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Rezime 

Sr svake uspe ne poslovne organizacije ogleda se u dobroj organizacionoj kulturi, a 

posebno kod organizacija koje poslovanje obavlja kroz mre u ispostava i filijala. 

Savremene poslovno okru enje karakteri e dinami nost i neizvesnost, pa je 

organizaciona kultura jedan od na ina da se razvije i u vrsti jedinstvenost uspe nog 

poslovanja. Organizacija kroz norme, obi aje i ukorenjeni sistem vrednosti oblikuje 

razmi ljenje i saradnju zaposlenih u organizaciji. Ovaj rad predstavlja analizu 

organizacione kulture jedne ekspoziture banke i u tu svrhu je kori en dijagnosti ki 

instrument za procenu organizacione kulture - OCAI model. Njegova misija je da 

stoje em i preferiranom tipu organizacione kulture. Cilj je da se 

identifikuju i analiziraju karakteristike organizacione kulture radne jedinice banke uz 

eventualne korektivne mere. 

 organizaciona kultura, instrument za procenu organizacione kulture 

(OCAI), banka 

JEL:A13, D53, D70 

Uvod 

proteklih nekoliko decenija i ima duboko ukorenjen uticaj na svaku sferu 
organizacije. Dok je ranije smatrana sekundarnim ili marginalnim elementom, 
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organizacije da se prilagodi promenama i njenu otpornost. 

Stvaranje, uspostavljanje i negovanje organizacione kulture je jedinstvena 
ja za 

kroz sistem vrednosti, ima uticaj na efikasnost i efektivnost same organizacije. 

vrednosti i no

socijalizacije svakog novog zaposlenog. Na os

 

o

prepreka promenama, inovacijama i rastu. Razumevanje i upravljanje 
organizacionom kulturom postaje sve va

raditi na njenom oblikovanju kako bi postigli ciljeve organizaci
razvoj zaposlenih. 

oblikuje kroz svakodnevne poslovne aktivnosti. Kroz organizacionu kulturu, 
ve, 
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identititet organizacija, jer pom
razumeju svoju ulogu u postizanju organizacionih ciljeva. Organizacionom 

 sa kolegama i 
 

 da 
zaposleni predstavljaju najvredniji resurs svake poslovne organizacije, njihova 

jednostavna suma bro

 

bale meriti 
 

organizacione kulture (O'Donnell, Boyle, 2003). Dati parametri mogu se 
sveobuhvatno meriti, iako sama kultura nije merljiva, i na osnovu ovih 

 

Quinn i 
za procenu organizacione kulture (Organizational Culture Assessment 
Instrument - 
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organizacionih vrednosti kako bi se uskladile s poslovnom strategijom. 

 

Instrument za procenu organizacione kulture (OCAI) 

Kako bi identifikovali vrstu organizacione kulture i vrednosti koje dodatno 

Quinn su kreirali upitnik za procenu organizacione kulture (OCAI - 
Organizational Culture Assessment Instrument). Razvijen je iz teorijskog 

organizacije posmatranjem njenih kulturnih snaga i vrste organizacione 

Na osnovu dobijenih informacija, mog

strategijom. 

Kako bi se stekao uvid u glavne karakteristike organizacije 
da se prilagode novim okolnostima, odnosno kako bi se identifikovao tip 

procenu organ
aspekata organizacione kulture (Suderman, 2012): 

1. dominantne karakteristike; 

2.  

3. upravljanje zaposlenima; 

4. kompaktnost organizacije; 

5.  
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6. kriterijumi uspeha. 

dinstven sistem odgovora. Kako svako pitanje 

odgovorima 
 

kakva je danas, i naziva se "Trenutno". Zatim, ispitanik daje odgovore na ista 

 i ovaj upitnik se 
 (Suderman, 2012). Ocena OCAI testa je jednostavna, jer se 

rezultat

 

organizacije postoje dve or
kreiranju kulture - jedna je fleksibilnost naspram stabilnosti (tj. kontrole), dok 

anizaciona kultura treba 
obezbediti istovremeno ostvarivanje ovih suprotstavljenih zahteva: za 
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Slika 1. Okvir konkurentnih vrednosti 

 

Izvor: (Cameron, Quinn, 2006) 

Klanska kultura (A): Ova kultura je orijentisana internim pravcem prema 

zaposlenih u organizaciji u fokus, 
konku

u tako i na kolektivnom nivou. 

