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Abstract:

The success of any organization, in addition to achieving planned company goals by an adequate strategy, is reflected in how others see the organization. This implies the existence of specific entrepreneurial culture, which is reflected as a set of values ​​and beliefs of employees, as well as the image of the company to the public.

Entrepreneurial culture is an essential element that is an invisible link that connects the company and its employees. Only with its compliance with other elements of the organization and implementation of appropriate strategy, it enables the efficient and effective operations.
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Introduction
When we say culture that an organization possess, we are referring to a wider range of appearance and phenomena such as social phenomena related to the education system, the dominant values ​​in society, the legal system, human rights and customs of the people that are manifested in organizations.

Culture of a company must be as flexible on the one hand, and sensitive to cultural differences that members of the organization are faced with outside the organization. Modern business requires a way of doing business outside the borders of the mother country so it is necessary to meet other cultures. If you ignore the impact of culture on business in another country then it leads to unsuccessful negotiations and a negative operating result.

Because of this it is necessary to modern strategic management culture.
1. The organizational culture concept
Every organization has an invisible quality - a certain goal, the character, the way of doing things - which may be stronger than any person or formal system.

Just ten years ago, the word culture is used in conjunction with theater, art galleries and the like. However, in recent years we are increasingly talking about corporate or organizational culture, and many authors suggest that the only thing that is common to all successful companies is very distinctive organizational cultures. (Mihailovic, D., 2000, p.133)

Culture can be defined as the characteristic beliefs and behaviors that exist within the organization. Corporate culture is a set of formal and informal behavior, which the company has adopted as its way of doing things. The formal part will include a formal written statement of values ​​and organization chart. Informal parties concerned with how the work is done - whether through written procedures or through direct communication. Basically, organizational culture is described as a peculiarity or characteristics of an organization, or simply as "the way things are arranged in the organization." (Jovanovic-Bojinov, M., Zivkovic, M., Cvetovski, T., 2003, p. 290).
The main characteristics of culture are:

• It is acquired (no genetic or biological origin).

• It is divisible (culture is a social, not a single category and as such has been developed and divided into individual members of society).

• It is trans-generational (passed from generation to generation).

• It is symbolic (based on a human characteristic of presenting one thing with the help of others).

• It is adaptive (based on the ability of humans to adapt to environment and events).

• Principled (a general form of acceptable behavior based on the non-standardized) principles 

• Communication (facilitates communication and contributes to greater closeness between experts in a culture)

• Differentiation (includes members of different cultures which often have different representations or beliefs about the same thing)

• Cumulative (the culture has opened and tentatively character and is in constant process of shaping, and each generation adds something, and leaves its own stamp on culture)

• Dynamics (culture is subject to change over time) (Jovanovic, M., 2004, p. 158).
National culture, customs and social norms of the country in which the organization operates are also shaping the organizational culture. In other words, the culture of the larger society affects the culture of the organization that operates within it.
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Figure 1. Methods of maintaining organizational culture

Source: M.Jovanovic-Bojinov, M.Zivkovic, T. Cvetovski, 2003., P.. 313
Culture can be seen as an iceberg, or with the iceberg we can seen its top, and we do not find the way it was created (Figure 2).

Figure 2. The iceberg model

Source: M. Jovanovic-Bozinov, M. Zivkovic, T.Cvetovski, 2003., p. 299
2. Management of the organizational culture
Given that cultures arise and manifest itselves in different ways in different organizations, we can not say that one culture is better than another, only that it is different in certain ways. Cultures evolve over time.

In other words, it means that there is no "ideal culture", but only the appropriate culture. Managing of the organizational culture is one of the important areas of governance, and corporate management, and it can be said it includes three major activities:

1. creation,

2. maintenance and

3. change of the organizational culture. (Jovanovic-Bojinov, M., Zivkovic, M., Cvetovski, T., 2003, p. 309)

In order to have a successful management of the organization, it is needed to manage the organizational culture in an appropriate way. This means covering the following activities:

1. creation;

2. mastering and

3. cultural change.

