Daniel Bussell – 2313849
BMNS4008
Managing Organisations in Nursing
Organisational change – 2000 Word
Catrin Boulton























INTRODUCTION
 The collaboration of works from Sabitova et al (2020) showed how organisational change within the National Health Service (NHS) has impacted all three core principles, namely efficiency, equity, and quality of care, and has become increasingly important to a society based on changes within the NHS.  This essay explores the changes within the NHS on the organisational behaviour of employees within the service.  Because the NHS is one of the world’s largest healthcare organisations and the largest single employer within the United Kingdom (UK), its organisational practices must remain as efficient and effective as possible.  Additionally, the NHS operates within the public sector and is regularly affected by changes and reforms within central and local government.  This essay intends to investigate the effect of change on employees' working practices and behaviour and is also designed to identify the significant implications for organisational behaviour arising from the political, social, and economic changes that impact the NHS.

To give an illustration, Seaton (2023) indicates that the NHS was formed in 1948 as part of a series of social reforms following the Second World War, which included the nationalisation of key industries, social security systems, and children's allowances.  Singleton et al (2022) advocate that the first significant structural changes came in 1974 with the creation of 90 geographically based Area Health Authorities (AHAs) and several specialist authorities,  AHAs were responsible for the management of health services and the running of hospitals that had previously been under the control of individual, self-governing hospital management committees, which remained in place for over ten years but was slowly eroded by the development of small, GP-led primary care groups, integrated care organisations, and specialist trusts in between the years 1982 and 2002.  Daniels et al (2022) combine the relevant information that the NHS is the publicly funded healthcare system in Wales and one of the four National Health Service systems in the United Kingdom, and it has set out to provide high-quality care to the British population.  UK healthcare is an example of an industry stretched to fit demand while interacting with a supplier-induced order, creating market failure and increasing the likelihood of government intervention.  At the same time, Freedman & Wolf (2023) add that with a primary good, such as healthcare, there is a significant need for government intervention, as can come a wide range of problems associated with healthcare provision, for instance, employee morale, productivity and the culture within the NHS.   Werdhiastutie et al (2020) stated that organisational change is a field of management theory, research, and practice that has developed steadily over the second half of the 20th century.  While many competing definitions of organisational change exist, nearly all agree on one point that organisational change should be managed to its outcome.  Referring to the views of Tidd & Bessant (2020), this distinction can be expanded into a more general difference between first-order and second-order change in organisations.  In addition, Hanelt et al (2021) mention there are also different types of change, like changes in structure, shared values, strategies, and systems.  Furthermore, Onyeneke & Abe (2021) agree that it should be clearly understood that organisational change can be desirable as well as undesirable, planned as well as unplanned, and incremental as well as radical, but the impact of all those changes can be on steering structures, shared values, strategy and systems.  For example, Cohen (2020) argues that at all levels of the NHS, there is an active commitment to the general recognition of the public service, but at the expense of small-minded scrutiny of controlling the internal structures and processes that comprise the healthcare industry.  Holti & Storey (2020) Following the Health and Social Care Act in 2012, the NHS was given responsibility for the control and management of a much wider range of healthcare providers and for improving and delivering public health.
Stewart et al (2020) validate the NHS has, over the years, undergone a vast number of reconfigurations, reorganisations, and reforms, which has led to a great deal of change in the way it is structured, governed, and managed.  Additionally, Onyeneke and Abe (2021) believe that organisational change can be seen as being crucial for any organisation to remain relevant in the 21st century.  According to Werdhiastutie et al (2020), the NHS is limited in terms of the resources made available to it, and in the last few decades, there has been growing demand from an ageing population, technological advances, and the subsequent increase in treatments, and the NHS is no exception.  In fact, the need for organisational change for the NHS in recent years is perhaps even more essential given the nature of its market.  Referring to the views of Maniatopoulos et al (2020), Although the market is stable, the demand from patients requires the NHS to be more efficient in the way it operates and, in doing so, the need to meet patient needs and preferences, as outlined by the NHS’s Five Year Forward View plan which highlights an array of gaps and service improvements needed, stating that significant organisation changes are required.  
Hendy & Tucker (2021) propose that the NHS has proved to be one of the nation's most popular public services, not least because life expectancy is steadily increasing.  However, the service is experiencing financial, managerial, political, and medical problems and avoidable failures, making some of its practices unacceptable to the patients and the taxpayers who fund it while criticism in the media increases.  Drennan et al (2022) synthesise that the NHS can no longer cope with the volume of patients who present to accident and emergency departments during the winter months, whilst an 18-week maximum delay for treatments, such as surgical procedures, remains elusive for some regions and shorter waiting times for specialist appointments are not evenly achieved nationwide.  Koppl (2023) validates that mistakes in hospitals reported in the press have dented the public's confidence in hospitals.  All of these factors have called for a significant reorganisation of the NHS. With these considerations in mind, addressing the significance and scope of organisational change and the structural impact on the organisation is imperative.  
