
261

Actions: agenda for strategic, 96, 102, 
110–113; to deal with undiscussable 
issues, 131–132; for implementing 
adhocracy (create) culture, 212–214; 
for implementing clan (collaborate) 
culture, 209–212; for implementing 
hierarchy (control) culture, 217–219; 
for implementing market (compete) 
culture, 214–216; of managers, 140, 
154–155, 207; small, 113–114

Adhocracy (create) culture: actions for 
implementing, 212–214; as Competing 
Values Framework quadrant, 39, 40, 
41; effectiveness criteria valued in, 
53, 55–56; feedback on managerial 
skills for, 142, 145; HR manager’s 
role in building, 59; leadership 
congruent with, 52, 53; management 
competencies for, 139, 157, 227–233; 
on organizational culture profi le form, 
75–76; in organizational life cycle, 
64, 65, 66, 68; overview of, 49–51; 
reliability of OCAI’s assessment of, 
176–178; strategies of, applied to 
TQM, 57, 58

Aiken, Michael, 21
Albertsons, 175
Alpert, Stuart, 22, 36
American Airlines, 175
Anheuser-Busch, 175
Apple Computer Company: culture of, 

55–56, 84; organizational culture profi les 
in life cycle of, 65–68; success of, 4, 5; 
vision statement of, 62, 63–64

Archer Daniels Midland, 175

Archetypes, 37, 172–173
Argyris, Chris, 47, 129
Arnold, D. R., 36
Artifacts, 19, 20
Assumptions, 19–20. See also Dominant 

characteristics; Organizational glue
Athos, Anthony, 2, 18, 46

Bacharach, S. B., 21
Bankers Trust, 175
Barley, Steven, 22
Barney, Jay, 2, 3
Behaviors: congruence of managerial and 

organizational, 70–71; as element of 
organizational culture, 19, 20. See also 
Actions

Beyer, Janice, 6, 23, 35, 36, 167
Bing, 55
Blaunder, Robert, 21
Boehringer Ingelheim, 86
Boeing, 38
Briggs, Katherine C., 37
Bright, David, 13
Brockbank, J. Wayne, 58, 176, 177, 184
Brownas, Edward A., 38
Bureaucracies, 42
Burns, Ursula, 45

Caldwell, Bruce, 2
Caldwell, David, 22
Cameron, Kim S., 1, 6, 10, 11, 12, 13, 18, 

23, 28, 35, 36, 37, 41, 50, 54, 56, 64, 82, 
93, 137, 138, 167, 169, 171, 172, 174, 
178, 184

Campbell, Donald T., 180, 181

Index

BINDEX.indd   261BINDEX.indd   261 1/14/11   5:03:58 PM1/14/11   5:03:58 PM

CO
PYRIG

HTED
 M

ATERIA
L

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



262  INDEX

Campbell, John P., 38
Capella, L. M., 36
Caza, Arran, 13
Change: current velocity of, 1, 2, 

9–10; small, 113–114. See also 
Organizational change; Organizational 
culture change; Individual change

Chao, Georgia T., 7
Chatman, Jennifer, 18, 22
Childress, John R., 1
Citicorp, 175
Clan (collaborate) culture: actions 

for implementing, 209–212; as 
Competing Values Framework 
quadrant, 39, 40, 41; effectiveness 
criteria valued in, 53, 55; feedback 
on managerial skills for, 142, 145, 
147–149, 150, 151; HR manager’s 
role in building, 59; leadership 
congruent with, 52, 53; management 
competencies for, 138–139, 156–157, 
221–227; on organizational culture 
profi le form, 75–76; in organizational 
life cycle, 64, 66; overview of, 46–48; 
reliability of OCAI’s assessment of, 
176–178; strategies of, applied to 
TQM, 57–58

Coca-Cola, 5, 6
Collaborate culture. See Clan 

(collaborate) culture
Collett, Lee, 185, 186
Comcast, 4
Commitment: in adhocracy culture, 51, 

75; in clan culture, 46, 48, 55, 75; 
communication to ensure, 117, 118; of 
management to cultural change, 163; 
organizational culture as creating, 6, 7

Communication: about undiscussable 
issues, 129–132; identifying strategy 
for, 117–120