Kultura adhokratije (B): Kultura adhokratije je usmerena prema spolja, tj. 

kre

individualnu inicijativu i slobodu. 

 kultura (C) - tj. prema 
acije, ali je fokusiranje na stabilnosti i kontroli. 
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spoljne strane i orijentacija 
ovo je kultura gde su konkurencija i profit visoko vrednovani, pa se bazira na 

 Naglasak je na pobedi i to 
 

Kultura hijerarhije (D): Kultura hijerarhije je orijentisana i ka stabilnosti i 

objektivnosti i racionalnosti. Efikasnost i produktivnost su osnovni elementi 

 

kulture, kao i 

noza i promena 

aspekata koji su izuzetno bitni za organizaciju, vidi se trenutno stanje 
organizacione kulture i jasno se poredi trenutna i preferirana kultura, 

 
 

 

 za vrednosvanje i 

 

Primenom ovog modela od zaposlenih 
odgovorima na pitanja, gde se indirektno ocenjuje organizaciona kultura i 
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klima na nivou odeljenja ili organizacione jedinice sa definisanim granicama. 
OCAI test se uglavnom odnosi na ekspozituru ili organizacionu jedinicu, jer 

trenutno stanje, 
 

proceni organizacione kulture jedne od filijala Banca Intesa. Svesno smo se 

suptilne nijanse kulturnih dinamika na operativnom nivou, s obzirom na 
 

OCAI test sproveden je u jednoj ekspozituri banke, gde je 15 radnika pristalo 
da odradi test. Zaposleni ove poslovne jedinice su odgovorima prikazali 
organizacionu klimu unutar svog tima, kao i odnose prema neposrednom 

ja obuhvatila je 
niz koraka. Prvo smo organizovali sesiju orijentacije za zaposlene filijale, 

i u digitalnom formatu, kako bismo udovoljili njihovim 

o je identifikacija 

a u okviru ove banke. 

Na osnovu rezultata, imamo nameru da identifikujemo potencijalne oblasti gde 
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dijagnostikujemo 
 

lavlju ovog rada, gde su analizirani 
odgovori zaposlenih u jednoj ekspozituri banke. U skladu sa rezultatom, 

unutar njihovog tima, kao i o njihovom odnosu sa neposrednim liderom, 
 

Tabela 1. OCAI upitnik 

1. DOMINANTNE KARAKTERISTIKE 
TRENUTNO/ 

 
  

A 
 

    

B 
mesto. Ljudi su voljni da rizikuju. 

    

C 
Organizacija je orijentisana na rezultate. Glavna 
briga je da posao bude obavljen. Ljudi vole da se 

 
    

D 
Organizacija je veoma kontrolisano i strukturirano 
mesto. Formalne procedure generalno upravljaju 
ljudima. 

    

  UKUPNO     

2. ORGANIZACIONO LIDERSTVO 
TRENUTNO/ 

 
  

A mentorstvo,  
 

    

B 
Smatra se da liderstvo 

 
inovativnost ili preuzimanje rizika. 

    

C tempo,  
agresivan stil, i orijentisanost na rezultate. 

    

D koordinaciju, 
organizaciju ili efikasnost nesmetanog rada. 

    

  UKUPNO     

 
TRENUTNO/ 

 
  



124 

 

A 
 

    

B individualno preuzimanje rizika, inovativnost, 
slobodu i jedinstvenost. 

    

C konkurencija, 
 

    

D zaposlenja, 
saglasnost, predvidivost i stabilnost u odnosima. 

    

  UKUPNO     

4. KOMPAKNOST ORGANIZACIJE 
TRENUTNO/ 

 
  

A uzajamno poverenje. 
velika. 

    

B 
e 

Naglasak je na tome 
da se nalazite na samom vrhu. 

    

C 
 

    

D 
ktnom su formalna 

 
    

  UKUPNO     

 
TRENUTNO/ 

 
  

A otvorenost i 
e u obukama. 

    

B 
 

    

C 
dominantni. 

    

D 
Efikasnost, 

 
    

  UKUPNO     

6.  KRITERIJUMI USPEHA 
TRENUTNO/ 

 
  

A 
ljudskih resursa, timskog 

druge potrebe. 

    

B najunikatnijih i najnovijih proizvoda. Ona je 
proizvodni lider i inovator. 

    

C 
osnovu pobeda na 

Konkuretno 
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D Pouzdano poslovanje, glatko funkcionisanje i jeftina 
 

    

  UKUPNO     

Izvor: (Cameron & Quinn, 2006, preuzeto sa sajta OCAIonline.com) 

Rezultati i diskusija 

m 
odeljenja. 

Proces testiranja sprovodio se dva puta, u skladu sa definisanom procedurom. 

drugom krugu  

100 bodova. Ispitanicima je savetovano da slede svoj instikt i da popunjavaju 
 

Odogovori 
gde su sabrane sve alternative (A, B, C i D). Potom su date vrednosti 

ove alternative. Alternativa A, odnosno odgovor

neformalnost u komuniciranju i poslovanju, ili tzv. Ad-hoc-kratiji. Odgovori 

zacrtanih ciljeva, nema puno fleksibilnosti i neformalnosti (ispunjavanje 
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bodova od strane ispitanika. 

