hierarchy culture offers stability that is maintained by a firm and 
strict rule (Al Issa, 2019).
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According to previous research, the clan culture is typical for the healthcare sector in 
Vietnam (Van Huy et al., 2020), hotel companies in Mexico (Ibarra-Michel et al., 2019) or 
Greek banks (Belias et  al., 2015). Finnish construction industry professionals would em-
brace clan and adhocracy culture features to achieve a better level of construction efficiency 
(Teräväinen & Junnonen, 2019). Market culture is applied at Kazakh universities, but clan 
culture is preferred in future (Dostiyarova, 2016). Hierarchy culture is typical for the con-
struction industry in the Gulf Cooperation Council countries (Jaeger & Adair, 2013), Turkish 
workplaces (Caliskan & Zhu, 2019) or Polish public universities (Debski et al., 2020). In In-
donesian SMEs, market culture prevails, and an adhocracy culture is preferred in the horizon 
of 5–10 years (Aziz & Hiroshi, 2014). The presented research shows that there are differences 
in corporate culture not only from a geographical point of view but also from the point of 
view of the sectoral structure of companies. In addition, our many years of research confirm 
the fact that there are differences in corporate culture also in terms of enterprise size (Lorin-
cova et al., 2016). The research described in this study expands knowledge about corporate 
culture in economic development of SMEs from the perspective of Slovak managers, who 
make decisions in regards to management, development, communication, and innovation 
processes. In the context of corporate culture, these managers have a direct impact on its 
creation. The aim of the paper is to identify the key values that should be applied in corporate 
culture to support the economic development of SMEs operating in Slovak industrial sector. 
Industrial SMEs have a strategic position in the sectoral structure in Slovakia. They provide 
job opportunities for the largest number of employees and significantly contribute to the 
creation of added value (Statistical Office of the Slovak Republic, 2018).

2. Methodology

During the period from 2016 to 2020, managers working at the middle and top level of man-
agement in SMEs from the industrial sector were addressed by the method of stratified selec-
tion. To determine the minimum range of sample selection, the Cochran formula was used 
to determine the ideal sample size with respect to the required level of accuracy, the required 
level of confidence, and the estimated proportion of the attribute present in the population:
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where: z is critical value corresponding to the chosen reliability of the estimate; p is the es-
timated proportion of the population which has the attribute in question; q is 1 – p; e is the 
desired level of precision (i.e. the margin of error).

With a confidence level of 95%, an accuracy of at least 5% and a critical value correspond-
ing to the selected confidence of the estimate of 1.96, in order to generalize the results, the 
minimum sample size is 385 respondents. The research involved 4,234 managers working in 
SMEs, which, given the conventions used in our research, met the criterion of a minimum 
sample size. Details of the research sample are presented in Table 1. 
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Table 1. Research sample characteristics 

Age Frequency
Size of enterprise

Total
Small Medium

<30

Absolute frequency 398 406 804

Relative frequency
Column Frequency 19.48% 18.53%
Line Frequency 49.50% 50.50%
Total Frequency 9.40% 9.59% 18.99%

31–40

Absolute frequency 557 613 1,170

Relative frequency
Column Frequency 27.26% 27.98%
Line Frequency 47.61% 52.39%
Total Frequency 13.16% 14.48% 27.63%

41–50

Absolute frequency 534 594 1,128

Relative frequency
Column Frequency 26.14% 27.11%
Line Frequency 47.34% 52.66%
Total Frequency 12.61% 14.03% 26.64%

>50

Absolute frequency 554 578 1,132

Relative frequency
Column Frequency 27.12% 26.38%
Line Frequency 48.94% 51.06%
Total Frequency 13.08% 13.65% 26.74%

Total
Absolute frequency 2,043 2,191 4,234
Relative frequency 48.25% 51.75%

Note: Column Frequency – the share of the number of respondents according to the size of the enter-
prise; Line Frequency – the share of the number of respondents according to the age of the respondents; 
Total Frequency – the share of the number of respondents in the total number of respondents.