Companies. See Organizations
Compete culture. See Market (compete) 

culture
Competencies. See Management 

competencies/skills
Competing Values Framework, 35–72; 

advantages of, 24, 37; applied to 
critical leadership competencies, 

138–140, 156–157; applied to human 
resource management roles, 58–60; 
applied to mission/vision statements, 
60–64; applied to organizational 
effectiveness, 53, 54–56; applied to 
organizational leadership, 52–54; 
applied to TQM, 56–58; behavior 
congruences/mismatches revealed by, 
70–71; congruence with psychological 
research, 37, 40; and culture change in 
mature organizations, 67, 68–70; and 
culture change over organizational 
life cycle, 64–68; development of, 38; 
as dominant framework for assessing 
organizational culture, 35, 71n1; 
overview of, 38–41; using, to change 
organizational culture, 95–96. See 
also Adhocracy (create) culture; 
Clan (collaborate) culture; Hierarchy 
(control) culture; Market (compete) 
culture

Con-Agra, 175
Congruence: of Competing Values 

Framework and psychological 
research, 37, 40; cultural, 84–86, 
173, 174; of culture and leadership 
competencies, 53–54; as dimension 
of culture, 36; of managerial and 
organizational behavior, 70–71

Contracts and norms, 19, 20
Control culture. See Hierarchy (control) 

culture
Convergent validity, 180–181
Coors, 175
Core values, 35, 40, 169. See also 

Competing Values Framework
Corporate character, 108–109
Cox, Taylor, 21
Create culture. See Adhocracy (create) 

culture
Criteria of success: average 

organizational profi le for, 88; 
form for plotting profi les of, 251; 
identifying measures of, 116–117; as 
organizational direction measured 
by OCAI, 28, 32, 173; plotting, on 
organizational culture profi le form, 
77, 78

BINDEX.indd   262BINDEX.indd   262 1/14/11   5:03:58 PM1/14/11   5:03:58 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



INDEX   263

CSC Index, 2, 12
Cultural congruence, 84–86, 173, 174
Cultural strength, 83–84, 174
Cultural types: as dimension of 

organizational culture, 174–175; 
interpreting, from organizational 
culture profi les, 81–82; overview of, 
41–51, 71n2; reliability of OCAI’s 
assessment of, 176–178. See also 
Adhocracy (create) culture; Clan 
(collaborate) culture; Hierarchy 
(control) culture; Market (compete) 
culture

Culture: levels of analyzing, 21; 
perspectives on, 25–26n1. See also 
Organizational culture

Culture change. See Organizational 
culture change

Culture profi les. See Organizational 
culture profi les

Current culture: consensual view of, 
102–104; discrepancies between 
preferred and, 82–83, 97–99, 105–106; 
OCAI for identifying, 30–32

Data, value of pictures of, 73
Dayton Hudson, 175
Deal, Terrence E., 18, 36, 167, 174
DeGraff, J., 37, 41
Denison, Daniel R., 6, 54, 71n1, 167, 171
Detert, J. R., 21
Differentiation: as dimension of culture, 

36, 38–39; as perspective on culture, 
25n1, 26n1

Discriminant validity, 181
Disney Corporation, 4, 5, 6, 55, 116
Dominant characteristics. See 

Organizational characteristics
Downsizing initiatives, 1, 11–12, 13, 166
Drucker, Peter, 1
D-scores, analysis of MSAI psychometric 

properties, 186–193
Dunnette, Marvin D., 38
Dutton, Jane, 166

Education, 9
Effectiveness: criteria of, 38–39; paradox 

hypothesis of, 54. See also Managerial 

effectiveness; Organizational 
effectiveness

Enriquez, Juan, 10
Ernst, R. C., 36
Ettington, Deborah R., 6, 18, 23, 28, 35, 

37, 167, 169, 172, 174
Exploratory Data Analysis (Tukey), 73
External focus, emphasis on, 39, 40

Facebook, 55
Failure, of organizational change 

initiatives, 1–2, 11–13, 56
FedEx, 109
Feedback reports: overview of, 

141–151; purposes of, 151, 153; tips 
on reviewing, 154–155

Feldman, Martha, 109
Fieldcrest Cannon, 175
Fisk, D. W., 180, 181
Fitzgerald, Thomas, 23
Flexibility, emphasis on, 38, 39
Ford Motor Company, 42, 61, 63
Fortune 500 companies, 9, 10, 11, 

136, 176
Fragmentation: as dimension of 

culture, 36; as perspective on culture, 
25n1, 26n1

Frameworks: congruence of, 37; value 
of, 36–37. See also Competing Values 
Framework

