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Abstract 

The four quarters of Koen model are equal with clan cultures, adhocracy, hierarchy and market. These models are 
trying to be offered to assess organizational culture and management skills assessment that cause changes in 
approaches to organization and internal improvement. In compliance with the tips in this article, the main task will 
be to any position in a market and its ability will trigger. 
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1. Introduction 

1-1.Hierarchical culture:  

This culture is consistent on Marx Veber‟s brochrasy theory which is emphasized on traditions, constancy and 
cooperation in it. In hierarchical model, it is emphasized on internal organizational issues more than external 
organizational issues and it is emphasized on resistance and observation more than flexibility (the third quarter, 
figure 1)[1,3,5,7,9]. This model is suitable to “observation and command” tradition in organizations that customer 
election, contest and technology have had a little variation. 

1-2. Market culture: 

 In this culture it is also emphasized on observation and resistance. However, it is emphasized on external 
organizational issues (market) more than internal organizational issues (the second quarter, figure 1). In this culture, 
the environment is considered a threat and one should change it to a chance [2,4,6,8]. 

1-3.Clan culture: 

 This culture knows flexibility as value and has a little tendency to resistance and observation (the fourth quarter, 
figure 1). Gregarious cooperation, partnership and conformity are considered environment control procedures. 

 

 

                                                           
* Hamid Tohidi 
E-mail address: H_Tohidi@azad.ac.ir 

 

Open access under CC BY-NC-ND license.

CORE Metadata, citation and similar papers at core.ac.uk

Provided by Elsevier - Publisher Connector 

https://core.ac.uk/display/81133921?utm_source=pdf&utm_medium=banner&utm_campaign=pdf-decoration-v1
http://creativecommons.org/licenses/by-nc-nd/3.0/


900  Hamid Tohidi and Mohammad Mehdi Jabbari / Procedia - Social and Behavioral Sciences 31 (2012) 899 – 902 Hamid Tohidi / Procedia Social and Behavioral Sciences 00 (2011) 000–000 

1-4.Adhocracy culture: 

 This culture has a tendency to external organizational issues and flexibility more than resistance and observation 
(the first quarter, figure 1). There aren‟t organizational diagrams in this culture or aren‟t constant. The rules and 
physical spaces are also short term [2,10,12] . 

 
2. Octoploid rules of organization leadership in the framework of adversary values 

At first, Koen introduced his eight proposed leadership rules that placed two by two in four quarter, as figure 1: 
Innovator, intermediate (broker), producer, director, co-coordinator, monitor, facilitator and mentor[4,13,15]. 
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Figure 1: The framework of  Koen  rival values. 

 
In table 1, we have preceded these eight rules and its competencies. 
The upper part of figure 2, has emphasized on flexibility and mobility and its underneath part on control and 
stability.  
The left part has leaned on internal power and right part on external opportunities (Quinn et al, 2006). 
Kamroon and Koen (2006) have codified two questionnaires with respect to framework model of Koen rival 
values: a) “The evaluation of organizational culture” that researchers recognize with its relative preference of 
four culture types that are determined from rivalry value frameworks, b) “evaluation of managerial skills” 
questionnaire that give a possibility to managers and leaders to evaluate their abilities, shortcomings, 
managerial and leadership skills and their modern and individual capabilities and on the base of got results 
further the organization towards optimum culture[16]. 
 They believe that this model is an instruction to change. Therefore, they have offered change procedures for 
organization in secondary dimension model relevant to figure 3.  
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3. Tables 
Table 1: The explanation of each character of eight rules of Koen rival value framework 

              
Rule 

Explanation (exhibited definitions in 2001) Key capability (mentioned 
characteristics in 1993) 

 
 

Innovator 

5 is constantly searching for innovative and progress 
And solves the problems as a creativity way. 
Envision necessary changes. 

Lives with changes and thinks 
creatively. 
Manage the change. 

 
Intermediate 

(Broker) 

 Request necessary resources. 
 Has an external concentration. 

Make a power base. 
Negotiating 
Discussion and ideas‟ sale 

            
       Producer 

Deliver done work. 
Has a concentration on customer. 
Achievement orientation. 

Individual productivity. 
Provoke of others 
Time and stress management 

       
       Director 
 

Provide the path. 
Specify the preferences. 
Communicate unit‟s goals 

Has an invention intuition. 
Regulate the goals and relegate 
effectively. 
 

 
Co-coordinator 

Coordinate the activities.  
Schedule. 
Regularize the work environment. 

Schedule. 
Organize. 
Control. 

 
Monitor 

 

Have a control on progress.  
Collect data. 
Hold the order of inspections. 

Manage the information. 
Evaluate the information. 
Answer to the information. 

 
Facilitator 

 

Make a team. 
Make it easy to achieve to the results. 
Manage the opposition.  

Make a team. 
Make joint in decision making. 
Manage the opposition. 

 
Mentor 

 
 

Develop the workers. 
Listen empathically 
Notice to the conditions of each personnel.  

Understand him and others. 
Communicate. 
Promote headmasters. 
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   Figure 2: Atomic dimension of rival framework values. 
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Orientation 
Control             

                    Orientation       
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Additive changes                         Stability, Control                              Immediate changes  
                           

 Fig. 3: The secondary dimension of rival framework values – change approach     

4. Conclusion 

Based on the results of quad cultures and the development of leadership roles in the Octal competing values 
framework by Kamroon and Koen (2006) and with quantitative questionnaire developed, They believe that the 
models for change and Managers and researchers through it can its competitive value, and management skills and 
should check their individual capabilities and strengthen them. 
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