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Introduction
Change management is a method by which an organisation brings varied and dynamic change in the organisation, to bring some positive and sustainable changes. Change management is a vast process which tries to bring changes in an organisation by applying a steady and transformational methods. The change management brings a variety of tools, techniques, and processes, which are being adopted by the organisation to bring transitioning methods of the organisation. There are various steps which brings change management plans, such as communication, coaching, training, and other change models such as Lewin’s change model and Kotter’s eight step change model. Change management is a recognised method which brings about changes with the application of skills, understanding, assets and the apparatus to bring these changes. This report will focus on the probable changes which needs to implement on National Health Service (NHS). Macro and Micro analysis will be conducted for a better understanding of the market and the organisation. Finally, analyse the impact of organisational culture to understand its impact on the change management plan.
[bookmark: _Toc68103138]The history of the organisation and its change in external environment.
[bookmark: _Toc68103139]History of the Organisation
NHS was first introduced in the year 1948, NHS has turned itself into the world’s largest publicly funded health service. NHS has been the most well organised, meritocratic and one of the most extensive health care service in the UK. NHS plays a very important role in the UK serving to a population of 66 million and providing job opportunity to more than 1.5 million people. In the year 1948 when NHS was first introduced with a budget of 437 million euros and in the year 2010 NHS received about a 100 billion euros in funds (Ayoub,2015). NHS spends near about 60% of their budget on the employees working under them. The rest 40% is spent across maintenance, infrastructure, equipment’s, caterings, medicines, and training of the staffs. The Ministry of Health oversees the NHS. The Minister of Health is part of the Ministry of Health and reports to the Prime Minister. The Department of Health operates 10 Strategic Health Organisations (SHAs) in the UK and oversees all NHS activities in the UK. These SHAs control all NHS trust in the area. The scattered governments of Scotland, Wales and Northern Ireland oversee local NHS services. An institutional support fund was recently established to ensure that residents run this hospital and make health decisions that are of particular concern to residents (Martin,2015).
The NHS upgrade was put forward by Lord Darzi. The vision is to enhance the quality of the service, not the quantity. The key is to make sure that the NHS is patient-centred and that doctors are at the forefront of providing NHS services. It also reviews clinical guidelines with a prominence on results accountability (Patrao,2016). This model requires the emergence of GP consortia and the incorporation of services that are led by the GP. The manifesto was to free NHS services from administration and political influence.
[bookmark: _Toc68103140]Structure of Health Care In UK
The National Health Service is the universal health care system in the UK. The NHS is funded by the public in the UK which includes NHS England, NHS Scotland, NHS Whales and NHS Ireland. The pollution is having the privilege to either opt for the health care from the NHS or can even take their own private health care service. The NHS program is committed to providing patients with more features and information, hospitals and beds, doctors and nurses, notably shorter waiting times for arrangement, improved care for elderly patients and giving patients higher NHS requirements (Marson,2018).
According to a survey of seven developed countries, the UK health service is one of the most efficient in the world. The federal report confirms five aspects of performance: quality, efficiency, access to management, promotions, and a healthy lifestyle. The Netherlands ranked top in the comprehensive classification, followed by the United Kingdom and Australia. The UK is doing well in terms of quality and access to health care. It is the number 1 efficiency in the UK. This indicator is measured by considering the total medical expenses in the country (as a percentage of GDP), as well as the sum of medical and insurance expenses (Williams, 2016). A study on access to health care service found that “waiting times for essential health services in the UK are short and specialized, recommended doctor visit, non-urgent services take longer waiting time. 
[bookmark: _Toc68103141]Macro Environment Analysis of National Health Service
The NHS is the all-in-one health care system in the UK. The NHS provides free of cost health care services to its population and its functioning for more than 60 years. But there are flaws in each organisation and NHS are no exception, NHS lacks in providing highly qualified staffs and technologically advanced equipment’s in the healthcare. With the rising deformities in the NHS its can be said that NHS needs some fast and efficient reformation (Jones, 2019). 