Freeman, Sarah J., 13, 171, 178, 184
Frost, Peter J., 167
Fry, Louis W., 22
Future culture. See Preferred 

culture

Gaines, Jeannie, 22
Geertz, Clifford, 167
Genentech, 50
General Electric (GE), 5
General Motors (GM), 14–17
Gerstner, Lou, 56
Golden West, 175
Google, 6, 38, 50, 55
Gordon, G. G., 36
Gordon, George W., 21
Government Accountability Offi ce 

(GAO), 54–55

BINDEX.indd   263BINDEX.indd   263 1/14/11   5:03:59 PM1/14/11   5:03:59 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



264  INDEX

Government agencies: adhocracy 
subunit within, 50–51; hierarchy 
culture of, 41–42, 54–55, 79, 80; 
MSAI used by, 136; stability emphasis 
of, 38

Gross, Tracy, 2

H. F. Ahmanson, 175
Hamel, Gary, 166
Hampton-Turner, Charles, 40
Hatch, Mary Jo, 109
Hedlund, Jennifer, 7
Heskett, James L., 2, 6, 36, 174
Hewlett-Packard (H-P), 39, 175
Hierarchy (control) culture: actions 

for implementing, 217–219; as 
Competing Values Framework 
quadrant, 39, 40, 41; effectiveness 
criteria valued in, 53, 54–55; feedback 
on managerial skills for, 142, 145; 
HR manager’s role in building, 58, 
59; leadership congruent with, 52, 
53; management competencies 
for, 139, 140, 156, 239–245; on 
organizational culture profi le form, 
75–76; in organizational life cycle, 64, 
66, 67; overview of, 41–43; reliability 
of OCAI’s assessment of, 176–178; 
strategies of, applied to TQM, 56–57

Hofstede, Geert, 21, 36
Honda, 39
Hooijberg, Robert, 54, 96
Human resource management, 

Competing Values Framework applied 
to, 58–60. See also Management of 
employees

IBM, 39, 55–56, 84
IDEO, 50
Individual change, 135–157; alteration 

of fundamental values required for, 13; 
case study of, 121–133; development 
personal improvement agendas for, 
151–155; required for organizational 
culture change, 7, 133, 135, 155

Industries, organizational culture profi les 
for, 89–92

Integration: as dimension of culture, 
36, 38–39; as perspective on culture, 
25–26n1

Intel, 5, 84
Interaction patterns. See Management of 

employees; Organizational leadership
Internal focus, emphasis on, 38–39
Ipsative rating scale, 183–184, 188, 192
Isner, Michael, 116

JCPenney, 175
Jerimier, John M., 22
Jobs, Steven, 45, 56, 65, 67, 68, 114–115
Johnson, J., 171
Johnson, Michael, 47
Johnson & Johnson, 84
Jung, Carl G., 37

Kansas City Southern, 4
Keen, Peter G. W., 37
Kennedy, A. A., 18, 36, 167, 174
Kets de Vries, M.F.R., 36
Kilmann, Ralph H., 37, 173
Kluckhohn, C., 18
Kotter, John P., 2, 6, 36, 174
Kozlowski, Steve W. J., 7
Krakower, Jack Y., 177, 182, 184
Kroeber, A., 18
Kroger, 4
Kruskal, Joseph B., 181

LaBarre, P. G., 48
Lawrence, K., 54
Leadership. See Organizational 

leadership
Lenk, P., 54
Likert, Rensis, 47
Likert response scale, 176, 177, 180, 

183, 184
Lincoln, James R., 46

Management competencies/skills: for 
adhocracy (create) culture, 139, 
157, 227–233; for clan (collaborate) 
culture, 138–139, 156–157, 221–227; 
critical, assessed by MSAI, 138–140, 
156–157; form for self-assessing, 

BINDEX.indd   264BINDEX.indd   264 1/14/11   5:03:59 PM1/14/11   5:03:59 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



INDEX   265

194–207; for hierarchy (control) 
culture, 139, 140, 156, 239–245; for 
market (compete) culture, 139, 140, 
156, 233–239; personal management 
skills profi le of, created with MSAI, 
141–151; research identifying, 
137–138; suggestions for improving, 
221–245. See also Management Skills 
Assessment Instrument (MSAI); 
Management skills profi les