Managers were addressed by the method of sociological survey through questionnaires. 
In the first part of the questionnaire, managers were asked to identify their socio-demograph-
ic characteristics and the enterprise they work for. Subsequently, according to the methodol-
ogy of Cameron and Quinn (1999), managers defined the preferred level of corporate culture 
using the six dimensions (dominant characteristics, organizational leadership, management 
of employees, organization glue, strategic emphases, and criteria of success). Within each di-
mension, they divided 100 points between four alternatives (alternative A corresponds to the 
clan culture; alternative B corresponds to the adhocracy culture; alternative C corresponds to 
the market culture; alternative D corresponds to the hierarchy culture) depending on their 
vision of how the enterprise should look like in the horizon of five to ten years. In the final 
phase, in accordance with the methodology of Cameron and Quinn (1999), the preferred 
type of corporate culture was defined at the strategic level by averaging the individual values.

The results obtained were further processed using statistical software RStudio. The meth-
ods of inductive statistics were used to test the significance of differences partially in indi-
vidual dimensions in corporate culture as well as in the preferred type of corporate culture 
between SMEs. The researched issue was further expanded to differentiate the perception 
of corporate culture in terms of age group managers. The opinions of managers in the age 
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categories up to 30 years, 31–40 years, 41–50 years, and over 50 years were examined. The 
research hypotheses were verified by means of interval estimates, Tukey’s HSD test and the 
usual 5% level of significance of the test:

1. It is assumed that in individual dimensions of corporate culture, key values typical for 
Alternative A will be preferred by managers of all age categories.

2. It is assumed that a clan corporate culture will be preferred by managers of all age 
categories.

3. Results and discussion

Each enterprise creates its own culture, which has its own specifics, originality, and unique-
ness, and which support the performance, competitive advantage, economic development, 
and success of the entire enterprise. Nevertheless, many values of the corporate culture of one 
enterprise overlap with the values of the corporate culture of other companies. In the follow-
ing section, key values in SMEs in six dimensions will be defined: dominant characteristics, 
organizational leadership, management of employees, organization glue, strategic emphases, 
and criteria of success.

3.1. Dominant characteristics

The results for the first dimension – dominant characteristics – are presented in Table 2. At a 
strategic level, SME managers of all ages prefer to apply the key values typical of Alternative 
A, according to which companies should be perceived as very personal places that resemble 
a multi-member family, where employees will often interact and share a lot of personal in-
formation and features. Despite the mutual consensus in respondents’ opinions, statistical 
testing confirmed the existence of differences in the opinions of managers in all age categories 
in Alternative A. Statistically significant differences in corporate culture between SMEs are 
highlighted in Table 2.

3.2. Organizational leadership

Table 3 presents the results in the dimension of organizational leadership. The opinions of 
managers of small enterprises in terms of individual age categories are not clear. Although 
the Alternative A was perceived as the most important, also Alternative B and Alternative 
D scored relatively high. Based on these results, we can state that managers of small en-
terprises from the industrial sector prefer that management be based on a combination of 
key values from the alternatives A, B, and D. Managers of these companies should play the 
role of mentors (Alternative A), visionaries (Alternative B), and at the same time coordina-
tors (Alternative D). Managers of medium-sized enterprises over the age of 31 prefer that 
the key values typical of Alternative D be clearly applied in management, and management 
should be based on organized coordination and monitoring. Statistical testing confirmed 
the existence of differences in the opinions of managers in all age categories in Alternative 
B, and Alternative D. Statistically significant differences in corporate culture between SMEs 
are presented in Table 3.
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Table 2. Testing the significance of differences in the dimension of dominant characteristics
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<30