Tabela 2. Rezultat ocenjivanja organizacione kulture (klime) u jednoj 
ekspozituri banke 

 Trenutno  

Zajednica 13,33 38,33 

Ad-hoc-kratija 12,50 27,5 

 52,50 13,33 

Hijerarhija 21,67 20,83 

 

Kada 
alata. Podaci iz tabele ne prikazuju jasnu sliku kao dijagram da organizaciona 
klima unutar ove poslovne jedinice je dijametralno suprotna onoj kakvu bi 

 

Slika 2. Dijagram ocenjivanja organizacione kulture (klime) u jednoj 
ekspozituri banke 
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Dobijeni rezultati putem OCAI upitnika 

 
  strogo strukturirane 

procese (jasne procedure u poslovanju). OCAI test pre
a analizom dijagrama  da 

zaposleni u ekspozituri smatraju da je njihova organizaciona kultura usmerena 

smatraj   

, gde je naglasak na 
fleksibilnosti, neformalnoj komunikaciji i ad-hoc sistemima poslovanja. Ovaj 

fere gde timski duh i kreativnost, 
 

 

zaposlene, kak

razumevanje organizacione dinamike.  

Na HR i lideri kompanije mogu razviti 
personalizovane strategije i korektivne mere kako bi unapredili komunikaciju i 
organizac  u liderstvu, usmeravanje 
obuka i razvojnih programa

rezultata OCAI testa mogu se oblikovati precizne strategije usmerene ka 
ciljeve 

zaposlenih. 
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testiranje 

anja koja treba uzeti u 
obzir: Z

 

 

usmeravanje strategi

avaju transformaciju ka 
 

jasnu sliku o dominantnim kulturnim tipovima u organizaciji, 

, 

podatke o percepcijam
 

 modela u kontekstu 
ekspoziture banke 

iji. Organizaciona kultura, iako nematerijalna, ima 
dubok uticaj na funkcionisanje, performanse i prilagodljivost organizacije. 
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Za filijalu banke
trenutna kultura dobro uklapa sa operativnim potrebama filijale, postepeni 

i do kompletnog 
 

  

  

R

je u skladu s 
promenama u organizaciji. OCAI test postaje osnov za razvoj inovativnih 

 
test predstavlja drago

uspehu. 

Literatura 

1. Johnson, L. (2015). Organizational Culture in Healthcare: An Insightful 
Exploration. Chicago: Health Press 

2. Smith, A., & Thompson, R. (2018). Tech Startups and Culture: A Deep 
Dive. Chicago: Tech Forward Publications 

3. Miller, P. (2009). Non-profit Organizations and Cultural Dynamics. 
Chicago: Academic Press 

4. Alvarez, J., & Smith, T. (2016). Mergers and Acquisitions: The Role of 
Culture. Chicago: Business Insights Publications 

5.    
Organizacija  

,  Ekonomski fakultet u Beogradu, Vol. 800, str. 403 



130 

 

6. . 
Univerzitet Singidunum, Beograd. str 251. 

7. Upravljanje ljudskim potencijalima
Bepgrad, str.21. 

8. Suderman J. (2012) Using the Organizational Cultural Assessment (OCAI) 
as a Tool for New Team Development 

9. Cameron K.S.,Quinn R.E. (1999). Diagnosing and changing 
organizational culture: The competing values framework. Reading, Ma: 
Addison-Wesley 

10.   (2011). Ekonomski fakultet , Univerzitet u Beogradu 
Uticaj liderstva na  organizacionu kulturu
005.322:316.46 

11. Burman R, Evans A. J. (2008). Target Zero: A culture of safety, Defence 
Aviation Safety Centre Journal, pp. 22-27 

12. Schein E. (2009). The corporate culture survival guide, Jossey-Bass, San 
Francisco 

13. Parker M. (2000). Organizational culture and identity: Unity and division 
at work. Sage 

14. Cvija  Korporativna kultura i 
organizaciona struktura, Ekonomski Institut, Beograd 

15. (2014). The importance of identification and analysis of 
educational needs for investment in human capital. Komunikacie. Vol. 16. 
pp. 86-92.  

16. Edelstein, S., Chiu, D., Molinski, C. (2012). Corporate culture and 
nutrition professionals. Journal of foodservice business research. Vol. 15 
(4). pp. 411-418. ISSN 15378020 

17. Cameron, K. S., & Quinn, R. E. (2006). Diagnosing and changing 
organizational culture: Based on the competing values framework (Rev. 
ed.). San Francisco 

18. Kim Cameron and Robert Quinn (2012). Organizational Culture 
Assessment Instrument Online report 

Datum prijema (Date received): 18.12.2023. 

Datum prihvatanja (Date accepted): 24.02.2024. 



