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Introduction 
Directional strategies allow management teams within business organizations to define the operations therein and how the organization plans to achieve the set objectives. There are different levels of shifts in the dynamics of industries, where the leaders should adjust the strategies to correlate with the expected results (Ginter, Duncan & Swayne, 2013). The directional approach is valuable as it defines the sustainability of a business company. For instance, a directional plan of growth needs careful evaluation concerning the internal capacity, the external environment as well as the financial feasibility. The major directional strategies that are discussed in this report are the mission, the vision and the values of the World Health Organization (Kotalik et al., 2014). This paper will show that the process of formulating an authentic and congruent mission and vision statement hinges on the filtration of the creation process in such a way that there is sharing of the ownership of the strategic plan. In this regard, the input of all employees is relevant in reaching out to the specific goals set within the strategy of the organization.
Analysis of the Organizational Structure, Design, Culture, and Climate
A review of the organizational structure within the World Health Organization shows that the organization shows that there are functional structures and divisional structures that make up the hierarchical organization. Within the organization, there are different departments including the finance, human resource and the marketing departments. Each department has a senior executive reporting to the chief executive officer (McSherry& Warr, 2010). The principal mission of the organization is to improve on the network partnerships globally among health care policymakers and other stakeholders like the civil society, the healthcare practitioners, managers and researchers in strengthening the health system and improve on the patient outcomes. The organization envisions the creation of a healthcare system in which all the levels of healthcare management participate in improving the access, assessment, and adaptation of context-specific evidence-based research.
Organizational Design
The Organizational design for the WHO is defined by the changes made to the organizational structure in response to the changes in the business environment. For instance, the company has increased the number of departments to include that for information technology, which is responsible for technological innovations and research (Newhouse&Balotsky, 2013). The company has also ensured that the senior managers undergo consistent training to increase the levels of professionalism and improve the service delivery.
Organizational Culture
The WHO is anchored on the premise that there are shared values that determine the way in which people behave within the organization. For instance, there are modes of action that are expected among the members of staff, while these values dictate the ways in which the employees are expected to deliver their work. The culture is defined by the mission within the organization.The mission for the company is to work towards promotion of the network of partnerships at all levels of governance among the health system policymakers and other stakeholders within the healthcare organization (Kotalik et al., 2014). The company is working towards reaching out to its mission by sourcing funds to strengthening the health systems and improving the outcomes of health through the promotion of access, assessment, and use of evidence-based research (Newhouse&Balotsky, 2013).
Organization Climate
	The climate within the WHO is defined by the performance and achievement of better outcomes within the health care system. The climate is guided by sound leadership and management practices, which aid in positive results. The organization climate is guided by the values, where the organization has set the working environment in such a way that the work climate impacts positively on the employee behavior (Newhouse&Balotsky, 2013). On the other hand, the organization is structured in such a way that each employee has a role to play in reaching out to its values. The group believes in the empowerment of the pro-poor and the pro-equity health systems for the delivery of not only accessible but also high-quality services to all global citizens.
The other value that the company upholds is building trusts among its stakeholders and corporate agents to promote sustainable partnerships (Ginter, Duncan &Swayne, 2013). The company has been successful in respecting and supporting the sovereignty, priorities and the basic needs of all individuals, institutions and global governments by empowering its teams to work collaboratively in reaching out to the goal of sound evidence-informed policymaking (Scott, 2015). This implies that the company depends on the input of all its stakeholders in coming up with valuable evidence-based policies. Moreover, the management within the organization uses technological platforms to carry out a cost-benefit analysis before enacting the policies.
The gap between the Desired Outcome and the Actual State of the Current Environment
Despite the commitment to reaching out to its values, the organization is facing the constraint of the existing gap between the desired outcome and the actual state of the current environment. The major gap lies in the lack of high levels of professionalism needed to oversee the process of policy-making and implementation of the set policies (Ginter et al., 2013). The best example was when the organization wanted to enact the policy of use of artemisinin-based combination therapies in responding to the problem of malaria (McSherry& Warr, 2010). In this case, the organization lacked highly professional teams to research on the constraints of the curative measure, which has resulted in negative impacts on the use of the therapy despite the costs incurred.
Recommendation of the organizational structure and design for optimizing a strategic plan
There are different ways in which the organizational ethics are expressed in the mission, value and mission statements of the organization and its relationship to the healthcare strategy (Kotalik et al., 2014). For instance, the vision is set to envision a world where policy-makers and other stakeholders in the low and middle-income countries apply their best available research evidence ion informing policy-making for the healthcare sector. In this case, the company applies the professional ethics of making informed decisions in the improvement of the healthcare outcomes (Ginter et al., 2013). On the other hand, the mission seeks to address ways of promoting partnerships at the national, regional and global levels among the policy-makers in the healthcare sector. 
The ethics expressed in the organizational mission is reaching out for the professional ethics of improving the patient outcomes and satisfaction (McSherry& Warr, 2010). The organization has reached out to its mission by ensuring that there is regular access, assessment, and adaptation of the context-specific research evidence. The values within the organization are also a reflection of the ethics, where the management believes in need of conducting all of its activities and operations transparently and in an ethical manner (Kronenburg, 2014). The company also values the mutual respect in promoting the culture of reciprocity, where the input of all members, their motivations and concerns are recognized and respected. 
The company is committed to pursuing its strategic direction through working in partnerships with all the stakeholders in the healthcare system (Ginter et al., 2013). However, there are areas where it has to alter the organizational structure and design for optimization of the strategic plan. The first method is to improve the culture for practicing research, evidence creation and its application. The organization should restructure its culture to ensure that there are technological models for adaptation and use of evidence-based research. The next step should be to influence processes as well as the mechanisms needed in supporting the prioritization of timely and relevant research in evidence-based practices.
The organization should also ensure that it convenes national dialogues on prioritizing the healthcare challenges. For instance, it needs to engage global governments and other players within the healthcare practice as a model of enhancing the capacity in finding and using research evidence (Newhouse&Balotsky, 2013). This means that the leading WHO initiative in the creation of knowledge translation should be to promote a network of partnerships among all healthcare policy-makers like the civil society, government officials and donors within the healthcare practice. 
Conclusion
This paper has proved the fact that the process of creating an authentic and congruent vision and mission statements is dependent on recognition of the input of all stakeholders in such a way that all actors share the ownership of the strategic plan. The WHO has put in place measures to ensure that all employees have a say in the specific goals in structuring the organizational strategy. The management within the organization knows that the directional strategies are the mission, the vision, and the held values. In as much as the organization is striving in aligning its systems of operation with the set goals, it needs to improve on the culture for the practice of research evidence creation and its application. The organization should also put in place models for disseminating research evidence through convening international dialogues on the prioritization of health challenges. 
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