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developing rules{or relationships for,
104-107; distrihuting power, authority,
and status f01:-101-104; managing
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attention to, 241; reactions to critical
incidents/organizational crises by,
243-245; rewards and status allocation
by, 247-249; role modeling, teaching,
and coaching by, 246-247; secondary
articulation and reinforcement
mechanisms by, 250-257; succession

of, 280-284, 287-289; understanding

how culture changes, 273t-296. See also
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of role, 152—154. See also Authority
relationships

Religious beliefs, 110
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