Management of employees: average 
organizational profi le for, 88; form for 
plotting profi les of, 251; as interaction 
pattern measured by OCAI, 28, 
31, 173; plotting, on organizational 
culture profi le form, 77, 78

Management Skills Assessment 
Instrument (MSAI): alternate version 
of (MSAI-e), .156n1; creating 
personal management skills profi les 
with, 141–151; critical managerial 
competencies assessed by, 138–140, 
156–157; developing personal 
improvement agendas from feedback 
from, 151–155; form, 194–207; 
psychometric analyses of, 185–193; 
use of, 135–136, 140–141, 162–163; 
where to obtain, 135

Management skills profi les: creating 
personal, with MSAI, 141–151; 
developing personal improvement 
agendas by comparing organizational 
culture profi les to, 151–155; 
examples of, 145–146, 150, 151; 
forms for plotting, 250–251. See also 
Management competencies/skills

Managerial effectiveness: form for 
self-assessing, 202–207; paradox 
hypothesis of, 54

Market (compete) culture: actions 
for implementing, 214–216; as 
Competing Values Framework 
quadrant, 39, 40, 41; effectiveness 
criteria valued in, 53, 55; feedback on 
managerial skills for, 142, 145; HR 
manager’s role in building, 58–59; 
leadership congruent with, 52, 53–54; 

management competencies for, 139, 
140, 156, 233–239; on organizational 
culture profi le form, 75–76; in 
organizational life cycle, 64, 66, 
67–68; overview of, 43–46; reliability 
of OCAI’s assessment of, 176–178; 
strategies of, applied to TQM, 57

Martin, Joanne, 21, 25n1, 35, 36, 
109, 167

Mason, Robert O., 37, 173
Mature organizations, culture change in, 

67, 68–70
Mauriel, J. J., 21
McDonald’s, 5, 42, 43
McGregor, Douglas, 46–47
McKenney, James L., 37
“Means-does not mean” analysis: 

examples of, 100–101, 123, 125; form 
for, 107; as step in organizational 
culture change process, 99–101, 
106–108

Measurement: issues in, of organizational 
cultures, 169–171; of success, 116–117

Menlo Innovation, 50
Meridian Bancorp, 68–70
Metrics, of indicators, 116–117
Meyer, W. U., 18
Microsoft, 4, 5, 45
Milestones, identifying, 116–117
Miller, Danny, 36
Mishra, Aneil, K., 13
Mission statements, Competing Values 

Framework applied to, 60–64
Mitroff, Ian I., 37, 40, 172, 173
Mora, Carlos, 185, 186
Mulally, Alan, 63
Mulcahy, Anne, 45
Myers, Isabel B., 37

Nadler, David A., 174
NASA, Manned Space Flight Center, 50
Nelson, Randy, 48
New United Motors Manufacturing 

Incorporated (NUMMI) plant, 15–17
New York State Department of Mental 

Hygiene, 50–51
Nike, 38

BINDEX.indd   265BINDEX.indd   265 1/14/11   5:04:00 PM1/14/11   5:04:00 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



266  INDEX

Norms, 19, 20
Northwest Airlines, 175

OCAI. See Organizational Culture 
Assessment Instrument (OCAI)

O’Reilly, Charles, 18, 22, 171
Organizational change: failure of 

initiatives for, 1–2, 11–12, 56; 
requirement for, 2, 12–13. See also 
Organizational culture change

Organizational characteristics: as 
assumption measured by OCAI, 28, 
30, 173; average organizational profi le 
for, 88; form for plotting profi les 
of, 251; plotting, on organizational 
culture profi le form, 77, 78

Organizational climate, 20–21, 169, 
170, 171

Organizational culture: caution on 
approach to, 23–24; compared to 
average, 86–92; congruence of, 84–86, 
173, 174; consensual view of current 
and preferred, 102–105; defi nitions 
of, 18, 167–169; dimensions of, 
35–36, 171–175; discrepancies 
between preferred and current, 82–83, 
97–99, 105–106; dominant style 
of, 52; elements of, 19–20; impact 
on individuals, 7; importance of 
assessing, 166–167; importance to 
successful organizations, 5–7; issues 
in measuring, 169–171; levels of 
analyzing, 21–23; literature on, 18, 
167; neglect of, 1–2, 12–13, 18–19; 
organizational climate vs., 20–21, 169; 
scholarly approaches to, 18, 167–169; 
stories for communicating, 109–110; 
strength of, 83–84; of subunits, 22–23, 
50–51, 65, 86, 169–170; trends in, 
92–94; types of, 41–51, 71n2, 81–82. 
See also Adhocracy (create) culture; 
Clan (collaborate) culture; Hierarchy 
(control) culture; Market (compete) 
culture; Organizational culture profi les