A
Small 0.380 0.011 0.358 0.401

0.034 0.008 4.187 0.011*
Medium 0.346 0.011 0.325 0.367

B
Small 0.224 0.008 0.208 0.241

0.009 0.006 1.448 1.000
Medium 0.216 0.008 0.199 0.232

C
Small 0.252 0.009 0.234 0.269

–0.013 0.007 –1.944 0.990
Medium 0.265 0.009 0.247 0.283

D
Small 0.236 0.009 0.219 0.253

–0.008 0.006 –1.234 1.000
Medium 0.244 0.009 0.227 0.262

31–40

A
Small 0.381 0.009 0.364 0.398

0.034 0.008 4.188 0.011*
Medium 0.347 0.008 0.331 0.363

B
Small 0.236 0.007 0.222 0.249

0.009 0.006 1.448 1.000
Medium 0.226 0.007 0.213 0.239

C
Small 0.262 0.007 0.247 0.276

–0.014 0.007 –1.945 0.990
Medium 0.275 0.007 0.261 0.290

D
Small 0.234 0.007 0.221 0.247

–0.008 0.006 –1.234 1.000
Medium 0.242 0.007 0.228 0.256

41–50

A
Small 0.379 0.008 0.364 0.395

0.034 0.008 4.191 0.011*
Medium 0.346 0.008 0.330 0.361

B
Small 0.211 0.006 0.199 0.223

0.008 0.006 1.449 1.000
Medium 0.203 0.006 0.191 0.214

C
Small 0.249 0.007 0.236 0.262

–0.013 0.007 –1.944 0.990
Medium 0.262 0.007 0.248 0.276

D
Small 0.257 0.007 0.243 0.270

–0.008 0.007 –1.234 1.000
Medium 0.265 0.007 0.251 0.279

>50

A
Small 0.406 0.010 0.386 0.426

0.035 0.008 4.179 0.011*
Medium 0.371 0.009 0.353 0.389

B
Small 0.201 0.007 0.188 0.215

0.008 0.006 1.444 1.000
Medium 0.193 0.006 0.181 0.206

C
Small 0.250 0.008 0.234 0.266

–0.013 0.007 –1.950 0.989
Medium 0.263 0.008 0.248 0.279

D
Small 0.230 0.008 0.215 0.245

–0.008 0.006 –1.236 1.000
Medium 0.237 0.007 0.223 0.252

Note: *p < 0.05.
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Table 3. Testing the significance of differences in the dimension of organizational leadership 
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<30

A
Small 0.322 0.011 0.301 0.343

0.025 0.008 3.225 0.254
Medium 0.297 0.010 0.278 0.317

B
Small 0.299 0.010 0.279 0.319

0.039 0.007 5.336 0.000*
Medium 0.260 0.009 0.242 0.279

C
Small 0.276 0.009 0.259 0.293

0.010 0.006 1.860 0.995
Medium 0.239 0.008 0.224 0.254

D
Small 0.194 0.008 0.178 0.209

–0.050 0.007 –6.804 0.000*
Medium 0.183 0.007 0.169 0.198

31–40

A
Small 0.267 0.009 0.248 0.286

0.024 0.008 3.226 0.254
Medium 0.317 0.011 0.297 0.338

B
Small 0.316 0.008 0.300 0.332

0.038 0.007 5.344 0.000*
Medium 0.291 0.008 0.276 0.307

C
Small 0.291 0.008 0.276 0.307

0.010 0.005 1.860 0.995
Medium 0.253 0.007 0.239 0.267

D
Small 0.180 0.006 0.169 0.191

–0.055 0.008 –6.853 0.000*
Medium 0.170 0.005 0.160 0.181

41–50

A
Small 0.318 0.008 0.302 0.334

0.025 0.008 3.228 0.252
Medium 0.373 0.009 0.356 0.391

B
Small 0.331 0.008 0.316 0.347

0.038 0.007 5.352 0.000*
Medium 0.306 0.008 0.291 0.321

C
Small 0.286 0.007 0.272 0.301

0.010 0.005 1.861 0.995
Medium 0.249 0.007 0.236 0.262

D
Small 0.178 0.005 0.167 0.188

–0.054 0.008 –6.843 0.000*
Medium 0.168 0.005 0.158 0.178

>50

A
Small 0.303 0.007 0.288 0.318

0.025 0.008 3.216 0.260
Medium 0.357 0.008 0.341 0.373

B
Small 0.329 0.009 0.310 0.347

0.037 0.007 5.299 0.000*
Medium 0.304 0.009 0.287 0.321

C
Small 0.160 0.006 0.149 0.172

0.009 0.005 1.853 0.995
Medium 0.151 0.005 0.141 0.162

D
Small 0.323 0.009 0.305 0.341

–0.055 0.008 –6.885 0.000*
Medium 0.378 0.010 0.360 0.397

Note: * p < 0.05.

3.3. Management of employees

Details of the results of examining employee management are presented in Table 4. SMEs 
managers of all ages prefer to apply the key values typical of Alternative A. Following the 
results, it can be concluded that to support the economic development of small and medium-
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sized enterprises, employee management should focus on teamwork and collaboration. More 
statistically significant differences were confirmed in the opinions of managers in all age 
categories in Alternative B. 

