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Executive Summary
The report aims to discuss and mention the essential arguments related to workplace changes and how do the employees accept the changes with the support of multiple frameworks and models that are used in the report for Change management. There are many challenges that employee, as well as the employer, have to face to adopt a single change and add on to the business organisation and as a result, there are multiple expenses as well that the company need to be there to manage these changes for a brightening future of the organisation. 
The discussion that is being covered in the report will be in the context of the National Health Service will be referred to as the NHS of the UK that provides the best of possible health services to the people of the UK and cure them of deadly diseases. Measures used by the NHS adopted the change and still managing with the changing business environment is being discussed in the report with the use of many frameworks and models of Change management and cultural changes at the organisation. The conclusion of the report states that changes are a common part of the present business environment and now the new entrepreneur has to be ready for the uncertainty is and unpredictable changes in the market environment. The changes at the NHS has proven to be very much successful and meet the requirement of the new era people health issues and problems.
At the workplace, there are numerous functions performed by various departments allotted by the management of an organisation based on the skills and expertise of an individual. For example, if a person is good with numbers and accounts then the department allotted will be Finance Department moreover if a person is good with communication and managerial skills then the admin and HR department will be suitable for such employees. similarly, there are multiple departments at the workplace that have many people working in a particular department based on their respective skills knowledge and expertise they have. However, workplace change is one of the factors that affect their constantly growing performance in the organisation and challenge their capabilities frequently.
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Introduction
Workplace changes are common for the business environment because of the changes that take place in the market because of changed demanded in the present time. Most business organisations train their employees to be used to such changes at workplaces that may affect their working and lead to the success of the organisation's objectives and goals. For example, the recent change that took in the external environment was because of Covid-19 that resulted in an entire change in the working of organisations in the Global Business market and the training of development of employees are done according to the new normal is adopted for the pandemic. 
For instance, the recent challenge thrown towards the employees in the Global Business Environment was of Covid-19 a deadly pandemic that has changed the entire working methods in the organisations. Earlier the concept of work from home was not in use at such a high rate but now post-pandemic make work from home or remote working was the major change implemented to all over the world including the NHS  organisation made employees flexible with their working hours. Therefore there are many changes similar to Covid-19 that are taking place in the present time and becoming hard for the NHS and employee to manage and accept the changes. 
The report is going to deliver extravagant knowledge and information on the workplace changes and measures used by the people the people at the NHS to adopt these changes with the support of multiple models frameworks and theories used in the report in the context of the chosen organisation National Health Service organisation the UK. The perspective of the report is going to be on the basis of the health and safety of the people of the UK after the changed services by the NHS due to sudden changes in the health environment after Covid-19.





Main Findings
Task 1: NHS Background
National Health Service will be referred to as the NHS that have the function to provide the best health care to the people of the UK according to their health and requirement. In 1948 the NHS was established with the purpose the provide best health services to the people of the UK and achieving the vision of a healthy and progressing UK. Approximately 11,00,000 are working at present under the NHS  and the annual budget of the company was around £134 billion in the year 2019 (England, 2021). The head of the health ministry is responsible for managing the entire NHS named Sajid Javid. In recent years there are multiple changes have been applied by the NHS to modify the health and social care services of the company and improve the health qualities of the patients that are getting treatment by the NHS. The public sector of the UK got major influences on the NHS because of the immediate eruption of the pandemic that is Covid-19. However, the NHS found it hazardous to deal with the challenging scenario of the pandemic and manage the critical conditions of the patients. The private sector of the UK also got adversely affected in terms of their changing business sizes and locations of the businesses. Coming on to the voluntary sector of the UK the changes that this sector has experienced over the last couple of years were related to the mutual aid section and changes in its philanthropy activities (Chappell et al., 2016).


