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Leadership and Organizational Culture
The success of an organization is mainly gauged by the amount of profit it generates or the scope of operation. Most organizations place more focus on sectors such as the innovation of products to increase their revenues. As a result, these organizations do not pay a lot of attention on the behaviour of employees. This affects the organizational culture which is essential in ensuring the success of the organization. Additionally, the internationalization of companies has also reduced interactions in an organization. This is because these companies lack physical contact between leaders and employees. The limited contact affects the leader's role in influencing the culture of the organization. Organizational culture is defined as the social behaviours of employees of an organization (Buch & Rivers, 2016). The values of these employees play a vital role in the success of a company. Leaders are responsible for ensuring that the organization's culture influences a positive social change. 
Dr Marsh experienced three main challenges which influenced the organization's culture. To begin, the organization is clearly a multinational company. Technological advancements in the 21st century have provided companies with an opportunity to expand their businesses in other countries. This means that business relations have increased and organizations reap the benefits of high profits. Additionally, these companies also need more employees to serve their clients in these subsidiary companies. This caused a challenge of performance management. The management of these employees becomes a challenge since there is limited physical contact. As a result, it became hard to manage and monitor the performance of these employees directly. This means that the leader could not inspire the behaviour or values of all the employees in other countries. This affected the organization's culture as it was difficult to create one in the first place. 
The first challenge was creating a culture of engagement. The organization had a high number of part-time workers who were considered as employees of the company due to legal requirements. This means that attachment to the company was only based on legal obligations. It became difficult to incorporate these employees to feel part of the organization. Additionally, the rapid growth of the organization also affected leadership. Adapting to new changes was difficult.  A new effective leadership structure was required to formulate and coordinate a new organizational culture.
The lack of an effective structure affects the leader's influence on the behaviour of his team (Erkutlu, 2015). There were a few divisional directors to report about the performance in each unit of operation. This resulted in the third challenge of building a leadership structure appropriate for the particular circumstances. This is because his relationship with the team lacked direct contact. Lack of trust affects the organization's culture since ethics cannot be built on mistrust. 
The culture of an organization is largely influenced by the style of leadership applied. The leader plays an important role in developing and maintaining the culture of an organization (Erkutlu, 2015). After analysing the situation of the organization, it is clear that a transformational leadership style should be adopted. A transformational leader is characterized by creating change by first analysing the situation. He also formulates a new policy that matches the objective of the organization. Consequently, a transformational leader would revive the organization by creating positive behaviours among his employees (Gibson & Barsade, 2015). 
The organization undoubtedly needs a new and better culture. A transformational leader is therefore needed to influence a new culture for the organization. The leader is motivated by coping with competition by building the strength of his team. To achieve this, a transformation leader will first create a new goal for the organization. This will then be followed by involving all members of the organization in achieving the new policy. The current team of the organization is characterized by mistrust. A transformational leader would involve all these employees by designating clear responsibilities which align with the goal of the organization (Gibson & Barsade, 2015). This is necessary to ensure that each member feels involved in the organization. As a result, each member will have to uphold positive values to contribute towards the goal. The culture created will also affect the character of all leaders of the organization. This will also influence the trust along with the leadership structure.
A transformational leader also influences the organization's culture through proper management (Meyerson & Martin, 2015). Creating a new culture for the organization is not enough. These new values created the need to be maintained for the effectiveness of the organization in the future. One of the organization's challenges was adapting to the rapid growth of the organization. Continued growth is likely to lead to an increase in the number of employees. Therefore, a transformation leader will have to develop strategies to instil the new values in the current team of employees. Once this is effective, the new employees will have to adapt to the organization's way of interaction. 
A global change agent is responsible for influencing the behaviours of people (Nikpour, 2017). In an organization setting, a global leader challenges the employees to solve problems by practicing moral principles such as honesty and respect. The practice of these principles will result in positive social change. Positive social change is achieved when these principles affect the growth of the organization. As a transformational leader, the main agenda is to transform the principles of all members of the organization to create an organizational culture which will lead the company to growth and success. 
 A global change agent is also required to conduct an in-depth analysis of his own personality (Stephan, 2016). This leads to the creation of positive individual change in behaviour. The new character will result in positive social change. A transformational leader impacts positive social change by acting as a role model. The positive behaviours acquired by the leader will be directed to the organizations. This means that the employees will be able to emulate the positive behaviours practiced by the chain of leaders in the organization. Consequently, this will create an effective organizational culture. The organizational culture created builds a positive reputation for the company. As a result, more clients will associate this reputation with the products and services delivered. This will eventually lead to increased sales and economic development of the organization (Stephan, 2016). 
 The successful application of a cultural change in an organization is determined by the strategies taken to influence the change. Models can support these strategies. In this organization, the Schein's Organizational Culture Model is effective. Schein's model is related to the transformation of the organization to a new culture (Alvesson & Sveningsson2015). According to this model, pre-existing cultures have to be analysed to influence positive change. The senior leader of the organization plays a vital role in enforcing this model. The leader also has to involve all his employees in implementing the model. 
Collaboration between the leaders and employees will enable the leader to understand the existing beliefs among the employees (Alvesson & Sveningsson2015). This will become the first phase of implementing the model. Once this has been determined, the leader can proceed to create new and realistic cultures. Additionally, Schein's model asserts that the new cultures set by the leaders will influence the operations of the organization (Alvesson & Sveningsson2015). Therefore, positive cultural practices will lead to positive performance. Intense analysis of the underlying behaviours is required to influence change in the organization. 