131 

 

ORGANIZATIONAL CULTURE - THE PATH TO A SUCCESSFUL 
CORPORATION 

27 

Abstract 

The essence of every successful business organization is reflected in a good 

organizational culture, particularly for organizations that operate through a network 

of branches and subsidiaries. The modern business environment is characterized by 

dynamism and uncertainty, making organizational culture one of the ways to develop 

and strengthen the uniqueness of successful operations. Through norms, customs, and 

an ingrained value system, an organization shapes the thinking and collaboration of 

its employees. This paper presents an analysis of the organizational culture of a bank 

branch, utilizing the Organizational Culture Assessment Instrument (OCAI) model for 

this purpose. Its mission is to provide an overview of the existing and preferred type 

of organizational culture. The goal is to identify and analyze the characteristics of the 

organizational culture within the bank's branch using the OCAI model and highlight 

elements that require further consideration or potential corrective measures. 

Keywords: organizational culture, Organizational Culture Assessment Instrument 

(OCAI), bank 

JEL: A13, D53, D70 

Introduction 

Organizational culture, a concept that has attracted increasing attention over 
the past few decades and has a deep-rooted influence on every sphere of the 
organization. While earlier it was considered a secondary or marginal element, 
today organizational culture is at the very center of organizational strategy and 
success. It represents a driving force that affects various aspects, including 
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employee engagement, productivity, the organization's ability to adapt to 
change and its resilience.  

Creating, establishing and nurturing organizational culture is a unique 
procedure, because it is specific for each organization and of special 
importance for each of them. The importance of organizational culture is 
reflected in its influence, which through the system of values, has an impact on 
the efficiency and effectiveness of the organization itself. Organizational 
culture is most often described as a system of assumptions, beliefs, values and 
norms of behavior developed by employees within the organization 

presented as a specific character of the organization or a basic element of the 
socialization of each new employee. Based on the values promoted by a 
certain organizational culture, rules of behavior within the collective are 
formed, such as acceptable ways of making decisions, forms of unacceptable 
behavior, dressing, mutual relationship, etc.  

In the modern business environment, organizations face a variety of 
challenges. These challenges include technological change, changing market 
dynamics, evolving workforce expectations and societal demands. In this 
complex context, organizational culture can be the backbone of the 
organization, providing stability, direction and a sense of purpose. On the 
other hand, if it is not aligned with the needs of the organization, it can 
become an obstacle to change, innovation and growth. Understanding and 
managing organizational culture is becoming increasingly important, as it can 
significantly affect the success of the organization, attracting and retaining 
talent, as well as its reputation in the market. Leaders and managers should be 
aware of organizational culture and actively work on shaping it in order to 
achieve organizational goals and support employee development.  

Organizational culture is not just a word on paper, it is a dynamic force that is 
shaped through everyday business activities. Through organizational culture, 
companies adopt their unique identity, reflecting their goals, values and 
mission. Organizational culture is often expressed through the basic values 
that the organization promotes, as well as its attitude towards quality, 
innovation and social responsibility. Organizational culture shapes the very 
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identity of organizations, as it helps members identify with it and understand 
their role in achieving organizational goals. Organizational culture defines 
acceptable and unacceptable patterns of behavior within the organization 
(communication in the organization and resolving conflicts with colleagues 
and superiors). 

In the focus of organizational culture, it is important to recognize the work 
motivation of employees as "one of the most important prerequisites for work 
efficiency and achieving goals, both for individuals and for the entire 

resource of any business organization, their work motivation is one of the most 
important aspects that the organizational culture should promote and support. 
Bearing in mind that human resources are not just a simple sum of the number 
of employees, but "total human potential: available knowledge and experience, 
useful abilities and skills, possible ideas and creativity, degree of motivation 

 

When it comes to measuring work culture, one may get the impression that it 
is unattainable and that it is impossible to assess it adequately. Some experts 
even claim that culture cannot be measured and are of the opinion that 
everything that makes up organizational culture (its values, beliefs and 
assumptions) cannot or should not be measured quantitatively. Also, many 
treat culture as a barometer of behavior. Culture as an idea cannot be easily 
quantified, but a good organizational culture creates a set of behaviors that can 
be monitored. The results of a healthy and productive company can be linked 
to culture. Numerous studies indicate various parameters that can be measured 
in a comprehensive analysis of organizational culture (O'Donnell, Boyle, 
2003). Given parameters can be comprehensively measured, although the 
culture itself is not measurable, and based on these common attributes, the 
success or failure of the business of a given company can be determined. 

It is important to establish a system of monitoring employees' perception of 
the current organizational culture in relation to the desired culture. With this in 
mind, Robert Quinn and Kim Cameron (2006) from the University of 
Michigan developed the Organizational Culture Assessment Instrument 
(OCAI). This tool provides insight into cultural strengths, showing the type of 
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organizational culture, so that the management of a given company can take 
possible corrective measures based on the information obtained. In this sense, 
OCAI can be effectively used to improve or change organizational values to 
align with business strategy. 