[bookmark: _Toc68103142]Political Factors
The most important question which lies right now in UK’s politics is the introduction of Brexit.  The UK's resolution to withdraw from the EU has had a profound impact on society, including government bodies such as the NHS. Many articles and speculations have been published on how Brexit will affect the NHS, but no conclusions have been drawn yet (Yang, 2020). For example, it is unclear how drugs and medical devices are shipped from the EU to the UK. Perhaps the most serious problem is labour force. IT has been speculated that the biggest impact of Brexit will be on the foreign employees of NHS as the introduction of Brexit has led to less commending living comfort for the foreigners.
[bookmark: _Toc68103143]Economic Factors
Due to the 2008 financial crisis, UK along with entire world has suffered a huge impact and has faced economic losses. NHS was no exception and must face the recession. For a long period of time NHS is facing losses because of the economic impacts. Due to this it has been extremely tough for NHS to provide effective and efficient healthcare service to the citizen of the country. The biggest issue which NHS is facing due to the economic impact is the lack of skilled and qualified staff in the healthcare. Due to the average salary provided by NHS, it has been difficult for NHS to attract skilled and highly qualified health care professionals (Lee, 2017).
In reciprocation to the late recession, the UK government is taking a series of restrictive measures to cut government spending. While the NHS (in terms of budget cuts) did not directly influence these restrictive policies, it believes that they have an indirect impact on the NHS's financial position and exacerbate the organisation's funding difficulties.
[bookmark: _Toc68103144]Sociocultural Factors
Aging is a natural occurrence in the growing population of a country. The average age of the population increases as the medical level improves. This is good, but older people have more health problems. Diseases such as diabetes and various types of cancer often develop later in life and can be very expensive to treat (Duong, 2020). As a result, the aging UK is putting more pressure on the NHS.
With the rise in the social media allowing users to send and receive information faster and enhanced learning system in the country, the patient’s presumptions are soaring towards the NHS. In most cases, patients are aware of possible treatments, and in developed countries (e.g., the United Kingdom), the government is expected to take care of them at all costs. This has led to a decrease in mortality, and while this is also an important positive, it is a new challenge for the NHS as it strives to provide better services than ever before.
[bookmark: _Toc68103145]Technological Factors
The implementation of new technologies has helped NHS in improving their healthcare services. Equipment’s like Scanning tools have become affordable leading to a compulsory use in the hospitals and nursing home.   Various pumps and instruments are designed to treat or control disease to reduce disease. Overall, these medical advances in medicine are positive for all aspects of the case. With the help of the technologies, it can be said that the NHS is not only proving a better care and treatment to the patients, but technology also helps the healthcare employees to work effectively and efficiently. Technology plays a major role in providing better education in the healthcare (Duong, 2020). With the help of technology not only the health care employees are being benefited but also the patients can now monitor themselves by using the smart equipment’s like bands and watches. Since technology makes it much easier to convey the right information to ordinary people, this tool is underutilized. However, by improving the training of clinical professionals, the NHS is committed to providing innovative services that make it easier to find qualified staff.
[bookmark: _Toc68103146]Legal Factors
However, the trend of lawsuits around the world is growing. However, patients or their families are more dissatisfied with the quality of care than ever, seeking compensation in court. The number of medical claims is on the rise in the UK and there is no indication that the stop is rising. Unfortunately, this has led to significant new costs for healthcare providers as they must invest in costly legal protection and pay huge compensation.
[bookmark: _Toc68103147]Environment
The UK's NHS is facing some major problem in funding’s and management. Uncertainty over Brexit this does not seem like a good solution due to economic hardship, an aging population and tightening legal requirements. Fortunately, the improvement in technology can make it easier for NHS body to take care of the population’s health (Zablotsky, 2015). However, if the NHS can meet rising expectations, significant funding is likely to be required.

[bookmark: _Toc68103148]Micro Environmental Analysis of NHS
[bookmark: _Toc68103149]SWOT Analysis of NHS
[bookmark: _Toc68103150]Strengths
NHS provides good financial protection to its population in terms of ill health. NHS is having one of the lowest percentage of people to miss out on their medical costs. The efficacy is relatively high, with the United Kingdom having the highest proportion of over-the-counter drugs among the compared countries, with 84% in 2015 and an average of 50%. It is used to treat patients with certain organ diseases (Cohen, 2016). Diabetes or kidney disease, etc. Outstanding results: less than 1 in 1000 patients are hospitalized annually due to diabetes, while in Austria or Germany more than 2 in 1000 are hospitalized.
