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Change within an organization's culture often poses leadership challenges for many individuals within institutions. Organizational cultures highlight the values and beliefs held by individuals and the norms of carrying out tasks within the company (Reis, Trullen & Story, 2016). These cultures are shared within the organization and are determinant factors for the success of the enterprises within their business sectors. In many institutions, culture plays a role in enhancing the corporate image of the company while also steering focus for employees within the same organization. However, a culture within agencies may become widespread creating organizational problems for the top management and hampering efficient service delivery among employees (Reis et al., 2016). Company executives thus have a role in promoting positive organizational cultures for success.
First, as an executive at a company, it would be essential to understanding the specific culture of the firm before making any proposals to the changes. Through comprehending the pervasive culture in the institution, it would be possible to learn how best to advance the change strategies in the system (Stephan et al., 2016). Second, it would be essential to conceptualize the specific culture as a problem to the organization and its development agenda. Arousing the employee's interest in the subject matter of organization's norms provides an opportunity to convince the employees of the need for change within the organizational structure (Stephan et al., 2016). As such, the employees would be ready to embrace change after realizing the detrimental impacts of their actions within the company. Third, making appropriate proposals for the organization would be my next agenda as a means of making the change become a reality (Stephan et al., 2016). Finally, ensuring that each employee embraces the transition towards the desired culture in the organization would promote an alteration in the organizational practices.

According to Gover, Halinski & Duxbury (2015), many top management executives endeavor to promote organizational change through their initiatives and advancing policies to target the undesired cultures within the corporations. The executives only exert their authority and pressure towards incorporating the change rather than ensuring that the employees appreciate the need for the changes (Gover et al., 2015). As such, most of the desired cultural changes fail to take place leading to a disconnection between the aspects of change in the company. Additionally, it is evident that managers and company executives only desire to enhance culture changes that are in line with the institution’s business strategies (Eaton & Kilby, 2015).
Therefore, a company's CEO can redirect cultural change within their institutions through convincing the top management on the need for change. Later, the culture change process trickles down the employees within the company and consequently inspiring behavior change. Moreover, the top management and executives have a role in ensuring that they set the pace for culture changes within organizations (Dierendonck & Sousa, 2016). The managers have to ensure that the employees are psychologically empowered to embrace the cultural differences that would impact on their work performance within their workplace. Thus, hands-on experience by the managers not only enhances greater control but also enhances self-connection and unification across the workplace (Dierendonck & Sousa, 2016). As compared to the strategy of other managers of encompassing the change in their policy and rolling it out, my plan would entail employee inclusion. Thus, the approach would involve a bottom-up approach that would realize commitment from all the stakeholders in a company.
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