Organizational Culture Assessment 
Instrument (OCAI), 27–34; case 
study of initiating organizational 

culture change with, 97–101; case 
study of supplementing use of, 
121–133; constructing organizational 
culture profi le with scores from, 
73–77, 78; content dimensions 
measured by, 173; criticism of, 
28; form, 30–32; form for plotting 
profi les for individual items on, 251; 
instructions for completing, 28–29, 
33; purpose of, 28; reliability of, 
176–178; response scale of, 183–184; 
scoring, 33–34; using, to diagnose 
organizational culture, 160–161; 
validity of, 178–183; value of, for 
initiating organizational 
culture change, 95–96; who 
should complete, 97, 102–103; 
widespread use of, 27–28. See also 
Organizational culture profi les

Organizational culture change, 95–133; 
case study of using OCAI to initiate, 
97–101; common mistake in 
implementing, 120–121; corporate 
character in efforts for, 108–109; 
current need for, 9–13; example of 
power of, 14–17; formula for, 160; 
individual change required for, 7, 
121–133, 135, 155; management 
commitment to, 163; in mature 
organizations, 67, 68–70; “means-does 
not mean” analysis of, 99–101, 
106–108, 123, 125; in organizational 
life cycle, 64–68; required for 
successful organizational change, 2, 
12–13; Seven S model applied to, 121; 
steps for initiating, 101–120; time 
required for, 163; using Competing 
Values Framework and OCAI to 
initiate, 95–96. See also Resistance to 
cultural change

Organizational culture profi les: compared 
to average, 86–92; constructing, 
using scores from OCAI, 73–77, 78; 
examples of, 77, 79–80, 124; form for 
plotting, 75–76, 247–248; interpreting 
cultural congruence from, 84–86; 
interpreting cultural strength from, 

BINDEX.indd   266BINDEX.indd   266 1/14/11   5:04:00 PM1/14/11   5:04:00 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



INDEX   267

83–84; interpreting culture type from, 
81–82; interpreting preferred/current 
culture discrepancies from, 82–83, 
97–99, 105–106; in life cycle of Apple, 
65–68; in life cycle of organizations, 
64–68; in mature organizations, 67, 
68–70; reason for making, 80–81; 
trends revealed by, 92–94

Organizational direction. See Criteria of 
success; Strategic emphases

Organizational effectiveness: Competing 
Values Framework applied to, 53, 
54–56; Competing Values Framework 
developed from indicators of, 38–39; 
paradox hypothesis of, 54

Organizational glue: as assumption 
measured by OCAI, 28, 31, 173; 
average organizational profi le for, 88; 
plotting, on organizational culture 
profi le form, 77, 78

Organizational leadership: average 
organizational profi le for, 88; 
Completing Values Framework applied 
to, 52–54; form for plotting profi les 
of, 251; implications of organizational 
culture change for, 114–116; as 
interaction pattern measured by 
OCAI, 28, 30, 173; plotting, on 
organizational culture profi le form, 
77, 78

Organizations: corporate character of, 
108–109; fi nancially successful, 2–7; 
Fortune 500 companies, 9, 10, 11, 
136, 176; mature, 67, 68–70

Ott, J. Steven, 167
Ouchi, William G., 18, 43, 46, 171

PAC-Ten, 118
Paradoxes: created by organizational 

culture, 166; in cultural profi les, 93; 
of organizational and managerial 
effectiveness, 54

Pascale, Richard, 2, 18, 46
Patton, George S., 45
PepsiCo, 175
Personal change. See Individual change
Personal improvement agendas, 151–155

Peters, Tom J., 2, 18, 121
Peterson, Marvin, 178
Peterson, N. G., 38
Petrock, Frank, 96
Pfi zer, 86
Philips Electronics, 44
Phillips, J. R., 121
Piaget, Jean, 40
Pixar, 4–5, 47–48
Porter, Michael, 2, 3
Powers, Melanie, 109
Powley, E. H., 82
Pralahad, C. K., 166
Preferred culture: consensual view of, 