[bookmark: _Toc68103151]Weaknesses
Of the 12 most common causes of death, the UK's NHS is more effective than average for eight, including those diagnosed with breast, rectal, colon and pancreatic cancer within 30 days of a heart attack. And although the gap has narrowed recently, lung cancer. If successful treatment can save lives, the country's overall mortality rate will be in third place compared to 18 in developed countries (the so-called “adequate mortality”). Infant mortality at birth or after birth (mortality at birth) and 1 month after birth (death of new-borns) is consistently high at 7 deaths per 1000 children in the UK compared to 2016. 
[bookmark: _Toc68103152]Opportunities
Another NHS assessment tool is market research. It is a regular, thorough, systematic, and independent review of the company's market environment to identify challenges and opportunities. This is a difficult problem. Each trust is militarily responsible for itself, so you might think it is responsible for its own marketing efforts, but there is evidence that the trust is administered centrally on the NHS website (Hsing, 2015). An audit requires an audit of the outsourcing company and its position in the NHS. The existence of many truly reliable companies and institutions in the UK inevitably leads to the emergence of a wide range of cultures and core values. If possible, review and fix them.
[bookmark: _Toc68103153]Threats
The main threat of the NHS is the rising number of private healthcare in the UK. NHS even face threats from the lack of funding and the lack of skilled employees in the healthcare. Employees do not stay long in the NHS healthcare and tend to leave the organisation faster than expected.
[bookmark: _Toc67510870][bookmark: _Toc68103154]Impact of External Environmental Change on the Organisation
Over time, changes in the external environment of the health service have had a major impact on the company's growth. The impact of Brexit has also surpassed many business targets for 2020. Changes in the macroeconomic environment have also presented the company with many challenges to raise awareness. This effect prevents the company from implementing its strategic business continuation plan (Batterham, 2016). The experience of managing health services in the organisation is also very weak, and after many organisational goals have failed, the lack of organisational success is exacerbated.
[bookmark: _Toc68103155]Model for Change
[bookmark: _Toc68103156]Lewin’s 3 stage change model
In the three-stage model of change, the phenomenon is described as it is, but the process of change (recommended change) must reach the desired state in the future. To comprehend the behaviour of the team, that is the behaviour of each team member in the process of change, it is necessary to assess the consistency and complexity of the field. This platform theory is also widely used in the development of simulation models, including the Lewin’s three-stage model.
[bookmark: _Toc68103157]Step 1: Unfreeze.
At this point in the model, the goal is to first decide what changes need to be made to improve efficiency. Companies should conduct research within the organisation to assess the need for change (Harding, 2017). This allows the company to understand the need for organisational change. After conducting the necessary internal research, company management should meet with all stakeholders. This is required for new changes to be applied. Stakeholders allow management to form appropriate structures to support change. Managers and stakeholders respond to the challenges facing the organisation. Adequate marketing is essential to properly analyse these aspects and explain why the company needs to change and how to apply. Discuss long term planning and discuss the overall vision and importance of change.
[bookmark: _Toc68103158]Step 2: Change
Within the NHS, all information about changes must be communicated to all participants to implement the highest rate of change at the lowest level in the company. Every business leader must have a clear understanding of the changes that need to be implemented correctly. In this case, managers help employees achieve specific goals for implementing organisational change. There must be clear communication between the various departments of the company (Harding, 2017). Representation and approval of employees is important at this stage to ensure that appropriate changes are made to the organisational change management process. Also, make sure everyone is involved in the change process. This is the only way to leverage long-term changes in the organisation.
[bookmark: _Toc68103159]Step 3: Refreeze
These changes, fuelled by insight into the organisational culture, continue throughout the organisation and allow the company to enter a higher market level. It is also very important to be able to support organisational change in the organisation (it only works in different ways). For example, setting up a system for regular staff meetings, etc. Finally, it is recommended that training and support be provided to the organisation to develop skills and knowledge among staff that contribute to the growth of the NHS.
