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ABSTRACT 
The culture of an organization is an amalgamation of the values and beliefs of the people in an organization. It can be felt in the implicit rules and expectations of 

behaviour in an organization. It is usually set by management whose decisions on policy reflect the culture of the organization. In the past 25 years, the concept 

of organizational culture has gained wide acceptance as a way to understand human systems. From an "open-systems" perspective, each aspect of 

organizational culture can be seen as an important environmental condition affecting the system and its subsystems. The examination of organizational culture is 

also a valuable analytical tool in its own right. The culture of the organization, if it is positive and helpful can help to motivate staff or at least prevent them from 

becoming dissatisfied. If the climate does not satisfy the needs of staff, then it will probably become a demotivator, - that is, it would cause dissatisfaction and so 

people would become less inclined to work towards the organizational goals. This research has been conducted to study the type of culture which prevails mostly 

at different levels of Managerial staff, Unionized staff & Workmen in Messebo Cement Factory Private Limited Company, Mekelle, Ethiopia and give suggestions 

to improve the culture which is mostly suitable for different levels of personnel. 

 

KEYWORDS 
Organizational Culture, Companies, Staff. 

 

INTRODUCTION 
he culture of an organization is an amalgamation of the values and beliefs of the people in an organization. It can be felt in the implicit rules and 

expectations of behavior in an organization. It is usually set by management whose decisions on policy reflect the culture of the organization. 

In the past 25 years, the concept of organizational culture has gained wide acceptance as a way to understand human systems. From an "open-systems" 

perspective, each aspect of organizational culture can be seen as an important environmental condition affecting the system and its subsystems. The 

examination of organizational culture is also a valuable analytical tool in its own right. 

The culture of the organization, if it is positive and helpful can help to motivate staff or at least prevent them from becoming dissatisfied. If the climate does not 

satisfy the needs of staff, then it will probably become a demotivator, - that is, it would cause dissatisfaction and so people would become less inclined to work 

towards the organizational goals.   

 

SCOPE OF THE STUDY 
Currently the three most popular organizational topics are Leadership, Organizational Learning, and Organizational Culture. The primary role of leadership is to 

multiply power in organization, build the organization as a learning organization, and develop an appropriate culture, ethos and climate. In this connection this 

study has been conducted to find the type of culture that prevails in Messebo Cement Factory Private Limited Company, Mekelle, Ethiopia. 

 

OBJECTIVES OF THE STUDY 
• To study the organizational culture prevailing in Messebo Cement Factory Private Limited Company. 

• To study the type of culture (Autocratic, Bureaucratic, Technocratic, Entrepreneurial) which prevails mostly at different levels like Managerial staff, 

Unionized staff & Workmen. 

• To give suggestions regarding the type of culture which is most suitable for different levels. 

 

T
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COMPANY PROFILE 
Located in Mekelle, Northern Ethiopia, Messebo Cement Factory produces cement of highest quality confirming to European and US standards. The production 

process of Messebo Cement Factory consists of the latest pre-Kalciner technology. The machinery & equipment has been supplied and created by M/S F. L. 

Smidth (Denmark), the most renowned manufacturer of cement plants in the world and commissioned in 2001. The annual production capacity is 630,000 

metric tons of cement covering the market share of 30%. 

VISION 

To become the leading cement manufacturer in Ethiopia and become exemplary in boosting derived privately owned businesses in the East Africa region and in 

Ethiopia at large. 

MISSION 

To assure its existence and become a profitable company on a sustainable basis  and support the continuously growing construction industry with the supply of 

construction materials of acceptable quality and reasonable price. 

OBJECTIVES 

� To create broadband sustainable market by supplying competitive products that fulfills customer's requirements.  

� Enhance property ownership and ensure sustainable profit.  

� To continuously develop modern and scientific methodology, work culture, and systems.  

� Develop human resources and create job opportunities.  

� Create conducive work environment.  

� Enhance regional development.  

� Control/remove causes for environmental pollution. 

MAJOR CUSTOMERS 

• Building and road construction contractors 

• Concrete product manufacturers 

• Retail shops 

OPPORTUNITIES 

• Export to Sudan and Djibouti 

• Growing domestic construction industry 

 

REVIEW OF LITERATURE 
The importance of organizations for man and society can hardly be over-estimated.  From life to death one or other form of organization plays a role in the life 

of the individual and impact on societies, nations and communities, be it political, religious, cultural, educational, judicial, economic, industrial or sport 

organizations, etc.  Organization is the vehicle through which groups; collectives and individuals work to achieve their goals, aims and objectives. 