Methodological framework of the research 

Organizational Culture Assessment Instrument (OCAI) 

In order to identify the type of organizational culture and values that 
additionally shape the attitudes, expectations and activities of the 
organization's members, Cameron and Quinn created a questionnaire for the 
assessment of organizational culture (OCAI - Organizational Culture 
Assessment Instrument). It was developed from a theoretical framework 
known as the Competing Values Framework (CVF). Essentially, they created 
a tool by which it is possible to assess the dominant orientation of a business 
organization by looking at its cultural strengths and the type of organizational 
culture. Thanks to the OCAI test, it is possible to evaluate the organizational 
culture, but also the climate at the level of work teams, departments or 
individual sectors of the organization. Based on the information obtained, 
further corrective actions are possible in order to improve or change 
organizational values at the level of a specific organizational unit, and even the 
entire organization, in accordance with the business strategy. 

In order to gain insight into the main characteristics of the organization that 
may have to adapt to new circumstances, that is, to identify the type of 
organizational culture and values that shape the attitudes, expectations and 
activities of the members of the observed organization, Cameron and Quinn 
developed a questionnaire for assessing organizational culture in in connection 
with six dimensions of content, i.e. aspects of organizational culture 
(Suderman, 2012): 1. dominant characteristics; 2. general leadership style in 
the organization; 3. employee management; 4. compactness of the 
organization; 5. strategic goals; 6. success criteria. 

Each of these six aspects provides the respondent with four answer options (A, 
B, C, D), within which the respondent distributes a total of 100 points. It is 
important to note that there is no right or wrong answer in the OCAI test, as 
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each organization describes a different, unique response system. As each 
question has four answers, within which 100 points should be distributed, the 
respondent assigns the highest number of points to the answer that most 
accurately describes the situation in his organization, and then in descending 
order to other answers that less reflect the situation in the organization. The  

OCAI test consists of two questionnaires, each with six questions. The first 
part is a questionnaire that provides a picture of the current situation within the 
organization, i.e. the culture as it is today, and is called "Current". Then, the 
respondent gives answers to the same questions as in the previous 
questionnaire, but which describe the desired situation, that is, how the 
respondents would like the organization to look like in five years, and this 
questionnaire is called "Desired" (Suderman, 2012). The OCAI test score is 
simple, as it is based on simple arithmetic calculations. The first step includes 
the sum of all answers (points) carried by the offered answer A in the 
"Current" questionnaire, and then the obtained value is divided by six to obtain 
the average value of the result. The results for answers B, C and D are 
calculated in the same way, and then the rating of the questionnaire "Desired" 
is approached in the same way. By comparing the obtained results, it can be 
clearly determined whether the current situation in the organization is close to 
the desired state or whether two extremes were obtained as answers, which 
indicates the need to introduce corrective measures.  

Further operations with the received answers are based on the use of the 
Competing Values Framework theoretical model. This theory suggests that 
within every organization there are two orthogonal dimensions that play a key 
role in creating culture - one is flexibility versus stability (ie control), while 
the other is the organization's internal focus versus external focus (Cameron, 
Quinn, 1999). These dimensions lie in the fact that organizational culture 
should ensure the simultaneous realization of these conflicting demands: for 
stability and change, as well as for external and internal focus. Thus, cultures 
differ in terms of where these two dimensions lie, with cultures rarely located 
at their extremes. Given that there are two dimensions with two extremes, it is 
possible to distinguish 4 types of culture that correspond to the answers 
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Figure 1. Competitive values framework 

 

Izvor: (Cameron, Quinn, 2006) 

Clan culture (A): This culture is internally oriented towards maintaining 
harmonious relationships in the team, it implies flexibility and putting 
employees in the organization in focus, because their development and 
commitment lead to competitive advantage and market success. For this 
reason, this culture emphasizes the importance of harmony and good 
interpersonal relationships, fosters a friendly working environment, promotes 
mutual respect, fosters a healthy internal environment and well-being both on 
a personal and collective level. 

Culture of adhocracy (B): Culture of adhocracy is directed outwards, ie. 
according to market position, but also according to flexibility. This culture is 
based on the idea that the key to success lies in change and innovation in a 
dynamic and creative work environment. Employees in organizations that 
foster this culture are willing to take risks, while leaders are expected to be 
innovators, so it can be concluded that this type of culture generally promotes 
individual initiative and freedom.  

Market culture (C): This culture is also directed outwards - ie. according to the 
organization's market positioning, but the focus is on stability and control. 
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Market culture is based on the assumption that only fierce competition from 
the outside and orientation towards the consumer from the inside lead to 
success. In essence, this is a culture where competition and profit are highly 
valued, so it is based on results that emphasize getting the job done and getting 
things done, and management is focused on defined goals. The emphasis is on 
winning and that keeps the organization together. Reputation and success are 
essential.  