104–105; discrepancies between 
current and, 82–83, 97–99, 105–106

Procter & Gamble, 84

Quinn, Robert E., 10, 13, 37, 38, 41, 50, 
54, 64, 176, 180, 184

Reengineering initiatives, 1, 12
Reliability: of MSAI, 189–192; of 

OCAI, 175–178
Resistance to cultural change: cultural 

diagnosis activity for overcoming, 
99, 101, 102; with hierarchy culture, 
183; increased by criticism, 115; 
organizational culture change process 
for reducing, 111, 112, 113

Rohrbaugh, John, 38
Rubbermaid, 5

Sandelands, Lance, 166
Sathe, Vijay, 36, 166
Schein, Edgar H., 18, 22, 36, 166, 167
Schneider, B., 20
Schroeder, R. G., 21
Scully, John, 67
Senn, Larry E., 1
Seven S model, 121, 160–161
Shell Oil, 175
Sitkin, Sim, 109
Skills. See Management 

competencies/skills
Slocum, John W., 22
Small wins, 113–114

BINDEX.indd   267BINDEX.indd   267 1/14/11   5:04:00 PM1/14/11   5:04:00 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



268  INDEX

Smith, Eleanor M., 7
Social media, 55
Sony, 5
Southwest Airlines, 4, 5, 109
Spencer, Melinda, 178
Spreitzer, Gretchen M., 176, 180, 184
Springs Industries, 175
Stability: emphasis on, 38, 39; 

organizational culture as creating, 166
Stanton, Andrew, 47–48
Staw, Barry M., 166
Stories/storytelling: to communicate 

organizational culture, 109–110; 
to understand need for individual 
change, 128–129

Strategic action agenda, identifying, 96, 
102, 110–113

Strategic emphases: average 
organizational profi le for, 88; form 
for plotting profi les of, 251; as 
organizational direction measured 
by OCAI, 28, 32, 173; plotting, on 
organizational culture profi le form, 
77, 78

Strategic planning initiatives, 1
Subunit cultures, 22–23, 50–51, 65, 86, 

169–170
Successful organizations: conditions 

believed crucial for, 2–3; examples of, 
4–5; organizational cultures of, 5–7. 
See also Criteria of success

Support: communication strategy to 
build, 118–119; to facilitate individual 
change, 155; from managerial 
behavior change, 140; for strategic 
action agenda, 112

Symbols, 117–118

Taylor, W. C., 48
Team building, games and exercises for, 

122–129
Texaco, 175
Thakor, A., 37, 41
360-degree feedback, 141, 151, 153. See 

also Feedback reports
Total Quality Management (TQM) 

initiatives, 1, 11, 13, 56–58
Toyota, 5, 15–17, 39, 62, 63, 84

Transaction costs, 43, 44
Trice, Harrison, 6, 35, 167
Trompenaars, Fons, 21
Trust: lost with failed change 

attempts, 11, 13; team activities on, 
126–128; and undiscussable issues, 
130, 131, 132

Tukey, John W., 73
Tushman, Michael L., 174
Twitter, 55

Ulrich, David O., 58, 176, 177, 184
Undiscussable issues, 129–132
University of Michigan, 135–136
U.S. Army, 83
U.S. Department of Justice, 42

Validity: of Competing Values 
Framework, 37; of MSAI, 189–192; of 
OCAI, 175, 178–183

Values, core, 35, 40, 169. See also 
Competing Values Framework

Van Maanen, John, 21, 22, 71n2
Vision statements, Competing Values 

Framework applied to, 60–64

Walgreen, 4
Walmart, 4, 5, 175
Waterman, Robert H., 18, 121
Weber, Max, 41–42
Whetten, David A., 22, 36, 137, 138
Whirlpool, 60–61, 63
White, Theodore, 178
Wilkins, Alan L., 108
Williamson, Oliver, 43, 72n3
“Win as Much as You Can” simulation 

game, 123–127
Winn-Dixie, 175
Wish, Myron, 181
Wozniak, Steven, 65

Xerox Corporation, 44–45, 
118–119, 175

Yahoo Search, 55
Yeung, Arthur K. O., 176, 177, 184

Zammuto, Raymond F., 177, 182, 184

BINDEX.indd   268BINDEX.indd   268 1/14/11   5:04:01 PM1/14/11   5:04:01 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om