Being an age old phenomenon, almost universal in its appearance and application, there is little doubt that a well led, well organized, well managed, well 

planned, well resourced, well monitored organization can be a powerful tool to improve quality of life or product or process to achieve excellence, to 

benchmark, to excel, to develop, to grow, to optimize the condition of man or to produce and to profit.  The opposite however is also true. 

Today we want to focus on two aspects of organizations in addition to the pivotal role of leadership namely organisational culture and organization change as 

major determents of organisational effectiveness, efficiency, sustainability and overall success as instruments for development. 

Loosely defined an organization is a collectivity where people work together to achieve fairly specific goals, objectives with a fairly formalized structure and 

processes often strongly influenced by environmental factors.  Organizational culture entails all that govern, guide and shape the organizations people-

relationships.  

Organizational change is defined by Meyer and Botha – as “……the movement of people from a current state to a defined state, different, improved and desired 

new state through a set of planned and integrated interventions” 

With these imperfect definitions in mind we would like to focus on the role of organizational culture and organization change in organizations. 

 

THE FACTORS THAT HAVE INFLUENCED ORGANIZATIONAL CULTURE 

HISTORY AND OWNERSHIP 

The one-person business, The Family business, the small-group entrepreneur will determine influence, power, and style, due to its centralized ownership. 

• SIZE 

As the enterprise grows and expands, tight ownership and control may dwindle and others will start influencing style and culture. 

• TECHNOLOGY 

High cost, high-tech, high touch, fast changing technologies like in telecommunications might require a more flexible culture than those technologies that are 

expensive (machinery) where a more formal, well-structured culture will be required. 

• LEADERSHIP AND MISSION 

            Individuals and their values will impact on the culture of the organization 

 

The cultural web as instrument in analyzing the elements of the organization culture. 
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THE BRIEF ANALYSIS ABOUT THE CONTENTS OF THE CULTURAL WEB IS AS FOLLOWING: 

 

STORIES:   What people talk about, what matters, what is defined as success, failure. 

ROUTINES:  What is the normal way of doing things, procedures, and practices? 

RITUALS:     What does the organization highlight?  Long service, quality, performance, and innovation. 

SYMBOLS:    Symbols like office size, size, type of car. 

CONTROL SYSTEM:   Formal, informal, bureaucratic. 

ORGANISATIONAL STRUCTURE: Who reports to whom on a formal basis and who have an informal relationship? 

POWER STRUCTURES:  Who makes the decisions, which influences the decisions? How. When. 

 

What do we understand then when we use the concept organisational culture?  Lynch explains “… it’s a set of beliefs, values and learned ways of managing - and 

this is reflected in its structures, system and approach to the development of corporate strategy. Its culture derives from its past, its present, its current people, 

technology and physical resources and from the aims, objectives and values of those who work in the organization “. 

An important factor in analyzing organisational culture is to look for details. Details provide evidence of the organisational culture almost like a guide on a 

hunting trip, its to no avail only to know what a lion looks like, its imperative to know the footprint of the lion, to look for the broken twig, to look for evidence of 

the resting place, whether the lion is alone or with cubs in a pack.  Analyze the details” Analysis is important because culture influences every aspect of the 

organization and has an impact on the performance of organizations”.  In view of the above we would like to propose the following framework for analyzing 

organization culture. 

The power culture: 

“The organization revolves around and is dominated by an individual or a small group” (Lynch 282).  Discussions and often most of the initiatives refer back to 

the centre, which in turn dominates work styles, beliefs, and even practices in the organization.  A problem with this kind of organization is that it becomes 

increasingly difficult for the centre to keep control and manage the organization as it grows and expands.  Even if subgroups of managers develop their plans and 

initiatives it reflects the preferences of the top or centre. 

The role culture: 

“This organization relies on committees, structures, logic and analysis” (Lynch 283).  In this context a small group of managers/leaders will make the final 

decision but they will rely on procedures, systems and well-defined roles of communication. 

The management of change is often a problem in this kind of organization especially in an unstable environment the managers often do not see the changes 

coming or do not know how to manage it. 

The Task culture: 

“The organization is geared to tackle identified projects or tasks.  Work is undertaken in teams that are flexible and tackle identified issues”.   