Hierarchy culture (D): Hierarchy culture is oriented towards both stability and 
inwardness. This culture is based on control, efficiency, logical leadership, 
objectivity and rationality. Efficiency and productivity are fundamental 
elements of this culture, and procedures determine what people do. Keeping 
the organization running smoothly is essential. Formal rules and policies hold 
the organization together. The long-term goals are stability and results, with 
efficient and smooth execution of tasks.  

Through the OCAI test, we can easily show the dominant current culture in the 
organization, the differences between the current and preferred culture, the 
strength of the current culture, as well as the "pain" that the workers are 
currently facing and the possible "gain" that they can achieve if certain 
changes are made. If organizations were aware of the importance of 
organizational culture and the benefits of implementing the OCAI test, it 
would be easy to diagnose and change organizational culture. The main 
advantages of applying the OCAI test are: six aspects that are extremely 
important for the organization are measured, the current state of the 
organizational culture is seen and the current and preferred culture are clearly 
compared, the possibility of adding qualitative details, as well as the 
possibility of independent application of already defined tests. 

OCAI research in a bank branch 

The organizational culture monitoring instrument is a valid tool for evaluating 
organizational culture and one of the most commonly used metrics for 
evaluating and evaluating organizational culture (a model used in over 10,000 
companies). According to this model, there are no right or wrong answers, so 
each company or branch will produce different sets of answers.  
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Applying this model, employees are asked to rate their organization by 
answering questions, which indirectly assess the organizational culture and 
climate at the level of a department or organizational unit with defined 
boundaries. The OCAI test is mostly related to the branch or organizational 
unit, as it is most helpful in determining how to change the culture. The 
employee answers six questions, where each question has four alternatives and 
the goal is to divide 100 points between these alternatives. The first group of 
questions defines the current state, and the second group of questions defines 
the desired state. The desired state generally refers to the desired appearance 
of the organization in five years.  

The methodology of the current research focuses on the application of the 
OCAI test in the assessment of the organizational culture of one of the 
branches of Banca Intesa. We consciously chose to focus on one specific 
branch in order to capture the subtle nuances of cultural dynamics at the 
operational level, given the potential for significant differences to the broader 
organizational culture.  

The OCAI test was conducted in one branch of the bank, where 15 employees 
agreed to take the test. The employees of this business unit presented their 
answers to the organizational climate within their team, as well as their 
relationships with their immediate leader and branch manager. Our research 
methodology included a number of steps. First, we organized an orientation 
session for branch employees, providing them with an introduction to OCAI, 
its purpose and importance in the context of the organizational culture. 
Afterwards, participants were provided with OCAI questionnaires, provided in 
both printed and digital formats, to accommodate their preferences and 
facilitate participation. Data collection spanned a two-week period, after which 
responses were aggregated and analyzed using various statistical tools. The 
goal of the analysis was to identify dominant cultural archetypes, potential 
discrepancies between current and desired culture, as well as to identify areas 
of cultural strength and potential improvements. Special attention is paid to 
looking at how employees perceive the organizational culture, as well as 
noticing the specific elements that make that culture unique within the branch. 
This detailed analysis was supposed to give us a precise insight into the key 
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aspects that affect the working atmosphere, mutual relations and efficiency of 
the teams within this bank.  

Based on the results, we intend to identify potential areas where there is 
harmony between the current and desired culture, but also areas where 
corrective measures are needed. This approach allows us not only to diagnose 
the current state of organizational culture, but also to propose concrete steps 
towards its improvement. Scoring the OCAI questionnaire requires simple 
arithmetic calculations. The first step is to add up all the answers under A in 
the "Current" column, and then divide by six. That is, the average score for A 
alternatives in the "Current" column is calculated. The same is done for the 
answers, B, C and D.  

The process is then repeated to calculate the result of the desired state 
(Cameron, Quinn, 2006). The results of the OCAI test will be found in the 
next chapter of this paper, where the answers of employees in one branch of 
the bank are analyzed. In accordance with the result, we can see what the 
employees of that business unit think about the organizational climate within 
their team, as well as about their relationship with the immediate leader, that 
is, the manager of the given branch. 

Tabela 1. OCAI upitnik 

1. DOMINANT CHARACTERISTICS 
CURRENTLY/ 

DESIRED 
  

A 
Organization is a very personal place. It's like an 
extended family. People seem to share a lot of 
themselves. 

    

B 
The organization is a very dynamic entrepreneurial 
place. People are willing to take risks. 

    

C 
The organization is results-oriented. The main 
concern is getting the job done. People like to 
compete and are achievement oriented. 

    

D 
The organization is a very controlled and structured 
place. Formal procedures generally manage people. 

