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Introduction
Organizations approach leadership and market alignment variously depending on the values that form the core of their operations.  Many companies would solidify internal processes so as to remain cohesive during a change process. On the other hand, other firms are competitively skilled because of the external focus that they use to keep abreast with market demands and the need for profitability. These internal and external predispositions taken by companies are contained in the competing values framework. When the framework was founded by John Rohrbaugh and Robert Quinn in 1983 the intention had been to make organizations to approach developmental endeavors through paying attention to leadership values as used in culture creation. The values are then used to impact skills that are significant in the formation of a corporate culture of a company. This paper summarizes and discusses the competing values framework and its tenets. It also demonstrates how innovation can be obtained from using the model. Leadership values and corporate culture are the epicenters of the competing values framework.
Summary of the Competing Values Model and the Four Cultures
Competing Values Framework looks at the leadership qualities of the organizational managers. This is a model that directly views leadership as the source of growth for companies that aim to achieve milestone objectives. The qualities of a leader are discussed herein as the emblems that will determine how far aligned to corporate culture the employees are or should be. Similarly, the model discussed by Cameron & Quinn (2011) establishes that employees follow the suite that they find to coordinate the affairs of the organization they work for. For instance, if one is employed and finds the organization is run under control and inflexibility, this is a stratum that must have been constructed by the leadership of such an organization. A quick comparison in how Google Corporation established its corporate culture shows how flexible and innovative employees are while at the office. For Google, the competing values framework is based on competencies that focus both on internal and external agility of the staff.
Correspondingly, the competing values framework finds its base on two harmonizing principles, focus and stability. Focus illustrates the paradigms an organization will use to channel its strengthening values. They can be internal factors on employee relations and decision making. They can also be factors that explain why employees must ensure that all internal processes are adhered to (Cameron & Quinn, 2011). By focusing internally, organizations can ensure that all existing innovation practices are exploited cost-effectively with the aim of attaining long term objectives. More directly, research studies indicate that some companies perform exceptionally by paying attention to their internal affairs rather than external factors. The difference that focus has against stability is the level or size of the organization. Stability depicts that organizations must reshape their practices to be driven by external factors such as competition, changing market demands and exploration of innovative ventures. While discussing the competing values framework, it is important to take note of its four building tenets as illustrated below.
Adhocracy
This type of competing values framework is a form of aggressive external orientation on business approaches. The leadership systems in organizations that use this type of model are innovation-driven and focus on changing methods of operation towards those that bring value to the business. As demonstrated by Cameron & Quinn (2011) adhocracy model allows companies to take risks that are largely associated with good rewards. In organizations that use this system, cultural diversification becomes a symbol of creativity and teamwork is highly encouraged. The culture of this kind is based on the need to feel free and brainstorm ideas that could create innovative impacts from employees to the entire organizational departments. Adhocracy is often illustrated by the cultural approaches put in place by high-tech corporations like Amazon, Google, Apple and Facebook.
Clan
Clan as a type of competing values framework is denoted by the interconnectedness of the organizational members. Just as the name suggests, clan centers its processes on the teamwork that exists in the company in order for activities, strategic decisions and management processes to be meritoriously implemented. The corporate culture in establishments that use this type of framework is closely likened to making decisions grounded on actual principles such as integrity, cohesion, hard work and other values that intrinsically can prove vital in moments when a change process needs to be implemented. The benefits of this type of framework however rely on its decision-making abruptness by the managers. Naranjo-Valencia, Sanz Valle & Jimenez-Jimenez (2016) describe that formation of familial ties with employees not only provide them with a feeling of belongingness but also the unity needed to propel an organization through tides of uncertainties.
Market
This is probably the best type of all these four models of competing value approaches. Market-oriented framework deals with reasons why companies are externally focused on attaining the best position in the arcade. The companies that mostly utilize this framework engage in disruptive innovation in terms of product, imitation, valuation and development. The simple concern herein encompasses businesses being mobilized towards finding economic niches that are untapped. Additionally, companies that integrate this model create products that are constantly competing with the aim of outdoing all other rival companies in the same industry. The drive for profitability and competitiveness as demarcated by Cameron & Quinn (2011) remains to be the reason why businesses get initiated in the first place. A company must endeavor to find new customer bases and must specialize in that area of trade to apply the market framework proactively.