Bowles et al (2023) believe that the number of trusts has grown year after year.  In 2002, the NHS Plan announced a further primary restructuring process, leading to the most radical and far-reaching reforms in the NHS's history to the creation of Strategic Health Authorities, organisation funders and provider NHS Trusts and Primary Care Trusts.  Chisari & Lega (2023) It was recognised that initiatives, such as the Queuing and the Emergency Care and the NHS Plan, were not delivering all the promises they had made, and the NHS was entirely changing its delivery from 2005 to 2013.  It was a time when there were misunderstandings and doubts about the processes that were being implemented. The clinical community was feeling overpowered by the treadmill of changes to deliver, whilst clinicians were also feeling that the changes were not happening as a consequence of political decisions.  As a result, Alderwick et al (2021) found that following the Health and Social Care Act in 2012, the NHS) was responsible for controlling and managing a much more comprehensive range of healthcare providers and improving and delivering public health.  On the other hand, Steenkamer et al (2020) state that the number of primary care trusts is set to be reduced.  It is expected to be replaced by a number of alternative organisations – federations, networks, private companies, or local authorities but this has been identified as exposing a risk around continuing tensions between private and public providers.  
Ravalier et al (2020) state that NHS employees may struggle to adapt to change. Conflict may occur between the change and the people it is required of, especially when GP commissioning groups take on the commissioning budgets and hospitals are expected to take control of their budget.  However, NHS employees are not the only ones who may struggle to adapt to change.  Patients may find the reorganisation a rather stressful matter.  Suter et al (2020) additionally, with times like these, NHS resources such as GPs and hospitals are hard to locate.  This becomes even more stressful when referral requests are expected to be sent off within a week, which is highly unlikely.  Beasley et al (2020) with a collective thought patients may find that the wait for a hospital appointment becomes even longer.  As the reorganisation occurs, many may become confused at an already stressful time.
Moreover, Hastig & Sodhi (2020) emphasise that the change in management models and frameworks is essential for successful changes in a large and complex system.  Employee engagement, as part of this, can be achieved through the empowerment of employees.  In addition, Errida & Lotfi (2021) indicate that the critical consideration is that employees feel that their voices are heard and their opinions matter.  This will help with change adoption and reduce resistance.  
Another critical point that Karas et al (2020) have pointed out is when Planning Training and development programs, it is vital to maintain all innovation and a high-value service by that Ensuring change at all levels and open communication with the appropriate sectors will be advantageous.  Morgan (2022) follows that Staff will need the tools not just to manage but also to generate solutions, think and implement creatively and ultimately empower themselves.  Furthermore, Gawne et al (2020) state that all course modules and units must be evaluated for importance, with regular costing and expected outcomes defined.  Hardie et al (2022) Identified vocational training needs should be precise and target current and strategic aims appropriately thus Ensuring value and unmistakable evidence that training has been utilised effectively and efficiently will be essential.  For instance, Molino et al (2020) explain that training and communication are vital and should be ongoing rather than a completed module and then ticked off. 
In conclusion, this essay has focused on how organisational change has impacted the behaviour of staff working in the NHS. It has concluded that various factors can influence both, considering the current research that has been conducted.  This conclusion will also suggest topics that could, from the basis of future research, have implications for the decisions made by the NHS trust considered in the research.  Establishing barriers and conducting research to gain all feedback may help determine the efficiency and effectiveness of organisational change programmes, specifically at the early stages or developing a new program until the program ends.  This is crucial as it will prevent time and money from being wasted on a program or policy that is not effective.  It is therefore recommended that the Department of Health allows these to become mandatory for all intended organisational changes for the NHS, as well as assigning the barriers and feedback to a team that only has the authority to terminate the program.  Nevertheless, it is recommended that future research include more NHS trust and community service providers that cover the UK as a whole.  This is due to service users' rising demands and expectations, particularly in a politically unstable and economically limited environment.  The rising demand is due to an array of social and political factors, such as the general public becoming more aware and concerned with a healthy lifestyle and diet and the increased life expectancy in the uk due to the current positive response to treating diseases.  Due to the associated high costs that can be linked to these issues, as they are most often long-term health issues, it is expected and therefore required for the NHS to be able to adapt various service delivery models. 
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