    

  IN TOTAL     

2. ORGANIZATIONAL LEADERSHIP 
CURRENTLY/ 

DESIRED 
  

A 
Leadership in an organization is thought to 
encourage mentoring, or facilitating communication 
and nurturing relationships. 

    

B 
It is believed that leadership in the organization 
encourages entrepreneurship, innovation or risk 
taking. 
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C 
Organizational leadership is thought to encourage 
fast-paced, aggressive style, and orientation to 
results. 

    

D 
It is believed that leadership in an organization 
encourages coordination, organization or efficiency 
of smooth operation. 

    

  IN TOTAL     

3. EMPLOYEE MANAGEMENT 
CURRENTLY/ 

DESIRED 
  

A 
The management style in the organization is 
characterized by teamwork, general agreement and 
participation. 

    

B 
The management style in the organization is 
characterized by individual risk-taking, innovation, 
freedom and uniqueness. 

    

C 
The management style in the organization is 
characterized by strong competition, high demands 
and achievements. 

    

D 
The management style in the organization is 
characterized by job security, agreement, 
predictability and stability in relationships. 

    

  IN TOTAL     

4. KOMPAKNOST ORGANIZACIJE 
CURRENTLY/ 

DESIRED 
  

A 
What makes an organization compact is loyalty and 
mutual trust. Attendance at this organization is high. 

    

B 
What makes the organization compact is the 
commitment to innovation and development. The 
emphasis is on being at the very top. 

    

C 
What makes an organization compact is the 
emphasis on achievement and goal achievement. 
Aggressiveness and winning are frequent themes. 

    

D 
What makes an organization compact are formal 
rules and politics. Maintaining an organization that 
functions smoothly is very important. 

    

  IN TOTAL     

5. STRATEGIC HIGHLIGHTS 
CURRENTLY/ 

DESIRED 
  

A 
The organization emphasizes human development. 
High trust, openness and persistence, as well as 
participation in trainings. 

    

B 

The organization emphasizes the acquisition of new 
resources and the creation of new challenges. Trying 
new things and exploring new possibilities is 
appreciated. 

    

C 
The organization highlights competitive actions and 
achievements. Achieving a high level and winning 
the market are dominant. 

    

D 
The organization emphasizes constancy and 
stability. Efficiency, control and smooth operations 
are important. 

    

  IN TOTAL     
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6.  SUCCESS CRITERIA 
CURRENTLY/ 

DESIRED 
  

A 

The organization defines success based on the 
development of human resources, teamwork, 
commitment of employees, as well as care for 
people and their personal and other needs.. 

    

B 
The organization defines success based on having 
the most unique and newest products. She is a 
product leader and innovator. 

    

 
wqC 

The organization defines success based on winning 
the market and surpassing the competition. A 
competitive market is the key to leadership. 

    

D 
The organization defines success based on 
efficiency. Reliable operations, smooth operation 
and low-cost production are critical. 

    

  IN TOTAL     

Izvor: (Cameron & Quinn, 2006, preuzeto sa sajta OCAIonline.com) 

Results and discussion 

As specified in the methodology, the OCAI test is a tool that analyzes six key 
aspects of organizational culture. Five employees in one branch of the bank 
agreed to participate in the research and helped us to analyze the 
organizational culture in an organized banking system. By analyzing the 
results of the OCAI test, we gain insight into their perception of the 
organizational climate within the team, as well as their relationship with the 
immediate leader and department manager.  

The testing process was carried out twice, in accordance with the defined 
procedure. First, the participants evaluated the current situation, and then the 
desired state. The first round of evaluation included the evaluation of six 
aspects of the current culture, while the second round evaluated the same six 
factors in order to determine the desired culture.  

Each aspect of culture had four alternatives, and the participants had 100 
points available to distribute. Those points are distributed across four 
statements within each of the six aspects. The survey was processed with the 
help of the OCAI Online website, whose software helps respondents to 
correctly distribute 100 points. Respondents were advised to follow their 
instincts and fill in points based on their first impulse, as it is usually correct.  
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The responses of all respondents were processed with the help of the 
Microsoft Excel program, where all alternatives (A, B, C and D) were 
collected. Then the given values were divided by the number of respondents 
and thus the average values for all these alternatives were obtained. 
Alternative A, i.e. the answers under A tend towards a friendly, family 
atmosphere, similar to a clan. Answers under B mainly represent informality 
in communication and business, or the so-called. Ad-hoc-cracies. Answers 
under C represent a state in which everything is subordinated to the market 
and the fulfillment of set goals, there is not much flexibility and informality 
(fulfillment of goals is a priority). Answers under D generally suggest 
organization and hierarchy. Below is a table with the average values of points 
assigned by the respondents. 

