[bookmark: _Int_uTJxAALq]Current issues in health care and management are very important since they have a direct bearing on the effectiveness, durability and caliber of healthcare provided. Constant adaptation is required due to the rapid changes in technology, demographics and societal expectations. Healthcare organisations must deal with problems including organisational change and budgetary constraints in order to give patients the best care possible, stay financially stable and adapt to changing healthcare environments. These themes impact organisational behaviour in general, resource allocation, and strategy decision making, which shapes the capacity to overcome and provide high healthcare services.
Private enterprise organisations and public sector organisations are the two main types of organisations that coexist in the healthcare industry. Private healthcare enterprises are profit driven businesses that are frequently owned and run by nonprofit companies or private people. These organisations seek to make money while offering healthcare services, encouraging innovation and competition in the sector. Private healthcare companies are renowned for their adaptability, ability to keep up with technology changes, and responsiveness to market demands. Public sector healthcare organisations are run and funded by the government and place a higher priority on providing healthcare services as a public good than as a business enterprise (health careers, 2015). Governmental authorities hold public healthcare organisations accountable, and they are frequently governed by legal and regulatory frameworks. They seek to guarantee everyone regardless of their financial situation, access to healthcare services. Because they provide public services, healthcare organisations in the public sector are sometimes subject to budgetary constraints and may have a more formal organisational structure. 
[bookmark: _Int_Leq7p3mj][bookmark: _Int_pmpNdMsQ]Whether they are private or public healthcare organisations’ organisational structures are usually created to support efficient service delivery. Healthcare organisations frequently have hierarchal management structures, with executives in charge of divisions including finance, administration and patient care. Furthermore, in order to provide comprehensive patient care healthcare organisations frequently use a multidisciplinary approach that integrates experts from a variety of professions including medicine, nursing, administration and support services. In order to coordinate activities, allocate resources as effectively as possible and adapt to the complex and dynamic character of the healthcare business an effective organisational structure is essential (Simchi-Levi, Kaminsky and Simchi-Levi, 2008). 
[bookmark: _Int_G9CClv7m][bookmark: _Int_MTbyqwjJ]In the healthcare industry, organisational structure acts as a blueprint that outlines the internal organisation of a facility outlining the duties, hierarchy and connections between its many parts. To effectively tackle the complexities of the healthcare industry the design is necessary. The chain of command is defined by hierarchal tiers, which include middle management, frontline employees and senior executives (Chain of Command - The Decision Lab). Functions or specialisations including finance, administration or specialised medical services, determined how departments and units are organised. An essential component of healthcare, interdisciplinary teams bring together experts from several fields to work together fluidly in the delivery of comprehensive patient care. The establishment of specialised roles and duties guarantees that the contributions of every practitioner are in harmony with the overarching healthcare mission. Channels of communication are set up to ensure that important information such as administrative instructions or clinical updates flows through them. Decision making procedures are defined, defining the levels of power for different kinds of decisions. The structure also takes governance and compliance into account, making sure that strict healthcare standards and regulations are followed. 
In the context of health and care management, organisational change refers to the purposeful and calculated alteration of an organisations core components, such as its structures, procedures, cultures and strategies. The need to improve performance, adjust to outside factors, and accomplish goals in line with the changing healthcare landscape is what drives this dynamic process (change management in healthcare, n.d). Organisational change in health and care management is important for a number of reasons. 
Firstly, it makes it easier for healthcare organisations to adjust quickly to developments in science, patient expectations and medical technology. Maintaining the leading edge of medical advancement and offering advanced care requires this flexibility. Furthermore, by encouraging adaptations to medical processes, teams of professionals and healthcare delivery models, organisational transformation also helps to enhance patient outcomes. These changes result in less errors and more effective and efficient care and ultimately improved patient outcomes in terms of health (Suchman, 2022). 
Also improving productivity in healthcare organisations is largely dependent on organisational change. Healthcare organisations may run more efficiently, guaranteeing cost effectiveness and good resource utilisation by simplifying procedures and allocating resources efficiently. Organisational change also strengthens the capacity to handle and react quickly to pandemics, natural disasters and public health emergencies (Braithwaite et al., 2017). This flexibility guarantees that medical facilities can handle unforeseen difficulties, reduce interruptions and keep up patient care in time of crisis. The cultural shift towards patient-centered that frequently coincides with organisational transformation is another important factor. 
The aforementioned change prioritises patient happiness, participation and involvement in decision-making procedures, hence cultivating a healthcare atmosphere that is more accommodating, and patient centered. Organisational change is also essential for complying to the healthcare industry's constantly changing regulatory environment. To maintain a high standard of care and maintain legal compliance, health and care organisations need to constantly adjust to new laws, regulations and quality standards. Moreover, recruiting, hiring and employee engagement are also impacted by this. Organisational structure or policy changes can have a good impact on workers, encouraging engagement satisfaction and overall performance. Having an engaged and driven staff is essential to providing high quality healthcare services (Fitzgerald and Mcdermott, 2017). 
Reimbursement model changes or budgetary restrictions are two examples of financial difficulties that can be strategically addressed through organisational change. Healthcare organisations can maintain their financial sustainability and continue to provide high quality care by taking preventative steps in response to economic pressures. Organisational change is a critical factor in effectively navigating the ever-changing healthcare landscape, stimulating innovation and ultimately enhancing patient outcomes all while preserving operational effectiveness and financial viability (Buchanan, Fitzgerald and Ketley, 2006).  