The very process of creating a culture consists of several stages. It moves from an idea in mind of the founder, who shares his vision with closest associates, and then transfers it to other employees. Mastering the culture means putting collective goals above own goals, and the integration of each individual in the group. The final stage is a change of culture and this stage requires a lot of time. Change process itself is viewed in the figure below (A. Hadzic, 2006, p.150).
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Figure 3. The organizational culture changes process
Changing culture is not an easy task, requiring complex and time-consuming procedures. The mere change in organizational culture takes place through the following phases:

1. Diagnosis - in this initial phase the values ​​and attitudes in the company have to be determined, which is usually done through quantitative and qualitative research methods;

2. Planning-determining the desired attitudes and values ​​and their incorporation into the vision and strategy of the company;

3. Analysis - defining the differences between existing, prevailing values ​​and those that intend to achieve;
4. Implementation - changes in values ​​and attitudes, ie, forming the desired culture.
3. Strategies to change organizational culture

In order to align the organizational culture with strategic initiatives, the existence of coherence between stretegies and culture is very important. Since culture has an enormous effect on implementing the strategy, they have to be in a kind of harmony. This is shown in Figure 4.
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Figure 4. Accordance of strategy with culture 
(M.Milisavljevic, 2005, p.459)

The picture shows the elements of culture that influence the conducting of the strategy, and this influence is ranked from 0 to 5. On the other hand, the accordance of strategy with culture is shown, also ranked from 0 to 5. On the basis of two parametres, there are four possible situations:

- If the sum of these two factors is high, culture and strategy are in great harmony. In such situation, the company’s management is expected to clearly and precisely include culture in the process of strategy conducting.

- If the sum of these two factors is low, this can lead to two possible situations: harmony is in danger, which will require certain changes in culture; or culture is not so much important, and therefore not paid too much attention to by the management of the company.

- If the sum of these two factors is somewhere in between (neither high nor low), attention is focused on other, more relevant factors of the strategy.

- Great interdependance between culture and strategy forces the management to pin down all the relevant factors whose change is important for the implementation of the planned strategy.
We can conclude that the accordance of culture with strategy is inevitable. However, if there is no accordance, the company has the following options at its disposal: 

1. it can ignore culture, which is risky;

2. it can manage culture by changing the way the strategy is being applied and thus try to harmonize it with culture; 

3. it can modify culture and make it adapt to the strategy, which is also risky because changing culture takes time and 

4. it can adapt the strategy to culture; this is the method used by those companies that use strategies of external growth. (M.Milisavljevic, 2005, str.459)
In addition to this, one must answer the following questions:

1. What are the elements of a new culture that must be implemented to make the organization successful?

2. What are the key elements of the existing culture?

3. What are the new habits we need to create in the organization to draw from the old to the new times? (Simic, I., Management,, 2008, str.356)

The speed at which ​​ the organization changes the culture depends on how you answer these three questions:

1. What are the key elements of a new culture that the organization should adopt to be successful?

What are three or four key "peculiar" characteristics which new organization should have? Otherwise, the new employees on their first day on the job should be able to hear this phrase and easy to understand the implications for their behavior. For example, company can tell employees that the three basic characteristics are:
1) treating people with respect,

2) reliability,

3) provision of customized / flexible customer service.
2. What are the key elements of the old organizational culture?

There are two groups of characteristics that are particularly important when the organization is trying to change organizational culture. First are the characteristics thatare in strike that comply with new initiatives. They will become a part of a "personality" of a new culture. Second, there are those that organization needs to leave behind.

For the organization it is important to face the truth of what they should left behind. Many organizations are trying to move towards a culture that has been led with goal, in faster steps. This situation could mean that the emphasis on giving recognition, "family" style of a culture and so no longer fit into the new tendencies. This change is painful to do. Trying to avoid facing the issues will only worsen the situation.