Table 2. The result of evaluating the organizational culture (climate) in one 
branch of the bank 

 Right now Desired  

Community  13,33 38,33 

Ad-hoc-kratija 12,50 27,5 

Market 52,50 13,33 

Hierarchy 21,67 20,83 

Source: Author's calculations based on provided data 

When we transfer this data to a diagram, we can see all the power of the OCAI 
tool. The data from the table do not show a clear picture as a diagram that the 
organizational climate within this business unit is diametrically opposed to 
what the employees in the same would like to have. 
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Figure 2. Diagram of evaluation of organizational culture (climate) in one 
branch of the bank  

 

The results obtained through the OCAI questionnaire provided a deep and 
nuanced understanding of the branch's cultural landscape, highlighting key 
characteristics that currently shape organizational dynamics. A significant 
influence of Market and Hierarchy cultures was observed, which clearly shows 
a strong emphasis on strictly structured processes (clear procedures in 
business). The OCAI test is an important tool for researching organizational 
culture, and by analyzing the diagram, we can see that branch employees 
believe that their organizational culture is focused on business results, where 
respect for hierarchy, stability and control are considered key elements.  

However, it is interesting to note the difference between the current culture 
and the desired culture, as reflected in the results of the OCAI test. Employees 
express a desire to work in an environment that is more like a "clan", where 
the emphasis is on flexibility, informal communication and ad-hoc business 
systems. This shift points to the evolution of employee desires towards 
creating a work environment that supports collaboration, flexibility and 
innovation. This implies that there is a pronounced desire to establish an 
atmosphere where team spirit and creativity, togetherness, cooperation and 
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openness in the organization gain importance in relation to a firm structure and 
hierarchical control.  

The OCAI test should be conducted more widely within the entire 
organization, including all employees, in order to get a more complete picture 
of the different cultures present in different teams or departments. Studying 
variation across teams and departments, as well as identifying commonalities, 
provides a deeper understanding of organizational dynamics.  

Based on the results obtained, HR managers and company leaders can develop 
personalized strategies and corrective measures to improve communication 
and organizational culture. This includes making adjustments in leadership, 
directing training and development programs, and implementing practices that 
support the desired culture within the organization. Only through a 
comprehensive overview of the results of the OCAI test can precise strategies 
be formed aimed at strengthening the organizational culture in a direction that 
reflects the values and goals of employees. 

Conclusion 

Measuring organizational culture through tools such as OCAI testing is a key 
step towards understanding the dynamics within an organization and achieving 
long-term success. There are two key questions to consider: Why is it 
necessary to measure organizational culture and how can the OCAI test help 
top management in the internal organization of the company?  

First, the need to measure organizational culture stems from the fact that it 
directly affects performance, employee satisfaction and the overall success of 
the organization. Understanding the current culture enables the identification 
of key values, norms and patterns of behavior that form the foundation of 
organizational identity. This knowledge enables making informed decisions, 
directing strategies and adjusting approaches to achieve business goals. Also, 
measuring organizational culture becomes crucial in change processes, 
enabling organizations to accurately identify areas that require intervention 
and strategies that support transformation towards a desirable cultural 
framework.  
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Second, the OCAI test is a powerful tool for top management in the internal 
organization of the company. Through the analysis of the results of this test, 
managers get a clear picture of the dominant cultural types in the organization, 
which opens up space for a critical consideration of the current situation. The 
OCAI test allows top management to identify not only current cultural 
patterns, but also desired goals that align with strategic plans. It offers 
quantitative data on employee perceptions, making it easier to identify areas 
that require focus and improvement.  

Researching organizational culture through the prism of the OCAI model in 
the context of a bank branch provides valuable insights for both academia and 
industry practitioners. Organizational culture, although intangible, has a 
profound impact on the functioning, performance and adaptability of an 
organization. The research results emphasize the importance of regularly 
assessing and adjusting organizational culture to ensure alignment with 
strategic goals and external challenges.  

For the bank branch, cultural insights provide both opportunities and 
challenges. While the current culture fits well with the operational needs of the 
branch, a gradual transition to another organizational culture can lead to a 
complete improvement and transformation of the organization. Embracing a 
culture that is more collaborative and innovative can improve not only 
employee satisfaction, but also position the branch to better serve its 
customers in an ever-evolving banking environment.  

In a broader context, this research highlights the importance of recognizing 
and nurturing organizational culture as a strategic resource. As companies face 
the complexities of the 21st century, a well-aligned, adaptable and dynamic 
culture can be their compass, guiding them to sustainable success.  

Regularly conducting OCAI tests provides continuous analysis and monitoring 
of cultural changes over time. Managers can identify the dynamics of culture 
evolution, recognize challenges and adapt strategies in accordance with 
changes in the organization. The OCAI test becomes the basis for developing 
innovative initiatives that support cultural transformation, improve team 
effectiveness and maintain employee satisfaction. Ultimately, the OCAI test is 
a valuable resource that enables organizations to gain a deeper understanding 
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of their culture, align it with business goals, and actively shape the path to 
sustainable success. 
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