Table 4. Testing the significance of differences in the dimension of management of employees
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<30

A
Small 0.432 0.011 0.409 0.454

0.014 0.008 1.720 0.999
Medium 0.417 0.011 0.395 0.439

B
Small 0.215 0.008 0.199 0.231

0.023 0.006 4.053 0.019*
Medium 0.191 0.008 0.177 0.206

C
Small 0.176 0.007 0.162 0.190

0.011 0.005 2.178 0.953
Medium 0.165 0.007 0.152 0.179

D
Small 0.270 0.009 0.252 0.288

–0.021 0.007 –2.991 0.420
Medium 0.291 0.010 0.272 0.310

31–40

A
Small 0.426 0.009 0.409 0.443

0.014 0.008 1.720 0.999
Medium 0.412 0.009 0.395 0.429

B
Small 0.221 0.006 0.208 0.233

0.024 0.006 4.061 0.018*
Medium 0.197 0.006 0.185 0.209

C
Small 0.168 0.005 0.158 0.179

0.011 0.005 2.178 0.953
Medium 0.157 0.005 0.147 0.167

D
Small 0.286 0.008 0.271 0.301

–0.022 0.007 –2.996 0.416
Medium 0.308 0.008 0.293 0.323

41–50

A
Small 0.454 0.008 0.437 0.470

0.015 0.008 1.720 0.999
Medium 0.439 0.008 0.423 0.456

B
Small 0.214 0.006 0.202 0.226

0.023 0.006 4.067 0.018*
Medium 0.191 0.006 0.180 0.202

C
Small 0.155 0.005 0.146 0.164

0.010 0.005 2.180 0.953
Medium 0.145 0.005 0.136 0.154

D
Small 0.283 0.007 0.269 0.297

–0.022 0.007 –2.994 0.418
Medium 0.305 0.007 0.290 0.320

>50

A
Small 0.498 0.010 0.477 0.518

0.015 0.009 1.720 0.999
Medium 0.483 0.010 0.464 0.502

B
Small 0.200 0.007 0.186 0.213

0.022 0.005 4.028 0.020*
Medium 0.178 0.006 0.166 0.189

C
Small 0.145 0.005 0.134 0.155

0.009 0.004 2.168 0.956
Medium 0.135 0.005 0.126 0.145

D
Small 0.280 0.008 0.263 0.296

–0.022 0.007 –3.004 0.410
Medium 0.301 0.008 0.285 0.318

Note: *p < 0.05.
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3.4. Organization glue

Alternative A achieved the highest rating in the fourth examined dimension of organization 
glue (Table 5). Managers of all ages working in SMEs from the industrial sector are of the 
opinion that employees should be united by loyalty and mutual trust to support the economic 
development of small and medium-sized enterprises. Employees should be highly committed 
to their enterprise. Following the results presented in Table 5, it can be stated, that despite 
the mutual consensus in respondents’ opinions, statistical testing confirmed the existence of 
differences in the opinions of managers in all age categories in mainly in Alternative A, and 
Alternative D. 

Table 5. Testing the significance of differences in the dimension of organization glue 

A
ge

A
lte

rn
at

iv
e

Si
ze

d 
of

en
te

rp
ris

e

Em
m

ea
n

St
an

da
rd

er
ro

r

A
sy

m
p.

LC
L

A
sy

m
p.

U
C

L

Es
tim

at
e

St
an

da
rd

er
ro

r

z-
ra

tio

p-
le

ve
l

<30

A Small 0.359 0.011 0.339 0.380 0.044 0.008 5.709 0.000*Medium 0.316 0.010 0.296 0.336

B Small 0.240 0.009 0.223 0.257 0.002 0.006 0.327 1.000Medium 0.237 0.009 0.221 0.254

C Small 0.229 0.008 0.213 0.246 –0.007 0.006 –1.137 1.000Medium 0.237 0.009 0.220 0.253

D Small 0.227 0.008 0.210 0.243 –0.028 0.006 –4.371 0.005*Medium 0.255 0.009 0.237 0.272

31–40

A Small 0.390 0.009 0.373 0.406 0.045 0.008 5.717 0.000*Medium 0.344 0.008 0.328 0.360

