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Impacts of Cognitive Dissonance on Organizations 
Essentially cognitive dissonance is important good for an individual or even an organisation.  We tend to believe in things of hope for jobs based on our perceptions. However not until our beliefs are challenged or counteracted we face feel ourselves at comfort zone (Shahin Sharifi & Rahim Esfidani, 2014). Therefore one may not learn a new thing or experience new knowledge unless his or her belief or something we believe in is equally challenged.  In the case of an organisation, cognitive dissonance can be a tool for improvement and increasing efficiency. In this regards, it can be used to challenge the routine and conservative business management structures or production activities in the organisation and introduce new mechanisms and methodologies off doing things in the organisation. Therefore change may not be well implemented until cognitive dissonance is experienced in the organisation. However, it can be detrimental to an organisation and also demoralise an individual. This can as well discourage them from performing their duties to their best as expected (Valentine & Fleischman, 2018). 
 Leaders in a business or organisational set up can however increase and maximise the benefits of cultural dissonance within an organisation. In essence, a leader can develop an organisational culture that is dynamic, and that is flexible enough to accommodate the various changes as they emerge since the market is also dynamic. A leader can also develop an optimistic culture through creating positivity and an attitude that focuses on the development and improvement of the organisation. It is important however to understand that different employees of the organisation have the different cultural background and therefore the organisation must have a culture that s universal and one which will accommodate everyone. Leaders may also be willing to embrace change in their organisation. A change is good since brings improvement and growth of any business (Shahin Sharifi & Rahim Esfidani, 2014). It means, therefore, leaders must always be ready to be challenged and embraced the various changes posed by the changing culture in the organisation. 
[bookmark: _GoBack]The aspect of changing behaviour in an organisation can positively impact employees. This can assist in embraced and effecting changes n the organisation (Valentine & Fleischman, 2018). However, this requires much commitment by the leaders in creating a positive attitude towards change. There is the likelihood of resistance in the shift in behaviour and culture in the organisation. Necessarily, as a leader, there is the need sensitise the employees in the organisation on the need for the behaviour change. A leader can, however, face opposition from the organisation related to behaviour change (Valentine & Fleischman, 2018). Employees are unlikely to change their culture to adopt new behaviors. If any case a leader faces such, it is important to conduct a sanitisation campaign on the need for the behaviour change.
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