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Actions to Encourage Innovation
As the CEO, the first and perhaps most important step is the identification of the barriers that hinder innovative processes in the company. For starters, Bartel & Garud (2009) propose that since the organizational culture determines customary attitudes, behavioral expectations, and accepted practices of the organization concerning innovation, a culture that is not adaptive impedes innovation to a great extent. They also add that unproductive stress can be generated in an organization since different people come up with different ideas and perspectives, and a lack of coherence and flexibility to productively integrate their ideas and efforts into everyday practice could further hinder innovation. Shuklah (2015) agrees that a lack of open communication among employees prevents the free flow of information that is important for innovation. Kaztenbach et al. (2012) also point out that over time the company employees may lose the pride in their organization, using an account of Aetna Incorporation’s struggles to illustrate how this negatively affected innovation within the company. These factors, among others, such as employee quality, may be among the main problems that undermine innovation in the company.
Several steps can be taken to encourage innovation and create culture changes that can be sustained over time in the company. I would apply a 5-step procedure proposed by Kaztenbach et al. (2012) that starts with aligning the business strategy and objectives to the desired organizational culture. The next step would be to start small by focusing on changing few but widely recognized behavioral changes that are likely to be emulated. Their paper adds that the company should then acknowledge and maintain the positive components of the existing culture, before applying formal and informal interventions to counter the negative parts of the culture. Formal interventions proposed by Kaztenbach et al. (2012) include performance management, use of rewards and compensation, changing the reporting structures and improving internal communication, while informal interventions would include the engagement of motivational leaders, enhancing peer to peer interactions, and creating meaningful manager-employee connections.
To further sustain innovation in the company, I would employ Timmerman’s (2009) approach aimed at making innovation a core competency in the company. He states that innovation can be sought from outside by engaging other companies with independent inventors, or from inside by strategic research and development of more informal processes that encourage benchmarking and employee ideas. Kaztenbach et al. (2012) also add that routine measurement and monitoring of the cultural evolution in the company is needed to make these changes more permanent. According to Steele & Murray (2004), I would employ the right caliber of employees and routinely motivate them to create an environment that gives them an opportunity to exercise their creativity and submit innovative ideas. Also, people in leadership positions within the company will be selected based on their adherence to the culture, as Rakic (2015) noted that leaders are self-representatives of the culture and therefore influence how other employees take part in the organizational culture.
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