[bookmark: _Toc68103160]8 Steps Model of Change by Kotter 
Organisational change has never been easier. There are various barriers to teamwork or leadership, culture, etc. from the associations. This model will help solve these problems and improve the efficiency of the company and its employees so that they can contribute to the success and growth of the NHS’s organisation. The following steps of the model will make sure that the organisation of the NHS will be ready and prepared for any upcoming changes in their company which will allow the NHS’s organisation to also overcome the forthcoming threats if any, that the organisation might face in the future. 
Creating Sense of Urgency 
The first step of the model is to generate urgency within the organisation of the NHS which includes the employees and the leaders of the organisation. Mutual feelings must be considered, and change must be a prospect that everyone in the organisation can create. Change within the NHS’s organisation will drive innovation and growth at their institution (Auguste, 2013). Therefore, it is important for the business to focus on initiating the changes that are underway. The main objective of the model is to make the employees ready for change and to encourage them to share their part in the stages of enhancement and development of the organisation. To bring about change in the organisation, employees, and management, as well as seventy five percent of the organisation's leadership, must support the change. To create an environment in which people are aware of an existing problem, it is important to identify the different risks and opportunities that impact the activities in the work environment and to analyse the micro environmental aspects of the business at the same time. This can be effectively done with the utilisation of SWOT analysis (Pollack and Pollack, 2015). Staff should openly discuss why a change is needed and stakeholders should provide the necessary support to implement those changes in the organisation.
Creating Guiding Coalition 
At this point, there is an effective team with the skills, competencies, and relationships necessary to provide the right leadership and influence stakeholders to support the change in the organisation of the NHS. The nature of the change that will be going to take place is one of the most important dimensions of the team which will determine the team’s size in the organisation. There will be different members of the organisation who can play different roles at every stage of the change in the organisation. The NHS can point to a few members or sponsors to be the senior executives who all will effectively implement the change in the organisation. These members will provide all the necessary support at the level of execution from where the change will take place slowly. They will also distribute the resources according to the needs of various sections of the organisation of NHS (Pollack and Pollack, 2015). The members of the next stage will be chosen based upon the recommendation by the members of the previous team. This team to be appointed has overall responsibility for developing and articulating various ideas and methods, testing, and bringing together resources, removing different barriers of the change and guiding the organisation through the change process. These all can be done by facilitating proper resolutions to the conflict within the organisation and facilitating great sources of communication with the stakeholders of the company. The next team will be guiding teams who will play on the field duties. This group of people is made up of trusted and respected individuals, mostly the leaders and the employees who represent the organisation of the NHS and are solely held for sharing the corporate vision and guiding people in the organisation to implement effective organisational change. The last team will consist of all the supervisors and the managers who will effectively keep a track of all the related activities. It will ensure a timely completion of all the tasks and without any discrepancies. After creation of each and every team, they must always focus on the team goals and objectives which will further meet the organisational goals for the benefit of the company (Auguste, 2013).
Vision and Strategy Development 
This phase is the level where policy formulation and goal setting are ensured to help the team achieve those goals. This helps in gaining an understanding of the organisation in the future after changes occur in the business. It helps people and employees to motivate themselves and achieve their business goals, and also ensures maximum efficiency at work procedures within the organisation of NHS (Pollack and Pollack, 2015). Therefore, this step is also very essential for implementation of change Following the below steps will create a sustainable vision for the future of the company.
· The activities of the organisation for the change must be complied with the organisational goals and the objectives of the change.
· Encouraging employees of the company to share their ideas will also help in effective development of the future of change for the company.
· Incorporating various important data which has been collected from the previous market research and also the data recorded from the previous organisational experiences (Pollack and Pollack, 2015).