In this organization power rests with the team and experts are utilized to facilitate group decisions. 

A problem with this kind of culture is that it is less capable of large-scale work and control relies largely on the efficiency of the team and top management is 

obliged to allow the group day-to-day autonomy. 

The personal culture: 

“The individual works and exists purely for her or himself.  The organization is tolerated as the way to structure and order the environment to certain useful 

purposes, but the prime area of interest is the individual.   An obvious problem with this kind of culture is that each individual feels little loyalty to the 

organization and is therefore difficult to manage. 

Lynch applies three criteria related to cooperative strategy to analyze the strategic implications of the four cultures.  The three criteria is: 

� Fit with prescription or emergent strategic routes 

� Delivery of competitive advantage 

� Ability to cope with strategic change  

He comes up with the following summary on the four types of culture. 
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SUMMARY ON THE FOUR TYPES OF CULTURE 

 Prescriptive or emergent strategy Delivery of competitive advantage Ability to cope with strategic change 

Power culture Prescriptive Enhanced but individuals may miss competitive moves Depends on individual or group at centre 

Role culture Prescriptive Solid, slow and substantive Slow, will resist change 

Task culture Emergent Good where flexibility is important Accepted and welcomed 

Personal culture Possible emergent  Depends on individual Depends on individual 

 

He does add three important qualifications however: 

� Organizations change over time (Movement from one culture to another possible). 

� Several types of culture usually exist in the same organization. 

� Different cultures may predominate pending on the centralization in the company.   

(Test for strategic fit with the current strategy) 

In conclusion from the above it is clear that there are not only different cultures but they impact differently on the organization.  Kreitner and Kinicki identified 

four functions of organizational culture – There might well be more – but it is noteworthy what those functions are: 

1. Gives members an organizational identity, in other words, attracts develop and keep talented people.  Serve as a magnet.  A feeling of belonging 

exists among employers. 

2. Facilitates collective commitment.  People own the company, are prepared to give of themselves.  Salaries are high, dividends are high productivity is 

high. 

3. Promote social system stability, strict standards – tight controls more than just discipline - a mystique.  Low turnover.  Passionate commitment to 

work hard – strong identification with the company. 

4. Shapes behavior by helping members to make sense of their surroundings.  (Organizational culture – social glue). 

Every organization has its own unique culture even though they may not have consciously tried to create it. Rather it will have been probably created 

unconsciously, based on the values of the top management or the founders or core people who build and/or direct that organization. Over time individuals 

(particularly the organization’s leaders) attempt to change the culture of their organizations to fit their own preferences or changing marketplace conditions. 

This culture then influences the decision-making processes, it affects styles of management and what everyone determines as success. 

When an organization is created it becomes its own world and its culture becomes the foundation on which the organization will exist in the world. People's 

actions in organizations are not always 'their own' but are largely influenced by the socialization processes of the specific culture to which they belong.  

Organizational culture is often referred to in the same breath as organizational change - and you will often see the process of developing a new culture or 

changing the existing one linked into the transition curve. 

IMPORTANCE OF CULTURE 

"Organizational culture is the key to organizational excellence... and the function of leadership is the creation and management of culture.” Edgar Schein 

Organizational Culture and Leadership 

Interpreting and understanding organizational culture is an important activity for managers and consultants because it affects strategic development, 

productivity and learning at all levels. Cultural assumptions can both enable and constrain what organizations are able to do. The job of the consultant is often to 

provide a method and a structure for organizations to be able to surface the most relevant cultural assumptions. Those that will assist change and those that will 

hinder the process 

Organizational theorists began to apply the term culture to corporate/work situations over the past 20 years. Initially the term was used to describe the 

leadership practices and later in the 80's management gurus defined culture in terms of symbols, slogans, heroes, rites, and rituals etc. These may be elements 

of culture- but they are not the heart of culture.  

WHAT IS CULTURE? 

"The way we do things around here" is a common sense definition of culture. But it over simplifies the concept and misses powerful underlying concepts and 

processes. Its better to regard culture as referring to the shared assumptions, beliefs, values and norms, actions as well as artifacts and language patterns. 

It is an acquired body of knowledge about how to behave and shared meanings and symbols which facilitate everyone's interpretation and understanding of 

how to act within an organization. Culture is the unique whole, the heart and soul that determines how a group of people will behave. Cultures are collective 

beliefs that in turn shape behavior. 