Task 2: Nature of Change by NHS
PESTLE ANALYSIS
Political Factors: As a result of the immediate Brexit effect in the UK the public organisation of the UK named NHS have found difficulty in procuring the medical equipment and workforce from the European Union and resulted in the fall in its revenue by 14.56% in the year 2021. Another political factor was the decision of Lockdown by the government of the UK have made it difficult for the NHS to arrange the resources within a short period and directly affected its services as people were not able to get timely medical because of closure of some near by medicals, crowd in the hospitals etc  (De Val et al., 2021).
Economic Factor: Economic and financial stability is always been a challenge for the NHS as many things happen in the economy related to economic stability and affects the economic performance that means the budget of NHS prepared on the basis of annual collection of public funds of the company. Recently the adverse impact of Brexit was directly on the Budget of the  NHS that reduced by 14.56% in 2021. Also during the pandemic, there was a requirement for more staff in the NHS that resulted in more human resource expense during the Covid-19 time.
Social Factor: The demographic factor that directly influences the NHS performance in the modern environment is the expectations of its patients. In past couple of years the patients are also highly educated and experienced with high technology services that encourage their expectations and increase pressure on the NHS team. One more factor is increased use of technology has increased the training expense to the NHS to make able its employees with technical skills as well (De Val et al., 2021).
Technological factors: In the past couple of years the usage and growth of technology have increased a lot specifically in the medical industry new technologies are born to provide efficient medical services to the patients. Installation of new medical equipment with the latest technologies like CT machines, MRI, LINAC accelerators etc have increased the expense to the NHS but resulted in better healthcare quality.
Legal Factors: There are many healthcare-related lawsuits and patients' family families take advantage of such litigation that makes NHS pay the reimbursement to their patients. This led to financial instability for the company. For instance, if a patient's family is not happy with the treatment provided to the patient or in case of any irresponsible act towards the patient the family has the legal right to complain against the hospital and claim for reimbursement (De Val et al., 2021).
Environmental Factors: The NHS is taking many steps in the direction to promote sustainability within the company and make eco-friendly workplace changes for the employees. For instance, the NHS has taken the initiative under the campaign named Ban Plastic and reduced the usage of plastic within the organisation by 34% resulting in a reduction in the release of carbon emission (Chiswell et al., 2015).
SWOT Analysis
Strengths: The NHS is one of the oldest organisations that rules over the health market which means it has no other competitor to date in the UK. Also, the NHS is gives one of the best healthcare services to the people suffering from severe diseases and health issues in the UK.. The annual turnover of the company is around £134 billion making the financial stability of the company stronger. One more strength is its workforce which is 11,00,000 in number (Willis et al., 2015).
Weaknesses: As the population of the UK is increasing with speed the NHS is not able to meet up the changing demands of the patients. As it runs in a competitive form of market that results in long waiting hours for the patients. Due to long working hours and a lot of pressure in the market environment, many of the staff misbehaves with the patients (Bhaduri, 2021).
Opportunities: In the present market there are multiple growth opportunities that NHS could grab to improve the working of an organisation. Firstly technological advancement could be an opportunity for the NHS as the company can install the latest medical equipment to treat their patients with the best of their facilities. Another opportunity can be that NHS can go for joint venture and partnership methods of expansion for developing its global presence apart from the UK (Willis et al., 2015).
Threats: In the growing and evolving market there are many challenges and threats a business organiser and manager have to suffer. One of the greatest and latest threats to the NHS is Covid-19. Another threat to the company will be the growing technologies as the company needs to spend public funds unnecessarily on the training and development of the employees to train them and adapt to the technical changes (Bhaduri, 2021).
Task 3: Leaders and Leadership in Process of Change
The change has now become a crucial part of the business organisation because of the constant changes in the demand and preferences of the customers that leads to the application of the change management theories and models by the companies. The leaders and their efficient leadership play a highly significant role in adopting the changes for the NHS company in the modern era where every day a new challenge comes and bump on to the growth of the company (Tang, 2019). There are some complex areas where the leaders of the NHS were involved.
The first complex change that the NHS is focusing on is to work on its digital presence and improve the digitalisation within the company and ultimately increase the revenue of the NHS. In recent years, another area of complex change that NHS is going through or experiencing was the uncertain occurrence of the Covid-19. This has led to the implementation of several changes within the NHS and difficulty in training the employees to accept the changes (Halkias et al., 2017). 
Lewin’s Change Management Model
The change management model was established by Kurt Lewin’s in the year 1950 that breaks the entire process of change into three different parts and make change acceptance and implementation easy for the company and its employees as well.
The first stage of the model is Unfreezing which is also considered to be the preparation stage. Basically in this stage, the leader needs to prepare the list of changes that the company is going to implement and inform the entire workforce about the changes and give them sufficient time to understand and accept the changes. The NHS will apply the first stage of the model by collecting all the resources required to implement the change and inform its workforce regarding changes. As the NHS is thinking to implement the digitalisation change post-Covid -19 to bring ease in its working style and provide the best healthcare services to the people of the UK. Therefore first the NHS will unfreeze which means preparing the entire change report and conveying the same to all of its employees to make them mentally prepare for the change (Galli, 2018).
The second stage of the model is changing refers to the implementation phase where the changes are being implemented. For instance, the NHS is planning to encourage digitalisation within the workplace and install more and more medical technologies to have the best healthcare services in the world. In this stage, the NHS will implement the changes and will install the technologies at the workplace. In the meantime, all the information related to new technologies and further changes will be informed to the employees through continuous communication by the leaders and managers at the NHS (Cummings et al., 2016).
The last stage of the model is unfrozen which means to prepare such strategies of monitoring and control so that the implemented change will not be reversed and fall back into the old methods. The NHS leaders in this stage will try to implement efficient strategies of monitoring and control so that the implemented change of digitalisation should stick to the company and also the employees of the NHS should also be trained accordingly (Galli, 2018).
As per the critical analysis of the Lewins Change management model for the NHS, there will be certain merits and demerits to the company. The positive outcomes of using the new technological change by the NHS post Covid will be that the employees will find ease in accepting the change and post-acceptance of change the growth of the NHS will be faster. However, the negative influences of the technological change include higher unnecessary expenses on employees for their training and development according to the change and also a lot of time waste of both the leaders and the employees (Cummings et al., 2016).