Communicate Vision of Change 
This stage is primarily aimed at effectively communicating the company's vision and strategy, as well as helping the organisation's staff and employees to embrace the changes that have taken place in the organisation of the NHS. The objective of this step is for the employees of the organisation to support the change process which have been taking place and accordingly make sacrifices to improve and enhance the operations within the organisation which will allow the company to achieve the best possible results within their organisation. To effectively achieve this goal, the necessary measures must be taken (Auguste, 2013). 
· Sharing the vision and strategies of the company with incorporation of those in the process of problem solving, decision making, and many other levels. This will enhance the level of change practice within the organisation of the NHS.
· Acknowledging the feedback from the employees of NHS will make the change more effective along with its implementation process.
· Maximum usage of the available resource within the organisation and its various channels will help the organisational change management.
· The language of communicating within the organisation must be such that everyone understands which will also effectively increase the power of implementation of change (Pollack and Pollack, 2015).
Removal of Barriers to Action 
When implementing the change, the organisation of the company faces various obstacles and barriers which may impact the overall process of change management and how the change affects within the context of the NHS. Constraints within an organisation can manifest in different ways (Auguste, 2013). This can include inadequate processes, resistance to change, planning policies of the organisation, formation of the organisational structure and many more such reasons. These barriers must be removed because they hinder the process of achieving the objectives and the implementation of the process of change in the organisation of the NHS. It is very essential to handle the barriers with the help of adequate actions which can effectively produce results in the implementation of change in the organisation. 
· Creating a deep understanding of all the barriers that are impacting the implementation of organisational change along with hindering the achievements of the organisational goals and objectives in the NHS.
· Making sure of all the policies, processes, structures and the reward system of the NHS is in proper place with that of the plan of change within the organisation.
· With proper tracking of all the tasks and performances it is also essential to produce the employees with various appreciation and rewards for participating in the process of change effectively (Auguste, 2013).
Accomplishment of Short-term Wins 
The complete renovation in the organisation of the NHS could have taken a longer period of time. Short-term victory is a process of development within an organisation that can be implemented in a very short time within the NHS’s structure. This rapid victory is visible to the organisation. This short-lived victory over the organisation of the NHS can be gained by the following method (Auguste, 2013). It is very essential to understand the short-term actions within the organisation which may require little effort, improvement processes, cost of reductions in various matters and increased output for the organisation upon the tasks put by them. It is important to divide the change project into various small parts so that they can be saved easily upon its achievements. It is important to recognize and reward those who have been actively involved in the creation and modification of the organisation of the NHS which has resulted in a proper process of change (Pollack and Pollack, 2015).
Building Upon Change 
This approach aims to support the implementation of change in the organisation of the company and to ensure that all members of the NHS work together with proper collaboration to bring the vision of change for the organisation to life. To do this in your business, you need to do the following. It is essential to identify what went well and what didn't go well so that the company can assess the decision to improve further even after winning (Pollack and Pollack, 2015). Combining different profits which has been gained by the organisation using the short-term wins will provide the company with quick income in future. Once it has been understood, the business can implement change within its organisational structure more and more intensely. Identifying and eliminating the unnecessary and reciprocal processes in the NHS is also very much essential to gain more effectiveness in the process (Auguste, 2013). It is essential to continue the promotion and communication of the vision within the organisation of the NHS.
Instituting Change 
At this point, the leaders for change are working hard to develop and improve a culture that suits the organisation of the NHS. This includes the different criteria and norms ​​of the organisation, as well as the different processes and the system of rewarding in the company (Auguste, 2013). The following is important for the success of the change management at the organisation of the NHS.
· Communicating about the different points of importance in the process of change which will suit the organisation and will help the organisation of NHS to move forward.
· Assessing and implementing various rules and regulations to effectively reinforce the changes made within the organisation.
· Along with that, implementation of new recruitment rules which will attract new talents in order to meet the organisational needs (Pollack and Pollack, 2015).
· Introduction of new development and training programs which will create improvement programs for the existing employees and will also help the new employees to incorporate the organisational objectives within themselves which will in turn increase the organisational efficiency upon the change. 