B Small 0.236 0.007 0.223 0.249 0.002 0.006 0.327 1.000Medium 0.234 0.007 0.221 0.247

C Small 0.250 0.007 0.236 0.263 –0.008 0.007 –1.138 1.000Medium 0.257 0.007 0.243 0.271

D Small 0.234 0.007 0.220 0.247 –0.029 0.007 –4.385 0.005*Medium 0.262 0.007 0.248 0.276

41–50

A Small 0.396 0.008 0.380 0.412 0.046 0.008 5.722 0.000Medium 0.350 0.008 0.335 0.366

B Small 0.226 0.006 0.214 0.238 0.002 0.006 0.327 1.000Medium 0.224 0.006 0.212 0.236

C Small 0.252 0.007 0.239 0.264 –0.008 0.007 –1.137 1.000Medium 0.259 0.007 0.246 0.272

D Small 0.231 0.006 0.219 0.243 –0.028 0.006 –4.382 0.005*Medium 0.259 0.007 0.246 0.272

>50

A Small 0.416 0.010 0.396 0.435 0.046 0.008 5.701 0.000*Medium 0.369 0.009 0.351 0.387

B Small 0.224 0.007 0.209 0.238 0.002 0.006 0.327 1.000Medium 0.222 0.007 0.208 0.235

C Small 0.241 0.008 0.226 0.257 –0.007 0.006 –1.139 1.000Medium 0.249 0.008 0.234 0.264

D Small 0.220 0.007 0.205 0.234 –0.027 0.006 –4.406 0.004*Medium 0.247 0.007 0.232 0.262

Note: *p < 0.05.
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3.5. Strategic emphases

Following the research results presented in Table 6, it can be stated that in the dimension 
of strategic emphases the highest rating was achieved by alternative A. According to SMEs 
managers of all ages, corporate strategies should focus on the key values typical for the high-
est rated Alternative A. Business strategies should focus on human development, high trust, 
openness, and cooperation which will support the economic development of the enterprise. 
Despite the mutual consensus in respondents’ opinions, statistical testing confirmed the ex-
istence of differences in the opinions of managers in all age categories in Alternative A, and 
Alternative D in the dimension of strategic emphases as well.

Table 6. Testing the significance of differences in the dimension of strategic emphases

A
ge

A
lte

rn
at

iv
e

Si
ze

d 
of

en
te

rp
ris

e

Em
m

ea
n

St
an

da
rd

er
ro

r

A
sy

m
p.

LC
L

A
sy

m
p.

U
C

L

Es
tim

at
e

St
an

da
rd

er
ro

r

z-
ra

tio

p-
le

ve
l

<30

A Small 0.381 0.011 0.360 0.402 0.059 0.008 7.630 0.000*Medium 0.323 0.010 0.303 0.342

B Small 0.245 0.009 0.228 0.262 0.006 0.006 0.944 1.000Medium 0.239 0.009 0.222 0.256

C Small 0.222 0.008 0.206 0.238 –0.007 0.006 –1.131 1.000Medium 0.229 0.008 0.213 0.246

D Small 0.233 0.008 0.217 0.250 –0.036 0.007 –5.545 0.000*Medium 0.270 0.009 0.252 0.288

31–40

A Small 0.395 0.008 0.379 0.412 0.060 0.008 7.644 0.000*Medium 0.336 0.008 0.320 0.351

B Small 0.254 0.007 0.240 0.267 0.006 0.007 0.944 1.000Medium 0.247 0.007 0.234 0.261

C Small 0.227 0.006 0.215 0.240 –0.007 0.006 –1.131 1.000Medium 0.234 0.007 0.221 0.247

D Small 0.217 0.006 0.205 0.230 –0.035 0.006 –5.565 0.000*Medium 0.252 0.007 0.238 0.266

41–50

A Small 0.401 0.008 0.385 0.417 0.060 0.008 7.654 0.000*Medium 0.341 0.008 0.326 0.356

B Small 0.234 0.006 0.222 0.247 0.006 0.006 0.945 1.000Medium 0.229 0.006 0.216 0.241

C Small 0.210 0.006 0.199 0.222 –0.007 0.006 –1.131 1.000Medium 0.217 0.006 0.205 0.229

D Small 0.244 0.006 0.231 0.256 –0.037 0.007 –5.567 0.000*Medium 0.281 0.007 0.267 0.295