THEY CAN INCLUDE 

Cognitive frameworks, Shared meanings and perceptions, Behavioral codes, Values, stories, heroes & heroines, Symbols & rituals. 

 A key role for culture is to differentiate the organization from others and provide sense of identity for its members. Cultures do not have to be logical or 

consistent, in fact they seldom are and can appear quite haphazard and chaotic to the outsider. Can also have subgroups with different cultures and with varying 

agendas. A strong culture is one that is internally consistent, is widely shared, and makes it clear what it expects and how it wishes people to behave.  

Culture can be defined as “The cumulative beliefs, values and assumptions, underlying transaction with nature and important phenomena (e.g. collectively, 

environment, context, time, biological differences, power etc.). Culture is reflected in the artifacts-rituals, design of space, furniture and ways of dealing with 

various phenomena. 

Distribution and concentration of power can be one basis of classifying culture. From this angle, organizational cultures can be of four types: Autocratic (or 

feudal), Bureaucratic, Technocratic and Entrepreneurial (or organic and democratic). 

Autocratic or feudal culture is characterized by centralized power concentrated in a few persons, and observation of proper protocol in relation to the person(s) 

in power. Bureaucratic culture is characterized by primacy of procedures and rules, hierarchy, and distant and impersonal relationships. Technocratic culture 

emphasizes technical/professional standards and improvement. Entrepreneurial culture is concerned about achievement of results and providing excellent 

service to customers. 

 

RESEARCH METHODOLOGY 
Data Source                                                 : Primary and Secondary 

Data Collection technique                           : Questionnaire 

Sample Unit                                               : Employees of Messebo Cement Factory PLC. 

Sample Size                                                 : 27 - Managerial Staff 

                                                                          7 – Unionised Staff 

                                                                          61 – Workmen 

Sampling Technique                                   : Stratified Random Sampling 

Statistical Techniques Used                        : Mean 

                                                                        Median 

                                                                         Mode 

                                                                         Standard Deviation 

                                                                         Fisher’s t-test 
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                                                                         Analysis of Variance (F-test) 

The instrument has eight sets dealing with Values (1) Beliefs (3) Primacy (6) Communication (7) Leadership (4) Rituals in meetings (5) Celebrations (8) and Rooms 

and furniture (2). The figures in the parenthesis refer to the serial numbers of the sets in the instrument.                 

 

ANALYSIS AND INTERPRETATION 
CULTURE SCORES OF WORKMEN 

Employee No. Autocratic Score Bureaucratic Score Technocratic Score Entrepreneurial Score 

463 13 20 27 20 

488 10 25 27 18 

499 12 22 28 18 

501 13 20 27 20 

503 18 19 22 21 

524 12 23 28 17 

525 12 23 28 17 

577 13 19 26 22 

594 13 20 27 20 

607 11 21 27 21 

608 12 20 25 23 

615 11 22 27 20 

616 13 19 28 20 

622 14 17 28 21 

636 14 17 28 21 

639 14 17 26 23 

644 16 16 29 19 

647 14 17 28 21 

654 14 17 28 21 

655 14 20 25 21 

656 16 19 25 20 

665 16 19 24 21 

666 16 19 24 21 

670 15 22 23 20 

676 14 23 22 21 

681 14 23 22 21 

683 15 20 24 21 

692 13 22 24 21 

693 12 23 23 22 

702 12 22 28 18 

703 13 23 27 17 

704 12 22 28 18 

707 13 23 28 16 

708 13 23 27 17 

709 14 23 28 15 

714 13 23 27 17 

715 13 23 27 17 

717 13 24 28 15 

720 13 23 28 16 

733 13 24 28 15 

734 13 23 28 16 

735 13 23 30 14 

736 13 23 28 16 

739 13 23 28 16 

741 13 23 28 16 

742 13 23 28 16 

745 11 21 28 20 

746 13 23 28 16 

753 13 23 28 16 

754 12 22 28 18 

756 12 22 28 18 

758 13 23 28 16 

764 13 23 28 16 

765 13 23 28 16 

766 13 23 28 16 

769 11 21 28 20 

774 11 21 28 20 

794 12 22 28 18 

809 13 23 28 16 

810 13 23 28 16 

812 12 22 28 18 
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CULTURE SCORES OF MANAGERIAL LEVEL STAFF 