The successful implementation of Schein's organizational model involves a series of incremental steps. Three steps involved which will determine the success of the organization. The first step involves identifying and agreeing on the current culture of the organization. The leader has to analyze and understand the culture of the organization (Stephan, 2016). This can be achieved by involving the employees in the discussion. Since this is a multinational company, an effective online platform will allow all members to be involved. Additionally, physical relations can be achieved by visiting each subsidiary location and interacting with the employees. The result of this relation will build a bond among the employees which is one step towards the success of the model.
The second step involves proposing anticipated culture for the organization. Once the existing cultures are identified, it becomes easy to propose new cultures to transform the organization (Stephan, 2016). For instance, mistrust between the leader and his team is a negative culture. Therefore, the leader needs to approach situations with trust since all the employees are part of the family. Developing new morals also requires all members of the organization to be involved. This will enable formulating realistic norms that target the goal of the organization. As a result, all employees and leaders will cooperate and use this model when performing their duties. For instance, when all members agree on kindness as a norm of the organization, the principle can be reciprocated in their relations with customers. In the long run, this will change the culture of the organization and attract the success of the organization.
The third and final step will be evaluating cultures that are significant and affect the growth of the organization. Schein's model states that organizational culture should be aligned with the operation of the organization (Gibson & Barsade, 2015). Therefore, regular analysis of the effectiveness of the cultures will enable leaders to identify whether the new behaviours influence success. The organization could have proposed gratitude as a new culture. This means that the good deeds among employees will be rewarded with a token of appreciation such as finance or higher rank. The company may identify that this culture is effective if it results in the success of the organization. Additionally, cultures that are not effective can also be eliminated to ensure success. 
The described steps of the model will help to solve the existing challenges. The steps basically include identification of current cultures, proposing anticipated cultures, and evaluating significant cultures. These steps influence the first challenge of performance management. The analysis of this challenge leads to the identification of existing cultures. It was difficult to monitor the existing behaviours of all employees since there was no direct contact with the senior leadership. Therefore, current cultures were based on the assumptions that the behaviours were negative. Once this is identified, the second step influences the anticipated cultures. This means that proposals will be directed to creating positive behaviours among employees. Finally, the third step will also influence the solutions to solve the problem. The strict evaluation will be needed to ensure that the negative cultures do not repeat themselves in the future (Gibson & Barsade, 2015). 
The incremental steps also influence the challenge of creating a culture of engagement. The first step enables the identification of behaviours associated with this challenge. For instance, it was identified that this challenge is caused by the lack of the principle of trust between leaders and the part-time employees of the company. The step will then allow proposals based on this analysis. For instance, the company should adopt all the works as part of the organization. This will lead to principles such as respect, and the part-time employees will have to follow the organization since they will feel part of the team. The third step will influence the evaluation of this new culture to ensure that it is significant. 
The steps also influence the challenge of building leadership structures. The first step affects the identification of the culture associated with the challenge. It can be identified that there is a weak relationship between leaders and subordinates. The directors monitored the behaviours of the employees in the sub-units and responded to the performance to the senior leaders. This culture is based on submission to authority which signifies a weak culture of the organization. The second step will influence the proposal of a culture that involves a top-down relationship in the organization. As a result, the third step will influence the evaluation of the new culture to ensure that it leads to the success of the organization. 
A mitigation plan is required to eliminate the challenges in leadership. The mitigation plan involves setting strategies that influence cultural change and exclude challenges that prevent the implementation of organizational structure (Erkutlu, 2015). In this situation, the first step of the plan will be to create a vision of the organization. The new vision will be based on creating an organizational culture that influences a positive social change. This vision will eliminate the challenges by aligning the roles of each member with the new vision. As a result, the behaviour of each member will be directed to the growth of the organization. Each employee and leader will work towards the new vision of the organization. As a result, the new vision will; create a culture of engagement, improve performance management since each employee will be involved, and result in an appropriate leadership structure. 
The second step of the mitigation plan will involve aligning the culture of the organization with its functions. This will eliminate the challenge of creating a culture of engagement by involving the employees in decision making. Employees will feel free to practice honesty by reporting their ideas about the products and services of the organization. Additionally, the new creating a culture of rewarding good behaviours from employees who perform well will eliminate the challenge of performance management. Employees will collaborate more on the functions of the organization, and this will increase trust in the organization. This will also lead to building a leadership structure that encourages a formal and positive relationship with employees (Meyerson & Martin, 2015).
The third step of the plan will involve creating an effective communication system to evaluate the performance of the new culture. This will eliminate the challenge performance management by regularly reminding employees of the role in influencing the organization culture. The effective system will also reduce the challenge of creating a culture of engagement. An online platform will also encourage the participation of all employees across the boundary. Additionally, leaders will also act as role models to inspire the employees to adapt to the new culture. This will eliminate the challenge of creating an effective leadership structure. 
In conclusion, it can be determined that leadership plays a vital role in establishing an organizational culture. The drive of the organizational culture is to influence positive social change. The leadership style determines the effectiveness of this process. A positive social change requires the transformation of existing changes to impact positive change (Nikpour, 2017). Therefore, a transformational leadership style is effective in this situation. The connection of this style with the Schein's Organizational Culture Model will influence an effective organizational culture by creating new behaviours among employees. Finally, the implementation of the new changes involves a series of steps. The evaluation stage plays a vital role in ensuring that the culture aligns to the goal of the organization.  
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