The healthcare industry faces a wide range of external influences that impact organisational development. Changes in healthcare policies and regulations might require changes to the way healthcare organisations function through legislative changes. Technological developments are also crucial since innovations in data management systems or medical technology may require organisational changes in order to maintain leadership positions in the delivery of healthcare. The external forces driving changes in health and care management are also influenced by demographic trends, such as ageing populations and differences in population health demand (Lumen learning, n.d). Changes in strategy and leadership choices are important internal forces behind organisational changes. Competitor scenario evaluation, future challenge prediction, and decision making are necessary for effective leadership. Internal viables play a crucial role in the ability of health and care organisations to adapt to the constantly changing healthcare landscape, whether it is through innovative practices or restructuring to increase efficiency. 
[bookmark: _Int_Eb5tsNmS]An essential component of efficient health and care management is understanding the dynamics of organisational behaviour in the healthcare industry which are closely associated with the current organisational culture. Organisational behaviour is the interaction, communication and collective contribution of individual groups within an organisation to its overall functioning (Kopp, 2023). In contrast organisational culture refers to the common conventions, values and ideas that define a healthcare organisations identity. Conducting organisational change frequently disrupts long-standing conventions and practices when taking into account how changes would affect current cultures (Huff, 2014). Employee resistance and doubt could result from the conflict between the new course of change and the current culture. The close connection between organisational behaviour and culture must be acknowledged by effective leaders who understand that creating an environment that promotes adaptation it's as important to a successful transition as addressing the structural parts of change. The gap between the established culture and the changing demands of the healthcare organisation develops strategies for coordinating cultural shifts with organisational goals. Maintaining a positive organisational behaviour that encourages cooperation, creativity and providing high quality health care (Colquitt, Lepine and Wesson, 2021). 
A group of common values, attitudes and customs that influence how people behave and interact inside an organisation are collectively referred to as its organised culture. A framework for comprehending and categorising organisational culture is offered by the four main culture types; clan, adhocracy, market and hierarchy. Clan culture is defined by a close-knit atmosphere that values cooperation, support among members, and mentorship among leaders. Adhocracy culture fosters a dynamic and creative work atmosphere where experimentation is encouraged. It thrives on innovation, risk-taking, and adaptation. A more outcome driven approach is reflected in the competitive and results driven market culture, which places a strong emphasis on goal accomplishments and achievement as well as stakeholders. In contrast, a hierarchal culture places great value on consistency, organisation, productivity, emphasising protocols, guidelines and a clear chain of command. Each of these culture type shapes an organisations values, influencing decision-making, communication and overall work dynamics (Heinz, 2023). 
In healthcare settings where the workforce's active participation and commitment is essential to the success of change initiatives, evaluating the role of employee engagement throughout organisational change is a crucial task. In times of transition, it's important to foster a sense of passion and ownership in employees. Leaders in the healthcare industry need to assess employee engagement by evaluating things like effectiveness of their communication and their participation in decision making of the country. Engaged employees are likely to adapt positively to change. Additionally, for transformative projects to be implemented smoothly in healthcare setting it is essential to comprehend and manage opposition to change. 
Leadership and management are crucial in the healthcare industry, especially when negotiating the difficult circumstances of organisational change. In addition, guiding their teams towards accomplishing strategic objectives, effective healthcare executives also share a vision that is in line with the constantly evolving healthcare landscape (Finkelman, 2011). Leaders notice the changing nature of healthcare and the need for solutions. Healthcare management entails putting strategies and procedures into practice to make sure that business runs smoothly. In context of organisational change leadership necessitates a deep comprehension of the complexities involved from explaining the reasoning behind the change to encouraging an adaptable culture among the healthcare staff (Restivo et al., 2022). In order to successfully navigate structural changes, technological integrations and organisational culture shifts, leaders must be skilled at doing so. Successful change necessitates a careful balancing act between strategic planning, effective communication, teamwork and strong commitment to providing high quality healthcare services. 
The primary roles that management and leadership play within an organisation define the differences between them. The seek to inspire and transcend, seeking to challenge and change systems and articulating a compelling future vision are the main components of leadership. Leaders give their team members a sense of purpose and drive by explaining the question behind organisational goals. Building trust by being open and optimistic demonstrating resilience in the face of adversity are all components of effective leadership. In contrast, management is concerned with organising, arranging and coordinating resources in order to accomplish particular goals. Managers are in charge of putting leaders' vision into action in a practical way and making sure that daily activities support overreaching organisational objectives (Storey, 2004). They take care of things such as communication, resource allocation, progress tracking and staff training. Management is more task orientated and focuses more on the effective implementation of goals, whereas leadership is more visionary, and people oriented, emphasising inspiration and motivation. For an organisation to succeed management and leadership are both necessary since they work in sync to achieve their goals, manage change, and maintain efficient operations. 
In the context of health and care management, organisational change is a dynamic multifaceted process that has a big impact on organisational behaviour. The demand for efficient adaptability grows as the healthcare environment changes daily. Change has a complex effect on organisational behaviour influencing how healthcare organisations function through both achievements and setbacks. Maintaining a continuity of care while embracing innovation is a difficult balance when navigating changes. Ultimately, organisational change in health and care management stands poised to improve operational effectiveness and cultivate a culture that adapts to ever evolving demands of the healthcare environment. 
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