The organization must bury the old culture. Every culture that had ever been studied had some form of funerary rituals. There must be a reason for it. It gives people a chance to say goodbye. It marks the end of the old ways of life and start a new life for people affected by the death. The funeral is not the end of mourning, because it takes more time.
An organization needs to respect the past. We should not carelessly offend these people suggesting that the old way of doing things was not good. They are very sensitive to the past, especially during the time they leave it behind.
3. What are the new habits you need to create in the organization so that it could move from the old to the new modus operandi?

We need to create new patterns of behavior that match the new key features that an organization develops. This problem is what we have in mind when using the term "walk and talk". Answers to the first question are "speech - talk". This is the place where we shape and reinforce what we say is important in the new culture. Answers to the third question is directed to "walk - walk". Do you behave in ways that are consistent with what you say is most important? The organization needs to change as much as possible visible (external) symbols . We need to change the names, colors, logo, dress code, rewarding, plans and everything else for what was thought to be tangible (real) symbols of new way of functioning.

It is necessary to change the language. This is one of the most important elements of culture. If the organization come up with a new set of words that highlight new features, it will gain people's attention.
We need to create new rituals that will enhance the new key features. Change forms of meetings, change the way you use voice mail or e-mail, add celebrations of new successes, honor the heroes of culture. (Simic, I., Management,, 2008, p.357)

We need to create new habits. Habits require repetition in order to inculcate. It is necessary to find numerous ways to replicate the new behaviors. It is necessary to attract as many people as possible who would put forward this new behavior. For organizations, it is important to remember this sequence:

• determine what is important,
• behave accordingly to it,

• turn attention to it and
• reward it.
4. The interaction of national and organizational culture
The relationship between national and organizational culture is very complex. Although national culture affects organizational culture and the behavior of members of the organization, the ways in which this is achieved are still not clear enough. The reasons lie in the fact that different national cultures in various ways and in varying degrees influence certain otganizations. It is this fact that justifies the different opinions of those authors who have explored further the relationship of national and organizational culture.
There is a conventional understanding of the relationship of national and organizational culture that is characteristic to those authors who believe that national culture does not have significant impact on organizational culture, or that the so-called strong organizational culture is in the state to annul or eliminate the effect of national culture.
However, certain scientific studies have shown that, in terms of relations between national and organizational culture, there is the reverse situation, respecting that national culture have a significant impact on organizational culture. Thus, for example, Hofstede's study found that cultural values which employees have brought into the organization can not be easily changed. Research conducted by Andre Laurent have confirmed these Hofstede's conclusions. The results of his research has actually shown that organizational culture does not diminish ncionalne differences between employees. And not only does not diminish them, but it reinforces them. (Nikolic, S., fourth edition, p.165)

These and many other examples clearly show that the management in terms of internationalization of business, must have different approaches to managing organizational units located in different countries and in different national cultures. This is due to the fact that different national cultures in various ways influence the organizational culture, respectively on behavior of specific members of the organization.

Due to the large impact of national on organizational culture, it is possible to speak of specific types of organizational cultures that exist within different national cultures. A significant contribution to identifying the cultural specificities of individual organizations, located in different national institutional framework, have been given by Fons Trompenaars. The author, in 1994, based on two continuum:
• gender orientation - orientation towards hierarchy and

• orientation to people - orientation to the task,

has defined four types of organizational culture, which figure in the different national cultures. These are:

• "incubator"  culture.

• "family" culture

• "directed missile" culture and

• "Eiffel Tower" culture.
Source: S. Nikolic, p. 166
Conclusion
Every organization has a specific program or method, or a strategy by which it achieves its planned objectives. What particularly emphasizes the specific organization is its specific culture. In recent years, many articles and books had been written on culture in organizations. This culture is usually called corporative or organizational culture.

For culture is said to be moral, social and behavioral norms of an organization that are based on beliefs, attitudes and priorities of its members. Culture is a complex pattern of beliefs, expectations, ideas, values​​, attitudes and behaviors shared by members of an organization. If there are no appropriate choices that will create a culture, then there is a dysfunctional behavior. The conclusion that inevitably comes from all that had been said is that managers and all employees must not ignore the culture, but they have to influence its development and improvement.
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