The two key elements of the organisation that have provided the success and growth of the NHS in a competitive market are corporate governance and communication. NHS managers believe leadership is about transferring work and employment to other team members to help them achieve the organisational goals and objectives successfully. Successful leadership inside the organisation has allowed the company to reach the milestone along with its goals, projects and vision. The NHS employs a transformative leadership style that supports the leaders of the organisation to motivate other employees within the work environment to lead them towards their business goals. The organisation of NHS also believes in a style of leadership interaction, where all the staff come together to work together and take an active part in achieving their personal and professional goals (Pollack and Pollack, 2015). The changes brought about by the NHS’s organisational structure were under the control of the employees and management of the company. They have played an important role in contributing and making sacrifices to help the different changes the company has made throughout its organisation. These factors have enhanced the functionality of the company's divisions and thus given it a competitive advantage over other market players.
[bookmark: _Toc68103161]Critical Analysis of Organisational Culture in NHS and The Impact of Change in NHS 
The organisational culture at NHS is very quintessential in nature. Activities within the organisation are influenced by the general views, policies and procedures of the NHS’s organisation. The organisational culture of the NHS encourages development of more innovation and creativity within the organisation and such measures gives the institute a competitive edge over the other healthcare institutes in the market. The organisational culture of the NHS also helps to motivate employees to achieve their organisational goals and objectives. This leads to better results for the institution and it also generates more consumer base, which ultimately increases the efficiency and revenue generation of the business (Gopee and Galloway, 2017). It also provides the company with high scopes of sustainability in a highly competitive market within the healthcare sector of the UK. NHS leaders believe leadership is about transferring work and employment to other team members to help them achieve their goals and organisational objectives successfully for the benefit of the company. Successful leadership within the NHS’s organisation has allowed the company to achieve its goals, projects and vision. Facilitating changes to the structure of the NHS were effectively managed by the staff and management of the company. They have played an important role in contributing and making sacrifices to help the different changes the company has made throughout its organisation (Fischer, 2016). These factors have enhanced the functionality of the company's divisions and thus given it a competitive advantage over other market players. 
As technology has evolved, the productivity and efficiency of the services have increased dramatically. Technology has made it easier to work in the organisation of the NHS, and one person can achieve their urgent work with a much faster rate. Sufficient knowledge of external and internal factors, as well as multiple and rapid factors, enabled employees to achieve better results in their day-to-day organisational performances (Fischer, 2016). The organisation has implemented training and development programs within the institutes of the NHS to provide with the proper training to the staff and team members to develop their skills and contribute to the achievement of the objectives of the organisation. Post pandemic, the organisational culture of the NHS has changed immensely as most of the employees had to work regularly because of the deteriorating condition of the patients during the Covid-19. The company, therefore, had to take various steps to redefine their factors of organisational culture. This should be considered when taking preventive measures to maintain a united worker community (Gopee and Galloway, 2017). Changes in policy and organisational decision-making have had a significant impact on organisational operations. Strategies must be devised to achieve better results and great effectiveness for any further tasks.
[bookmark: _Toc68103162]Change Management Template 
The following is a change management template for the purpose of implementing the changes in the future in an organised way: 

	Action of change 
	Resources required
	Change initiation date 
	End date of change implementation 
	Targeted stakeholders 

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	



[bookmark: _Toc68103163]Future changes in NHS
To fighting against the pandemic, the NHS is required to be structurally changed. The employees are required to be provided knowledge and training in relation to the needs of the organisations along with those of the service users. The current training and development program needs to be changed based on the experience of the service providers. Hence, the experience of the doctors and other medical staffs is required to be assessed and based on such assessment, further training is required to be provided. Another change, in this regard, is the change of service. The NHS is required to improve and increase its capacity in the service providing. With wider capacity, it can take care of more patients and other service users especially in the time of the ongoing pandemic. 
[bookmark: _Toc68103164]Conclusion 
The above report shows that the National Health Service and its businesses continue to operate around the UK even after the pandemic. The impact on the institution and the different changes can be determined by SWOT analysis and PESTLE analysis, as well as by analysis of external factors of the company. Change theories and models have allowed the company to make plans that can improve company performance along with the improved employee performance. This has made it easier to understand the organisational culture of the NHS and the process of monitoring and managing the management of these changes in the business.
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