Force Field Analysis
The main reason behind using the model is to know the root cause of implementing the changes at the workplace with the majority of the people in a decision. Here is the application of the model for the NHS that have the recent changes related to adaption of video technology and remote consultations top the patients as an outcome of the pandemic. During the pandemic as many of the people were fearing of coming out and avoiding the contact with others therefore the NHS team have come up with a solution to provide video consultations and medications to the people in case of emergency via appointments. 










Figure 1: Field Force Analysis
Source: (Mannion et al., 2018)
The first stage of the model is to conduct the SWOT analysis of the company to know the in-depth information about it and achieve the successful change implementation of the company. 
Than comes the second stage of the model where the organisations objectives needs to be clarified. The objective of the NHS is to provide the best of health care services to the people of the UK and give them a healthy life. 
Now in the third stage its time to identify the forces that are enforcing the changes to the workplace like at NHS the hospital have got many calls and requests for medical consultation as people were not able to come to the hospital, there was sudden increase in the number of the patients etc that resulted in implementation of the video technology consultation change. 
The last second stage is of identifying the factors that was restraining the change like unwillingness of the nurse and doctors due to work pressure, lack of managerial structures, poor leadership qualities within the NHS staff and highly demotivated employees because of serious lockdown and not meeting their loved ones for long etc.  
The last stage consist of evaluation stage where it is the responsibility of the NHS managerial staff to check out to the majority of the responses that are in the favour or against the change and than the decision will be taken of change implementation on the basis of majority of responses (Mannion et al., 2018).
Task 4: Organisational Culture
The concept of organisational culture refers to the work culture and environment that individual experiences while working in that particular organisation. The selected organisation in the report is NHS which a health care organisation of the UK and have a work culture surrounded with trust, respect and equality for all the people at the NHS, whether it is a patient or employee. The organisational culture at the NHS prioritizes its patients to provide the best of health care services and give a healthy and happy life to their patients. Team working is also a star addition to the organisational culture of the NHS (Szydlo, 2020).
The change process is a collection of five stages that start with preparing the company for the changes, then comes the stage of crafting planning and vision for change, in the third stage the change manager will implement the desired changes, further in the change process the fourth step will be to embed the culture and practices of the company concerning change. The last step of the change model is to make a close review of the progress and results of the change implemented. The organisational culture of NHS made a great impact on the change process of the company that is being implemented by the organisation NHS for the installation of digitalisation change in the company (Mannion et al., 2018). Here is the application of Handy’s Model of Organisation Cultural Change for the NHS to know the impact on its change processes because of its organisational culture.
Power Culture: It refers to such authoritative people that have the authority at the workspace to make all the decisions for the company and implement the decision without asking for permission. the power element of the model shows the internal work culture of an organisation. At NHS the senior managerial staff has the authority or power to regulate the necessary operations and working of the company. The decision taken by the senior staff affects the change process adversely (Handy, 2020).
Task Culture: The task culture element represents the team working element of an organisational culture that adds up to the organisational culture of the company. Under the task culture in an organisation, the employees with special excellence in a specific field and the other employees come together to work in a team and accomplish the common targets. At NHS the task culture is being practised at large because of the continuous changes in the patient's demands and treatment of new diseases now and then (Szydlo, 2020).
Person Culture: The culture at the workplaces where employees are given equal importance and are being asked at every decision making for the company is known as person culture. The personal culture is also being adopted at the NHS because around 11,00,000 people are presently working with the NHS and the company makes sure the satisfaction of employees (Handy, 2020).
Role Culture: This culture is also being followed by many of the business organisations especially the large scale because it refers to delegating the roles and responsibilities to employees based on their skills, knowledge and expertise etc. The NHS allot the responsibilities to its employees based on their expertise. For instance, the HR department at the NHS is being responsible to hire productive employees and finance for managing the organisational finances (Den Teuling, 2017).


