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	About two years ago, I was appointed to become the CEO of a bluechip company. This has been a major transformation in many ways. A thousand employees expect me to give them the direction that they should take and I am also entirely responsible for how the company performs. The buck always stops with me and incase a wrong decision is made and I sanction it, the repercussions fall on me entirely. With this position, I have had many changes in life. To begin with, I am always attending management lessons at various institutions so that I can equip myself with knowledge needed to run a big institution. I have also had to change my cycle of friends and most of the time I am finding myself hanging out with fellow CEOs in elite members clubs. Being the face of the company, my face has become familiar and I am always appearing on television interviews to discuss issues that pertain to the company and other areas of interest. My social life has also been affected since I can no longer walk along the streets since I will always be attracting glances from the members of the public. 
	The change of becoming a CEO has been an instrumental one in my life. The position has come with attractive perks. I have also been able to rub shoulders with the high and the mighty in the public. However, my family has suffered a great deal since I rarely spend time with them. I am always attending meetings from early morning to late evening leaving me with very little time to spend with my children. 
Quinn’s competing values model
	My change experience can be equated to Quinn’s competing values model. The model proposes that managers have to change their management style based on the current situation (Cameron & Quinn, 2011).  I had to assume various roles so that I could adapt to organizational change.  I had to adapt to several different and sometimes conflicting changes so that I could fit into the new role. For instance I had to adopt new friends and even the places I frequented. 
	I selected Quinn’s model given that it is the best to be used a strategic tool for developing supervision and management programs (Cawsey, Deszca & Ingols, 2016). This model is good since it helps diagnose the existing cultures. This model is ideal since it is used for strategy setting. This model incorporates the political, psychological and informational needs of a company.  
	According to this model, the overall strategy is defined by interaction of major subsystem strategies (Cawsey, Deszca & Ingols, 2016). Every subsystem has its own timing, information and power necessities. Every subsystem involves dissimilar subsets of people. For every subsystems strategy, there is a logic that accompanies it followed by some unique needs. The system allows managers to predict the manner in which every subsystem will evolve. This model incorporates the processes of institutional-psychological, information analysis and power political processes in strategy development.  
	The other reasons why this model is ideal is that it guarantees improvement of quality of information that a CEO will need to make landmark decisions (Bains & Farr, 2013). It is flexible and can accommodate changing times and helps accommodate personal resistance. It also allows improvement of quality of decisions made. Being a CEO means that I am ultimately responsible for the strategy and establishing working structures in an organization and this models stands as the most ideal to realize this.
Steps associated with Quinns model
	This model involves seven steps or factors. They are built on an incremental process. These steps help uncover the underlying issues. The first step involves looking at the past organizational strategies. That is the successes, failures and styles. The past strategies should be looked at and what led to them failing be analyzed (Bains & Farr, 2013). In my new role as a CEO, I analyzed what the company was not doing right based on previous strategies and tried to rework them based on the ideas that I already had. 
	The next step is analyzing the present management tolerance towards risks involved. A look at what can negatively affect the intended results should be done. The managers who are risk averse and those that are risk takers should each be considered. As a CEO, it is important to identify the leaders who like maintaining strategies even when they are defective. It is good to know how you will work with them to realize the desired results.  I looked at the team that I was managing and categorized those that were risk averse and those that were risk takers. I knew where to place each of them so that the strategies that I was going to lay worked. 
	The third step involves looking at the institutional dependence on the environmental factors or the regulations that are on force. Once this is determined, it will become easy to execute the mandate that is required to run the operations effectively. I analyzed the regulations that the company was supposed to abide with and made sure that they were adhered to. I also ensured that the company adopted environmentally friendly mechanisms to ensure environmental preservation.
	 The fourth step is analyzing the organizational culture and power relationship. The employees will need to be monitored and accountability levels determined.  I ensured that I rolled out balanced scorecards to ensure that the productivity of employees was measured. Those who performed well got rewards and those that performed dismally got reprimands and warnings. The fifth step involves looking at the impacts of the instituted changes on the subjects or the employees. I made sure that this was done annually to ensure that the changes I was instituting were bringing impacts and positive results. All the relevant stakeholders should be integrated to lessen the likelihood of resistance. In this step, a manager that is risk tolerant will show less resistance to change while those who are not will show resistance since they are risk averse. 
[bookmark: _GoBack]	The sixth step includes looking at the likely actions and reactions of competitors. Information concerning regulations governing the affected employees should be collected and also understanding the internal and external reactions that could derail the execution of the proposed change (Belasen, 2020). In my new role as a CEO, I did a competitor analysis and borrowed some of the positive things that the competitors did and implemented them. I also looked at what they were failing to do and did it in the institution I was heading. The last step is to keep time to implement the changes and as a CEO, I made sure that all the changes I was instituting were implemented and the timelines were also kept to make sure that everything became a success.
Improvements I would make to ensure the enhanced change-related became a success? 
	I will maintain communication with employees and get to regularly understand what is ailing them and the changes that can be rolled out to improve efficiency and performance. I will reward well performing employees and peg promotions based on merit. Salary reviews will be done annually to give employees that which can motivate them and what best reflects the changes in the market. In my first year as CEO, I made quite several mistakes like cutting down on marketing expenses. I have since realized that marketing is everything and have reinstated that back and even added the marketing kitty. 
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