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shared assumptions about means to 
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139, 154, 165
Goldman, A., 146, 180
Greiner, L. E., 165, 275
Grenier, R., 140, 285
Group formation: defi ning boundaries 

during, 94e, 97–100, 202; how 
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through, 18
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the unmanageable/explaining the 
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for, 363–364; executive subculture of, 
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171fi g; learning-oriented, 374–383; 
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and changing role of, 259–271. See 
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involvement of, 306; psychological 
safety of, 300e, 302–303, 305–307; 
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disconfi rmation of old, 300e–307
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collectivism in, 150–151; managing 
the unmanageable/explaining the 
unexplainable, 110–112; moralism and 
pragmatism, 120–121; nature of human 
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nature of space, 135–142; possible 
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by, 121e; social order developed by, 3, 
103–104, 197, 365, 386–387; about 
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forming the core of, 29, 30–32. See also 
Ciba-Geigy; DEC (Digital Equipment 
Corporation)
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Magician archetype, 167
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tradition of, 96–97; articulation of new 
vision by, 305–306; assumptions about 
human nature and, 30; distortions 
of unconscious assumptions and, 29, 
30–32; emotional resistance to giving 
feedback by, 103–104; executive 
subculture of, 63e–67; multicultural, 
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among, 57; Theory X and Theory Y 
on, 145–146, 155, 165; U.S. norm of 
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Management of love, 149
Managerial Grid, 167, 285
Managing internal integration: allocating 

rewards and punishment, 107–110; 
creating common language and 
conceptual categories, 93–97; defi ning 
group boundaries and identity, 97–100; 
developing rules for relationships, 
104–107; distributing power, authority, 
and status, 101–104; managing 
the unmanageable/explaining the 
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related to, 94e
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Maslow, A., 144
Mature organizations. See Organizational 
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succession problems and transition to, 
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76; obtaining shared understanding of, 
74e–78; relationship between strategy 
and, 76–77; shared assumptions about 
goals derived from, 74e, 78–80
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MIT Sloan Fellows Program, 80–81
Monochronic time, 127–129
Moralistic cultural dimension, 120–121
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Motivation: to answer surveys honestly, 

160; assumptions on human nature and, 

144–146; learning-oriented leadership, 
381; reward and punishment used for, 
107–110; Theory X and Theory Y on, 
145–146, 155, 165

“Motivational Faith,” 166
Mouton, J. S., 167, 285
Multicultural groups: cultural intelligence 

of, 387–389; description and challenges 
of, 385–387; using dialogue to explore 
cultural islands in, 391–398; temporary 
cultural island concept applied to, 
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Myths: culture change through explosion 

of, 291–292; DEC (Digital Equipment 
Corporation) created, 112; espoused 
beliefs and values supported by, 
290–291; organizational creation of 
superstitions and, 110–112; reaffi rming 
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Storytelling
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Needs: hierarchy of, 144–145; meeting 

individual, 149. See also Goals
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Norms. See Group norms
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4–5, 20–21; subcultures creating within, 
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Olsen, K.: communicating what is 
important to him, 238–239, 245; 
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with, 231; cultural reinforcers used by, 
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76, 89, 152, 225–229; DEC founding by, 
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by, 37, 39–40, 131, 214, 240–241; 
emotional outbursts by, 239–241, 244; 
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taken by, 87; as licenses pilot, 38; 
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allocation approach taken by, 245–246; 
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DEC (Digital Equipment Corporation)

“Operational autonomy,” 131
Operator subculture: assumptions of the, 

58e; characteristics of, 58–60; norms 
developed in, 60; “practical drift” of, 60; 
“work to rule” process of, 59

O’Reilly, C. A., III, 278
Organizational climate, 15, 24
Organizational crises, 243–245
Organizational culture: anomalies 

explained by differences in, 7–8; 
artifacts of, 20, 23–25, 36–38; 
behavioral regularities of, 14–16, 
20; blaming, 109; characteristics of 
a healthy, 173fi g–174fi g; content 
of, 18–20; deciphering, 177–193; 
description of, 1, 2e; emergence in 
new groups, 197–218; example of 
situations in context of, 9–11; founder/
leadership role in creating, 219–233; 
on goals derived from mission, 78–80; 
how leaders embed beliefs, values, and 
assumptions into, 235–250; integration 
perspective bias in study of, 175; key 
dimensions for successful, 171fi g; 

learning, 366–383; on means to achieve 
goals, 80–83; on measuring results/
correction mechanisms, 83–88; on 
mission, strategy, and goals of, 74–78; 
observable events and underlying 
forces of, 14–16; practical applications 
of understanding, 4–5; on remedial/
repair strategies, 88–91; resistance to, 8, 
303–305; socialization or acculturation 
to, 19–20; stabilizing function of, 
365; typologies of, 70, 157–176; 
understanding organizational behaviors 
through, 11–13; variations in, 3. 
See also Corporate culture; Culture; 
Employees; Organizational culture 
typologies

Organizational culture case studies: 
Ciba-Geigy basics, 10, 12, 44–53; DEC 
(Digital Equipment Corp.) basics, 9, 
11, 35–44. See also Ciba-Geigy; DEC 
(Digital Equipment Corporation); 
Organizational culture change case 
studies

Organizational culture change: conceptual 
model for, 300e–311; culture assessment 
component of, 315–326; founding 
and early growth, 273t, 274–280; 
mechanisms listed, 273t; organizational 
maturity and potential decline, 273t, 
289–295; principles in regard to, 
311–313; psycho-social dynamics of 
organizational, 299–300; succession 
problems and transition to midlife, 
273t, 280–289; through technological 
seduction, 284–287