>50

A Small 0.392 0.010 0.373 0.411 0.059 0.008 7.599 0.000*Medium 0.333 0.009 0.316 0.349

B Small 0.249 0.008 0.233 0.264 0.006 0.006 0.943 1.000Medium 0.243 0.007 0.228 0.257

C Small 0.222 0.007 0.207 0.236 –0.007 0.006 –1.133 1.000Medium 0.229 0.007 0.215 0.242

D Small 0.233 0.008 0.219 0.248 –0.036 0.006 –5.601 0.000*Medium 0.270 0.008 0.254 0.285
Note: *p < 0.05.
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3.6. Criteria of success

The results achieved in the dimension of success criteria are presented in Table 7. Managers 
of all ages working in SMEs from the industrial sector agreed and assigned the highest values 
to Alternative A. The SMEs should define success on the basis of development of human re-
sources, teamwork, employee commitment, and care for people. Despite the mutual consen-
sus in respondents’ opinions, in the dimension of criteria of success, statistically significant 
differences were confirmed in the opinions of managers in all age categories in Alternative D. 

Table 7. Testing the significance of differences in the dimension of criteria of success
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A Small 0.379 0.011 0.357 0.401 0.027 0.008 3.319 0.201Medium 0.352 0.011 0.331 0.373

B Small 0.243 0.009 0.225 0.260 0.020 0.006 3.202 0.268Medium 0.222 0.008 0.206 0.239

C Small 0.214 0.008 0.197 0.230 0.010 0.006 1.762 0.998Medium 0.203 0.008 0.188 0.219

D Small 0.235 0.009 0.218 0.252 –0.054 0.007 –7.700 0.000*Medium 0.289 0.010 0.270 0.309

31–40

A Small 0.418 0.009 0.401 0.436 0.028 0.008 3.320 0.201Medium 0.390 0.009 0.373 0.408

B Small 0.241 0.007 0.228 0.255 0.020 0.006 3.204 0.267Medium 0.221 0.007 0.208 0.234

C Small 0.220 0.007 0.207 0.233 0.011 0.006 1.763 0.998Medium 0.209 0.006 0.197 0.222

D Small 0.234 0.007 0.220 0.247 –0.053 0.007 –7.757 0.000*Medium 0.287 0.008 0.272 0.302

41–50

A Small 0.442 0.009 0.425 0.459 0.028 0.009 3.321 0.200Medium 0.414 0.009 0.397 0.430

B Small 0.227 0.006 0.215 0.239 0.020 0.006 3.207 0.265Medium 0.208 0.006 0.196 0.219

C Small 0.211 0.006 0.200 0.223 0.010 0.006 1.764 0.998Medium 0.201 0.006 0.190 0.213

D Small 0.229 0.006 0.216 0.241 –0.053 0.007 –7.747 0.000*Medium 0.281 0.007 0.267 0.296

>50

A Small 0.460 0.010 0.440 0.481 0.029 0.009 3.317 0.202Medium 0.432 0.010 0.413 0.451

B Small 0.237 0.008 0.222 0.252 0.020 0.006 3.188 0.277Medium 0.217 0.007 0.203 0.231

C Small 0.197 0.007 0.183 0.210 0.010 0.006 1.757 0.998Medium 0.187 0.006 0.174 0.199

D Small 0.227 0.008 0.212 0.242 –0.052 0.007 –7.810 0.000*Medium 0.279 0.008 0.263 0.296
Note: *p < 0.05.



232 S. Lorincová et al. The role of corporate culture in economic development of small and medium-sized ...

3.7. Preferred type of corporate culture in SMEs

In the final phase, in accordance with the methodology of Cameron and Quinn (1999), the 
preferred type of corporate culture was defined at the strategic level by averaging the indi-
vidual values. The results presented in Table 8 show that managers of all ages working in Slo-
vak SMEs from the industrial sector prefer the application of key values typical for the clan 
culture. Managers are of the opinion that emphasis should be placed on flexibility, power, 
and family relationships within the enterprise. Teamwork should be crucial. Decision-making 

Table 8. Testing the significance of differences in the preferred type of corporate culture

A
ge

Ty
pe

 o
f 

co
rp

or
at

e
cu

ltu
re

Si
ze

d 
of

en
te

rp
ris

e

Em
m

ea
n

St
an

da
rd

er
ro

r

A
sy

m
p.