Task 5: Change Agents
The change agents in an organisation refer to the people that are responsible for carrying out a successful implementation of the change within the organisation. There are two categorisations of change agents that are highly found in business places that are internal and external change agents. The example of internal change agents can be employees, managers etc whereas the external change agents are government, suppliers, investors, consumers etc (Campbell et al., 2018).
Change Agents 	Internal 	External 
Helped 	The internal change agents in an organisation like employees and managers help the company to make sure ease in accepting the change and regulate the smooth functioning of the workplace.	The investor can be an external change agent that helps in the seamless implementation of change by investing or providing sufficient finances to induce workplace changes.
Hindered 	Sometimes the internal disagreements or conflicts within the employees and managers become a hindrance in change implementation and influences the organisation's performance directly.	The government taxation policies are the great hindrances from the external change agents that influence the smooth change implementation in an organisation and its functioning as well.

Table 1: Change Agents
Source: (Gaubatz et al., 2017)


Task 6: Models and Theories Impact
There are some models and theories that are applied above are in the context of change management at the workplace. As in the present times, multiple changes take place continuously in the market to meet the requirement of the consumers (Kumar et al., 2021). There can be both positive and negative impacts of the change models and theories discussed above on the change process of the NHS.
Positive Impact: The model by Lewins will make sure that the employees will find ease in accepting the change and post-acceptance of change the growth of the NHS will be faster. The other model was Handy’s culture model that will improve the organisational culture of the NHS and make the change process implementation easy for the company (Ritter et al., 2020).
Negative Impact:  The Lewins change management model includes higher unnecessary expenses on employees for their training and development according to the change and also a lot of time waste of both the leaders and the employees. The other model was Handy's cultural model hurt the change process in that it creates chaos and confusion within the workspace amongst the employees and leads to a severe conflict (Kumar et al., 2021).

Task 7: Conclusion
The report concludes the importance of Change management in the modern business environment where the challenges are coming frequently and making it harder for the employer and employees to deal with such changes and continue the growth of the organisation. Earlier the main challenge was only competitors and their innovations but now in the evolving time apart from competitors, there are some other challenges that an organisation have to be prepared for and be ready with effective strategies for Change management. Certain strategies are also been discussed in the report related to change management that will be guiding the NHS organisation to deal with the frequent changes and accept the new normal. Many people are finding difficulty in change acceptance and as a result, most of the people have lost their jobs during the panda mat. For example work from home or remote working was a major change as a result of Covid-19 and many of the employees were not able to accept the changes of remote working and have reduced their productivity resulting in their job termination from the company. All these factors that are affecting change in the present business environment and how does this change influence the organisation's performance are being discussed in the report that two for the selected company that is HS that stands for National Health Service organisation. The selected organisation in the report is NHS which a health care organisation of the UK and have a work culture surrounded with trust, respect and equality for all the people at the NHS, whether it is a patient or employee. The organisational culture at the NHS prioritizes its patients to provide the best of health care services and give a healthy and happy life to their patients. Team working is also a star addition to the organisational culture of the NHS.
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[bookmark: _Toc98448338]Appendix 
PDP Plan
	Area of Development to improve Change Planning and Implementation
	Actions to be undertaken i.e training
	Priority
Low/Medium/High
Why-Explain your decision
	Support and Development.
Internal/External
From People,Financial,Physical
Resources.
	Review Dates
Set review date and explain your decision
	Other comments
Will you set ‘interim’ review dates-why might they be

	Conflict Resolution 
	There will be events and programs within the workplace to develop bonds among employees.
	High because higher conflict leads to hindrances in the change process.
	Internal support will be required from the employees of the NHS.
	Within 3 months from now.
	The progress can be seen as now there are reduced conflicts.

	Adaptability Skills
	Assigning more tasks in a team with diverse people to induce the skill of adaptability.
	Medium because automatically at the workplace adaptability skills are improved through external environment.
	There will be the need for internal support from the people or employees working at the NHS.
	Within the 1 year of probation period of an employee.
	In the initial days, adaptability is hard but now employees have become used to it.

	Goal setting 
	Deciding the step by step goals for implementing change.
	High because it leads to the seamless implementation of change.
	The support of finances and people is equally important.
	Depends on the time duration of the project.
	The change is being observed over some time  (Handy, 2020).

















image3.png
Forces
(Positive forces for change)

Foundati
on frust

Restraining Forces
(Obstacies to change]

Unwilingness of the
nurses and doctors to

treat patients

Poor management
structure

Demotivated
‘employees.

Low existence of
leadership
‘competencies




image1.png




image2.png