Hierarchy
Hierarchy is both focus and stability inclined organizational approach to leadership and culture sustainability. This framework uses different departmental stipulations in order to attain the most of the targeted goals. Whereas it largely depends on the leadership quality, employees in this type of organization may not have the flexibility required so as to practice or acquire additional skills. Many critics contend that using written down codes of conduct is a sign of autocratic leadership structure while others posit that ideologies work exceptionally under hierarchy based model. Hierarchy framework encourages staff to carry out their roles and responsibilities based on the set guidelines. According to Naranjo-Valencia, Sanz Valle & Jimenez-Jimenez (2016) it is a model that requires things to get done properly by the book.
Competing Values Framework, Imitation and Innovation
A competing values framework achieves innovation due to strict attention put in place by companies’ need for competencies that create valuable performance. The values herein are the illustrating behaviors that employees imitate from a leader and senior members of the organization.  Models such as market and adhocracy are significantly used to study innovation as they postulate that innovation comes from employees who must be let free to introspect and create ideas that bring positive changes (Naranjo-Valencia, Jimenez-Jimenez & Sanz-Valle (2010). For instance, market changes may influence the amount of sales that companies make annually. If employees can creatively design better products either by imitating well-performing corporations that will lead to disruptive innovation in the long run, then adoption of the proposed products become the innovative change process that organizations require.
Because innovation can be achieved by the exploitation of available resources in an organization, models such as clan and hierarchy have made such innovative outcomes successful. Organizations that posit to exploit the available resources depend on their very own workforce to yield adequate results that would warrant impeccable results.  Imitation may help companies to borrow strategies of success and methods of limiting production resources as shown by Naranjo-Valencia, Jimenez-Jimenez & Sanz-Valle (2011). Although these organizations may infringe creative skills of their staff, the impacts of what can be generated within a short timeframes have shown immense improvement on innovation (Naranjo-Valencia, Jimenez-Jimenez & Sanz-Valle, 2011). Research by Naranjo-Valencia, Jimenez-Jimenez & Sanz-Valle (2011) demonstrates that employees can simultaneously become innovative when they are made to work under pressure or under supervision.
The Best Culture for My Final Project’s Business
My final project business idea is starting a microfinance business. I would like to apply market framework in my final project’s business. I believe that all businesses are created in one way of another to create profitability if not partially for competitiveness and humanitarian goodwill. I choose the market over the other three models of competing values framework because of the agility and flexibility that it has on innovation and changes processes. Many companies rely on the market to create sustained growth and this is the similar growth I would want for my business. The market model makes it possible to look at various avenues that can comprehensively be exploited and explored concurrently. Obendhain & Johnson (2004) portend that the more companies become inclined to innovative practices the easier problems get solved and conflicts kept at bay. The market model will help me to create positive energy in my team of competent and valuable support staff.
I will incorporate the market as a culture in my final projects’ business by initiating a microfinance organization whose marketing approaches will involve offering financial literacy to the inner city dwellers. Teaching inner city dwellers the importance of financial literacy will create positivity that will help my business to be known. On the other hand, I will also use a strategic market culture to entice college students to register in my business. Market culture will allow my business to gain economic prosperity from all paradigms including creating an innovative mindset that easily transitions change innovation. My business will use market culture by being flexible to changes in the external market. This means that my business will benefit largely from catering for customer needs and having external competitive advantage.
Conclusion
Competing values framework is based on leadership upon required values. Whether the leader is an autocratic or transformational, the values should create competencies that direct how the company will be run.  Values such as teamwork, positive relationships at work and flexibility are at the core of the competing values framework.  It is a model that is made up of four simpler types namely adhocracy, market, hierarchy and clan. Companies must properly choose to use the framework that best suits their financial capabilities and internal or external needs. Although it is possible to use all the four models together, the resources that will be used are plentiful that sometimes may not immediately bring back the expected outcomes. Relative to the size of one’s company, individual managers must triumph to effectively apply whichever model works best for him or her. All the four types of competing values framework create either exploitation or exploration of innovation through creativity or imitation from other companies. Market type of the competing values framework is the most illustrative because of its flexibility to change, profitability and operationalization of other business domains. It is the reason why it stands out above other three models.
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