LC
L

A
sy

m
p.

U
C

L

Es
tim

at
e

St
an

da
rd

er
ro

r

z-
ra

tio

p-
le

ve
l

<30

Clan Small 0.364 0.006 0.352 0.377 0.031 0.005 6.811 0.000*Medium 0.333 0.006 0.321 0.345

Adhocracy Small 0.221 0.005 0.211 0.232 0.018 0.004 4.726 0.001*Medium 0.203 0.005 0.193 0.213

Market Small 0.189 0.005 0.179 0.198 –0.001 0.004 –0.314 1.000Medium 0.190 0.005 0.180 0.200

Hierarchy Small 0.230 0.005 0.219 0.240 –0.036 0.004 –8.885 0.000*Medium 0.266 0.006 0.255 0.277

31–40

Clan Small 0.372 0.005 0.363 0.382 0.032 0.005 6.813 0.000*Medium 0.341 0.005 0.331 0.350

Adhocracy Small 0.225 0.004 0.216 0.233 0.018 0.004 4.730 0.001*Medium 0.206 0.004 0.198 0.214

Market Small 0.198 0.004 0.191 0.206 –0.001 0.004 –0.314 1.000Medium 0.200 0.004 0.192 0.207

Hierarchy Small 0.239 0.004 0.231 0.248 –0.037 0.004 –8.929 0.000*Medium 0.277 0.005 0.268 0.285

41–50

Clan Small 0.385 0.005 0.375 0.394 0.032 0.005 6.817 0.000*Medium 0.353 0.005 0.344 0.362

Adhocracy Small 0.208 0.004 0.200 0.215 0.017 0.004 4.734 0.001*Medium 0.190 0.004 0.183 0.197

Market Small 0.188 0.004 0.181 0.195 –0.001 0.004 –0.314 1.000Medium 0.189 0.004 0.182 0.196

Hierarchy Small 0.245 0.004 0.237 0.253 –0.038 0.004 –8.924 0.000*Medium 0.283 0.004 0.274 0.291

>50

Clan Small 0.401 0.006 0.390 0.413 0.033 0.005 6.798 0.000*Medium 0.369 0.005 0.358 0.379

Adhocracy Small 0.202 0.005 0.194 0.211 0.017 0.004 4.702 0.001*Medium 0.185 0.004 0.177 0.193

Market Small 0.176 0.004 0.168 0.184 –0.001 0.003 –0.315 1.000Medium 0.177 0.004 0.169 0.185

Hierarchy Small 0.237 0.005 0.228 0.247 –0.037 0.004 –8.979 0.000*Medium 0.274 0.005 0.265 0.284
Note: *p < 0.05.
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should be relatively strong, as the participation of employees has important effects on trust, 
and intimacy between team members, affecting human relations, group unity, cooperation, 
enterprise efficiency, performance, competitive advantage, economic development, and suc-
cess of the entire enterprise. The goals of individuals should be in line with corporate goals 
based on their trust in the business. Equal opportunities should be created for all employees. 
Strong and clearly defined socially responsible practices should be adopted. The enterprise 
should perceive employee development as an investment in its sustainable development. De-
spite the mutual consensus in respondents’ opinions, statistical testing confirmed the exis-
tence of differences in the opinions of managers in all age categories in clan, adhocracy, and 
hierarchy corporate culture.