Employee No. Autocratic Score Bureaucratic Score Technocratic Score Entrepreneurial Score 

4 26 15 22 17 

11 27 15 22 16 

12 26 15 22 17 

18 26 15 22 17 

21 26 15 22 17 

25 26 15 22 17 

27 26 15 22 17 

32 23 19 19 19 

28 27 21 19 13 

42 28 18 20 14 

44 26 16 22 16 

46 26 16 22 16 

48 26 16 21 17 

53 19 18 21 22 

55 11 26 27 16 

60 23 19 19 19 

66 25 20 19 16 

71 25 19 20 16 

74 25 19 20 16 

75 25 19 20 16 

76 22 20 20 18 

77 25 19 20 16 

78 27 17 22 14 

79 27 17 22 14 

85 27 17 22 14 

86 27 17 22 14 

88 27 17 22 14 

 

CULTURE SCORES OF UNIONISED STAFF 

Employee No. Autocratic Score Bureaucratic Score Technocratic Score Entrepreneurial Score 

8834 13 27 26 14 

8838 12 26 25 17 

8843 11 22 30 17 

8845 12 23 26 19 

8846 13 23 30 14 

8851 14 20 26 20 

8853 12 17 22 19 

 

SUMMATION OF STATISTICAL RESULTS 

Culture Mean Median Sum Sum2 Standard Deviation 

WORKMEN 

Autocratic 13.09836 13 799 10583 1.82 

Bureaucratic 21.47541 22 1310 28402 2.12 

Technocratic 26.95082 28 1644 44512 1.85 

Entrepreneurial 18.47541 18 1127 21157 2.36 

MANAGERIAL LEVEL 

Autocratic 24.96296 26 674 17120 3.37 

Bureaucratic 17.59259 17 475 8519 2.5 

Technocratic 21.22222 22 573 12231 1.65 

Entrepreneurial 16.22222 16 438 7202 1.93 

UNIONISED STAFF 

Autocratic 13.85714 13 97 1427 3.72 

Bureaucratic 22.57143 23 158 3636 3.41 

Technocratic 26.42857 26 185 4937 2.82 

Entrepreneurial 17.14286 17 120 2092 2.41 

 

SUMMARY OF T-TEST VALUES (Workmen vs. Managerial Staff) 

Culture T-Test Value 

Autocratic 2.87 

Bureaucratic 0.813 

Technocratic 0.969 

Entrepreneurial 0.539 

 

SUMMARY OF F-TEST VALUES (Workmen, Managerial Staff and Unionised Staff) 

Culture F-Test Value 

Autocratic 249.72 

Bureaucratic 28.99 

Technocratic 88.9 

Entrepreneurial 9.63 
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TEST RESULTS TO MEASURE THE SIGNIFICANCE 

T-Test Df Derived Value Required Value from Tables 

 5%                           1%   

Remarks 

Autocratic 86 2.87 1.988                      2.634 Significant at 1% & 5% 

Bureaucratic 86 0.813 1.988                      2.634 Insignificant 

Technocratic 86 0.969 1.988                      2.634     Insignificant 

Entrepreneurial 86 0.539 1.988                      2.634      Insignificant 

 

F-Test Df Derived Value Required Value from Tables 

 5%                           1%   

Remarks 

Autocratic 2/92 249.72 3.107                        4.88 Significant at 1% & 5% 

Bureaucratic 2/92 28.99 3.107                        4.88 Significant at 1% & 5% 

Technocratic 2/92 88.9 3.107                        4.88 Significant at 1% & 5% 

Entrepreneurial 2/92 9.63 3.107                        4.88 Significant at 1% & 5% 

 

FINDINGS 
1. The lower the score, the higher is the value given in that culture. By seeing the scores (sum) of workmen, the autocratic culture score is less (799) when 

compared to other scores& Technocratic culture score is high (1644). This clearly indicates that the workmen give high value to autocratic culture and low 

value to technocratic culture. That is, they feel the power is concentrated on few persons and there is no much improvement in technical/ professional 

standards. 

2. At the managerial level, entrepreneurial culture has got less score (438) and autocratic culture has got more score (674). This clearly indicates that there is 

no a high concern for achievement of results and the company is providing excellent service to customers. This also shows that power is decentralized.  