Organizational culture change case studies: 
Apple Computer, 335–339; Beta Service 
Company, 329–331; Ciba-Geigy, 
339–362; MA-COM, 331–334; U.S. 
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also Organizational culture case studies

Organizational culture change model: 
stage 1: unfreezing/disconfi rmation, 
300e–307; stage 2: cognitive 
restructuring for learning, 300e, 
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308–311; stage 3: refreezing to 
internalize new learning, 300e, 311

Organizational culture characteristics: 
breadth, 17; depth, 16; patterning or 
integration, 17; structural stability, 16

Organizational culture examples: Alpha 
Power, 10–11; Amoco, 10; Cambridge-
at-Home, 10; Ciba-Geigy, 10; DEC 
(Digital Equipment Corporation), 9

Organizational culture typologies: of 
authority and intimacy assumptions, 
163–166; characteristics of a healthy, 
173fi g–174fi g; example of using priori 
criteria for evaluating, 171fi g–172; 
integration perspective bias introduced 
by, 175; issues of using, 70, 157–159; 
learning within, 158; lists of different, 
166–169; problems in use of surveys 
of, 159–161; survey-based profi les of, 
169–171; when to use surveys 
to measure, 161–163. See also 
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relationships in, 69, 101–104; body 
language rituals used to reinforce, 139; 
differentiation of subculture by, 
270–271; distributing power, authority, 
and status through, 101–104; 
subcultures of given levels within, 
56. See also Leadership; Management; 
Status

Organizational maturity/decline: culture 
changes through process of, 289–295; 
destruction and rebirth, 295; learning-
oriented leadership during, 376–377; 
mergers and acquisitions, 294–295; 
scandal and explosion of myths, 
291–292; turnarounds by, 293–294

Organizations: basic time orientation of, 
126–127; being orientation of, 147; 
being-in-becoming orientation, 
147–149; challenges of measuring 
culture content in, 70–71; changing 
role of leadership in “midlife,” 
259–271; coercive, 163, 164, 165; 

doing orientation of, 146–147; external 
adaptation issues faced by, 74e–91; 
formal statements of philosophy, creeds, 
and charters, 256–257; founding and 
early growth of, 273t, 274–280; macro 
context of, 55; managing internal 
integration, 93–113; maturity and 
potential decline of, 289–295, 376–377; 
MIT Sloan Fellows Program exercise 
to build an, 80–81; monochronic 
and polychronic time in, 127–128; 
normative, 164; rites and rituals of, 
14, 16, 101, 139, 253–255; secondary 
articulation and reinforcement 
mechanisms by, 250–257; superstitions 
and myths formed in, 110–112; three 
dimensions of career movement in, 
99–100; utilitarian, 163, 164, 165. 
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Organizational culture typologies; 
Strategies
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Patterning (or integration): as cultural 

characteristic, 17; cultural formation 
through, 18

Pava, C.H.P., 294
Pearson, C. S., 162, 167
PepsiCo, 230

INDEX.indd   430INDEX.indd   430 22/06/10   9:41 PM22/06/10   9:41 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



I N D E X   431

Performance appraisal, emotional 
resistance to, 103–104
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Planning time, 129–130
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Poulfelt, L., 165
Power: distribution of, 101–104; needs for 

infl uence and, 149; survival anxiety due 
to fear of losing, 303. See also Authority 
relationships

Power distance, 151–152
Power oriented typology, 166
Powers, M. E., 255
“Practical drift,” 60
Pragmatic cultural dimension, 120–121
Predictability validity criteria, 185
Primary embedding mechanisms: 

concluding observations about, 250; 
deliberate role modeling, teaching, and 
coaching, 236e, 246–247; how leaders 
allocate resources, 236e, 245–246; how 
leaders allocate rewards and status, 
236e, 247–249; how leaders select, 
promote, and excommunicate, 236e, 
249–250; listed, 236e; reactions to 
critical incidents/organizational crises, 
236e, 243–245. See also Secondary 
articulation/reinforcement mechanisms

“Prince Albert” syndrome, 281
Process analysis, 204
Products: Ciba-Geigy debate over 

“valuable,” 77; discretionary time 
horizons in developing, 130–132; MIT 
Sloan Fellows Program exercise on, 
80–81; subculture differentiation related 

to, 266–267; subculture variations in 
planning and development of, 129–130

Promotion: organizational approach 
to, 249–250; systematically and from 
selected subcultures, 283–284

Psychological safety: Ciba-Geigy and 
process of providing, 350; denial of 
confl icting information to maintain, 
302–303; how to create, 305–307; 
unfreezing process and importance of, 
300e, 302

Public distance, 136
Punishment: organizational systems for, 

107–110; survival anxiety and fear of, 
304. See also Reward systems

Putnam, R., 28

Q

Quinn, R. E., 168

R

R&D (research & development): differing 
time horizons of, 130–132; planning 
and development time by, 129–130; 
task forces to communicate with sales/
marketing, 263

Radiology technology, 132–133, 285
Rapid deciphering process: description of, 

315–316; identifying culture elements 
that need changing with, 325–326; 
key assumptions for, 316–317; steps in, 
317–325

Rapid deciphering steps: 1: obtaining 
leadership commitment, 317; 2: 
selecting groups for self-assessment, 
317–318; 3: selecting appropriate 
setting for group self-assessment, 318; 
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