Corporate culture is a continuous, dynamically evolving phenomenon, it does not arise 
or disappear at a certain moment but requires continual development. Its effective formation 
and use in business management is based primarily on knowledge and understanding of the 
meaning of individual corporate rituals and practices. Each enterprise creates its own culture, 
which has its own specificity, originality, uniqueness, and has important effects on perfor-
mance, competitive advantage, economic development, and success of the entire enterprise. 
Nevertheless, many values of the corporate culture of one enterprise overlap with the values 
of the corporate culture of other companies. Following the results, we can conclude that the 
preferred level of individual dimensions of corporate culture and preferred type of corporate 
culture in Slovak SMEs from the industrial sector does not differ. The research hypotheses 
were confirmed. Managers SMEs of all ages prefer the key values typical of a clan corporate 
culture to be applied at the strategic level to support the economic development of small 
and medium-sized enterprises. The results obtained are consistent with previous research 
(Andrianu, 2020; De Waal et al., 2017), which suggests that clan culture should be applied 
in companies, focusing on employees, developing human competencies, and strengthening 
corporate culture by building consensus. As employees are the creators and representatives of 
corporate culture, it can be concluded that corporate culture positively influences decision-
making, cooperation, communication, motivation, level of cooperation, problem solving, 
which has important effects on performance, competitive advantage, economic development, 
and success of the entire enterprise. Corporate culture also unifies various organizational lev-
els with the enterprise management in their efforts of achieving organizational goals, which 
become accepted and supported by all employees (Terek Stojanović et al., 2020; Linnenluecke 
& Griffiths, 2010). Each entity, made up of individuals and social groups, is therefore gov-
erned by a complex cultural system which contributes to its internal coherence. This creates 
the conditions for its effective functioning with respect for moral, ethical, and ecological 
aspects, which documents a responsible approach to future generations (Purvis et al., 2019). 
At the same time, corporate culture gives individuals the opportunity to justify their behavior 
in relation to the values preferred in the enterprise; managers can use it to support activities 
that are of interest not only to them but also to employees (Lee & Kim, 2017; Berrio, 2003).

We consider clan culture to be the most suitable type of corporate culture for Slovak 
SMEs from the industrial sector because it provides space for employee development, and 
emphasis on teamwork and communication as it has important effects on support the eco-
nomic development of small and medium-sized enterprises. Achieving a clan culture is pos-
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sible through employee management, which should be focused on collaboration. Managers 
should prefer a range of common, relatively consistent values and rules of conduct that are 
accepted by most employees, which ultimately leads to more efficient management. Employ-
ees should be in frequent contact with each other. Members should see themselves as part 
of one large family that is active and engaged. The work environment should be reminiscent 
of an extended family, where equal opportunities are created for all employees. Management 
should take the form of mentoring, with leaders playing the role of advisors or mentors. 
The glue that holds the organization together is loyalty and mutual trust. Commitment to 
the business should run high. The long-term benefits of each person’s development should 
be emphasized. Great importance should be attached to cohesion, morality, and the work-
ing environment. Success should be understood in terms of the internal environment, care 
for employees, and long-term investment in human resources. The core values should be 
rooted in teamwork, participation, communication, and consensus, as confirmed by previ-
ous research (Demski et al., 2016; Lizbetinova, 2014). It is precisely the employees who are 
the “engine” that sets in motion other resources and determines their use (Davidescu et al., 
2020). Employees are considered valuable and irreplaceable capital, for example, in terms of 
achieving long-term goals of a successful enterprise (Salama & Oláh, 2019; Lim et al., 2016). 
Qualified employees are important because they bring unique intellectual capital that can in-
fluence organizational performance and other firm level outcome (Smaliukiene & Bekesiene, 
2020; Arijs et al., 2018). Also based on the previous research (Ancillo et al., 2021; Davidescu 
et al., 2019; Vnouckova et al., 2015) employees carry new knowledge, ideas, experience, and 
skills, thus contributing to increasing not only the performance, competitive advantage, eco-
nomic development, and success of the entire enterprise but also economic development of 
the small and medium-sized enterprises.

Conclusions

The presented research on corporate culture examined the key values that should be applied 
in SMEs from the industrial sector in Slovakia at a strategic level to support the economic 
development of small and medium-sized enterprises. As managers have a direct impact on 
the creation of corporate culture, their preferences regarding corporate culture are examined. 
Their main task is to be aware of the complexity and longevity of the process of creating a 
corporate culture. All managerial decisions related to corporate culture should be thought 
through, conceptual, and aligned with the current situation in the enterprise. The results 
of the research show that SMEs managers of all ages prefer the key values typical of a clan 
culture to be applied, which suggests that companies should be seen as very personal places 
that resemble a multi-member family. Employee management should focus on teamwork 
and collaboration. Employees should be united by loyalty and mutual trust. Business strate-
gies should focus on human development, high trust, openness, and inertia in cooperation. 
Business success should be based on human resource development and teamwork. We iden-
tify with the results. We recommend that managers apply the key values typical of the clan 
culture in management, because it emphasizes employees who are of strategic importance 
for the enterprise. 
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