3. At the unionized staff level, autocratic culture has got less score (97) and technocratic culture has got more score (185). This again shows that people at 

unionized staff level feel that the power is vested on few persons and there is no Improvement in technical/professional standards. 

4. Standard deviation shows the variance of scores on a distribution. From the calculations, there exists less variance in the case of autocratic culture at 

managerial level, and entrepreneurial culture at unionized staff level. This shows the perception of most of the employees at each level for the specified 

culture is more or less same. 

5. T-Test results show that there is a significant difference in the autocratic scores of workmen and managerial level staff. This indicates the means of these 

two samples (workmen& managerial staff) are significantly different. This means these two levels of people have got entirely opposite opinion about the 

autocratic culture prevailing in the company. 

6. When we compare the differences in the means – autocratic, bureaucratic, technocratic & entrepreneurial culture scores of the three levels of staff ( 

workmen, managerial staff, and unionized staff) by using one-way analysis of variance ( F-Test) , it shows that at all levels there exists a significant 

difference. 

 

SUGGESTIONS 

1. At the Workmen level, the most suited culture is technocratic and entrepreneurial. But the findings show that the workmen perceive only autocratic 

culture prevails mostly. This perception can be changed by inviting suggestions from workmen on improving technical aspects and rewarding them 

suitably. 

2. At the Managerial level, more of entrepreneurial culture and less of autocratic culture is suitable. The perceptions of managerial people matches with the 

findings. 

3. At the Unionised staff level, more of technocratic and less of autocratic culture is suitable. But the perception of the unionized staff is reverse. So, steps are 

to be taken to change the perceptions.   

 

Cultural change is not achieved by simply developing skills and knowledge. Different strategies are required: Symbolic management, transformational 

leadership, and true empowerment. Following are the general suggestions for changing culture in an organization. 

� Coaching executives and managers in the behaviours used by transformational leaders to lead cultural change. 

� Identifying and measuring cultural beliefs, values and attitudes that are driving organizational behaviour. 

� Changing these beliefs, values and attitudes by engendering acceptance of the new needs of the organization and the appropriateness of 

new behaviour. 

�  The manager should act as a “role model” or example for the staff by actually behaving in the way that she/he wants them to behave. 

� Rewarding appropriate behaviour in some way. 

� Communicating to staff what behaviour is desired in as many ways as possible. 

� Providing training in order to highlight the activities that support the sort of culture that the manager is trying to encourage. 

� Involving each employee in the development of change strategies. 

� Demonstrate them how the new vision will meet their individual needs (e.g. for job security, professional development). 

� Using early successes in some parts of the organization to reinforce further change. 

 

REFERENCES 
1. Baker, E. 1980.  Managing organisational culture.  Mgmt. Rev., June. 

2. Chatman, J. and Jehn, K. 1994.  Assessing the relationship between industry characteristics and organizational culture: How different can you be?  

Academy of Management Journal, Vol.37(3): 522-553. 

3. Deal, T. and Kennedy, A. 1982.  Corporate cultures: The rites and rituals of corporate life.  Reading, MA: Addison-Wesley. 

4. Dean, P., & Ripley, D. (1997).  Performance improvement pathfinders: Models for systems Vol1. Washington DC: International Society for 

Performance    Improvement 

5. Dean, P., & Ripley, D. (1998b).  Performance improvement interventions: Culture organizationalLearning systems. Vol1. Washington DC: International 

Society for Performance    Improvement      

6. Denison, D.R. 1984.  Bringing corporate culture to the bottom line. Organizational Dynamics, p.12. 

7. Despande, R.J, Farley,U and Webster, F.E. 1993. Corporate Culture, Customer orientation, and Innovation in Japanese Firms: A Quad red Analysis, 

Journal of Marketing, 57:23-37 

8. Glaser, R. 1983.  The Corporate Culture Survey.  Bryn Mawr, PA: Organizational Design and Development. 

9. Gordon, G.G. and N. DiTomaso. 1992.  Predicting corporate performance from organisational culture.  J. Mgmt. Studies, 29: 

10. Handy, C. 1979.  Gods of Management. London:Pan. 



VOLUME NO:  2 (2011), I SSUE NO. 4 (APRIL )  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

24 

11. Harrison, R. 1972.  Understanding your organizational character, Harvard Business Review, May-June. 

12. Harrison, R. 1975.  Diagnosing organization ideology.  In: The 1975 Annual Handbook for Group Facilitators. Jones, J. and Pfeiffer, P. (eds.).  LaJolla, 

CA: University Associates. 

13. Hofstede, G. 1991.  Cultures and Organizations: Software of the mind, London: McGraw-Hill. 

14. Homans, G. 1950.  The human group, New York: Harcourt Brace. 

15. Kilmann, R., Saxton, M. and Serpa, R. 1986.  Five key issues in understanding and changing culture.  In: Gaining control of the corporate culture.  

Kilmann, R., Saxton, M. and Serpa, R. (eds.). San Francisco: Jossey-Bass. 

16. Kotter,J.P &Heskett, J.L.1992. Corporate culture and performance. New York: Free Press 

17. Lessem, R. 1990.  Managing Corporate Culture.  Brookfield, VT: Gower. 

18. Marcoulides, G.A and Heck, R.H. 1993. Organizational Culture and performance: Proposing and Testing a Model. Organizational Science, 4: 209-224 

19. Margerison, C. 1979.  How to assess your management style.  New York:MCB Human Resources. 

20. Ouchi, W. 1981.  Teeory Z:How American Business can meet the Japanese Challenge.  Reading, MA: Addison-Wesley. 

21. Ouchi, W. and Jaeger, A. 1978.  Type Z organization:Stability in the midst of mobility.  Academy of Management Review, 3: 305-314. 

22. Pascale, R.T. and Athos, A.G. 1981.  The art of Japanese Management, New York: Simon & Schuster. 

23. Reynolds, P. 1986.  Organizational culture as related to industry, position and performance: A preliminary report.  Journal of Management Studies, 

23(3). 

24. Ritti, R.R. and Funkhouser, G.R. 1982.  The ropes to skip and the ropes to know.  Columbus, Oh: Grid. 

25. Sadler, P. and Milmer, K. 1993.  The talent intensive organization: Optimising your company's human resource strategies, London: Economist 

Intelligence Unit. 

26. Sapienza, A.M. 1985.  Believing is seeing: How organizational culture influecnes the decisions top managers make.  In: R.H. Kilmann, M.J. Saxton and 

R.Serpa (eds.).  Gaining control of the corporate culture, 66-83, San Francisco: Jossey Bass. 

27. Sathe, V. 1985.  Culture and Related Corporate Realities:Text, Cases and Readings on Organizational Entry, Establishment and Change.  Homewood, 

IL:Irwin. 

28. Schein, E.H. 1985.  Organizational culture and leadership: A dynamic view, San Francisco: Jossey Bass. 

29. Tagiuri, R. and Litwin, G.H. 1968.  Organizational climate: Exploration of a concept.  Boston: Harvard Graduate School of Business. 

30. Trice, H.M. and Bayer, J.M. 1983.  Using six organisational rites to change culture.  In: Gaining Control of the Corporate Culture. Kilmann, R.H., Saxton, 

M.J., Serpa, R. and Associates (eds.).  SanFrancisco:Jossey Bass. 

31. Van Maanen, J. 1976.  Breaking in: Socialization to work.  In: Dubin (ed.) Handbook of work, organization and society, Chicago: Rand McNally. 

32. Van Maanen, J. 1979.  The self, the situation and the rules of interpersonal relations.  In: W. Bennis and others, Essays in Interpersonal Dynamics, 

Homewood, Ill: Dorsey. 

33. http://www.effortgroup.org/messebo/messebo_intor.html 

34. www.theethiopiandirectory.com/MESSEBO-CEMENT-FACTORY.html 

35. www.panoramio.com 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



VOLUME NO:  2 (2011), I SSUE NO. 4 (APRIL )  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

25 

REQUEST FOR FEEDBACK 

 

Esteemed & Most Respected Reader, 

At the very outset, International Journal of Research in Commerce and Management (IJRCM) appreciates 

your efforts in showing interest in our present issue under your kind perusal. 

I would like to take this opportunity to request to your good self to supply your critical comments & 

suggestions about the material published in this issue as well as on the journal as a whole, on our E-mails 

i.e. info@ijrcm.org.in or infoijrcm@gmail.com for further improvements in the interest of research. 

If your good-self have any queries please feel free to contact us on our E-mail infoijrcm@gmail.com. 

Hoping an appropriate consideration. 

With sincere regards 

Thanking you profoundly 

Academically yours 

Sd/- 

Co-ordinator 

 

 

 


