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        Organisational structure and culture are important factors that determine the performance of an organisation. Many research studies have been conducted to display how the culture and structure influence not only performance but individuals' attitude towards teams and the organisation itself.   This essay aims to analyse the NHS England structure and culture. The analysis will elucidate aspects such as the relationship between structure, culture and the role of employees in meeting the organisational goals and values.  Furthermore, the managerial work and the variables that contribute to efficient leadership and management will be evaluated, following the analysis of behavioural approaches to management within NHS England and the impact on individual behaviour. 
          NHS England is considered an executive non-departmental governmental body which directs and manages the commissioning of healthcare in England. Its mission focuses on developing health and wellbeing of people, by providing the plan of high-quality care in a process that reaches the needs of society. Its strategies align with its values such as working together for patients, respect and dignity, compassion, everyone counts, commitment to quality care. (Annual Report, 2019) However, free health care comes with a price.  The lack of access and waiting lists which can cost people's lives, the low level of hygiene, which can result in outbreaks of various infections.  It is questionable if enough effort is concentrated on its structure and whether there is enough funding, working force and control over their actions.  
          To understand the positive and negative aspects it is important to emphasize the type of structure used. The organisational structure can be defined as a tool used to design and manage an organisation. (Chandler, 1962) There are different types of business structures such as functional, matrix flat and divisional.  Nowadays, developments such as technology have a significant impact on organisational structures it why changes and new approaches will require to be implemented to meet the needs and to adapt to changes. The NHS has a complex functional structure. The employees are divided into departments, and a hierarchical flow is used. The NHS culture it unique and promoted via their core values for all employees. It can be observed in its leadership and management methods which dominate daily activities. As mentioned previously NHS, as a public organisation, focuses on delivering health and care services across the country. The government primary funding strategy is collecting money from taxes and national insurance and set a budget for each department. (Mackintosh, 2018) It is cultures expect to facilitate qualitative health services effectively and productively.  The employees are qualified individuals who are driven by efficiency and are patient centred.               Recently it has been impacted by many changes because of the COVID 19. It is a very pressured culture, where people are encouraged to do things differently from how they used to, the systems are changing to prevent the spread. The high demand for working hours, working on weekends and later hours. The new specialist joining the NHS must adjust themselves within the present organisational culture. However, they can impact on organisational culture by producing innovative and individual experiences to the organisation. (Sisodia, 2015) In addition to that, the Department for Health and Social care are spending its money on public health, vaccination, they have allocated a high amount of its money of training NHS staff which is crucial for this sector as factors such technology, communication, global competition influence the need to regularly develop their skills and competencies.  These internal and external factors help an organisation and its people to evolve to cope with the ever-changing world. Various theories and approaches have been established to understand organisational behaviours. Some of the components that influence the attitude and productivity are personality, aspects of cultural differences, leadership styles, politics. (Cook, 1993)
         Personality has a substantial role in the way employees interact with other members or responds to potential conflicts or situations.  By understanding a worker's personality can save time in determining whether they can be a part of this organisational structure and culture as well. On the other hand, it is essential to acknowledge that employees are from various background and cultures, which makes it difficult to understand their behaviour and decisions. (Thomas, 2003) Considering the high demand for leadership position related to the actual situation, it is evident that it has a crucial role in meeting the requirements of its culture.  An important insight to take away from this is that company's culture provides identity, meaning, and daily motivation. If the company is successful, that culture will become very strong and explicitly part of its identity. 
          Many businesses are explicitly promoting their culture and implying that its culture has a significant impact on organisation performance. NHS developed new strategies, such as enabling employees across organisations to participate as affiliates resulted in the creation of eight-strong networks. The offer to staff includes support from the BAME staff network; LGBT+ network, Disability and Wellbeing Network, Carers, Christian and Mental Health First Aid staff networks. (NHS England, 2020) NHS is striving to cope as well as other health care systems around the world. The equipment deficiencies, dealing with uncertainty, high level of infected staff is some of the reasons the problem will not be solved any time soon.  Meanwhile, the role of leaders is essential in driving the vision to save patients' lives by respecting policies and adapt to changes.  As Maxine Mackintosh mentioned one of her articles that” From a present culture of risk-averse staff to a future culture of digital-first in the way patients use the NHS, the shift in a nation's mindset is no small aim. Being transparent, open, collaborative and realistic in the innovations being developed was seen as key to creating a culture of innovation but doing so in a coordinated and controlled manner. A significant shift in mindset has always underpinned the need for digital transformation.”  (Mackintosh, 2018) An essential aspect that leaders must pose the ability to manage changes and lead the team in emergencies. There are different types of changes such:  structural, cost-cutting, mission, strategy, people, knowledge, technology, transitional change, developmental change, policies and legal agreements, culture. (Schultz, 1995)
        The process may be challenging not only for employees but for managers as well. The manager may also find it challenging to deal with changes as it takes time, effort and money. It is essential to master constructive behaviour management as it gives the possibility to use practical things and initiate less painful methods for people. It is also essential to avoid mistakes and learn what does not work for people in order to apply relevant strategies for them. According to William Bridges, the change is not a problem; the change is the situation and has difficulties with transition and perception of the situation, intellectually, we can accept a change, but emotionally, we may still resist it. (Bridges, 2004)
A leader needs to keep control over the changes as too many changes in a short period can affect employees emotionally. It can harm their progress and productivity. Typically, in the transition zone, people have a strong need for additional support and state of security. (Hatch, 2004) Besides that, it is essential to plan the transition process carefully before applying the new strategies in order to avoid the conflict between the organisation's motivation and the critical mass to make it happen. Daryl Conner said that people need control. The needs can be met by dictating or anticipating the future. Expectations should be established and monitored based on what can be dictated and anticipated. (Conner, 1998)
         People feelings are controlled when the reality matches expectations and they lose control when the reality does not match expectations. As mentioned previously, people have different reactions to change and stressful situations. Everett Rogers has developed the diffusion of innovation theory, and he divided people's reactions into the following categories. The innovators are employees who want to try new procedures of doing things they have responsibility for continuous improvement. The early adopters are the team or individuals who will embrace the situation. They will quickly see the benefits of innovation. The next category is the early majority, people who are influenced by innovators and who instead prefer to be ahead of the wave rather than swept by it. The late adopters hold back until they know what they are doing. They are last to come on board; they are not easily convinced of the value of the change. The diehards resist to change; they may be a final position in the company. Their attitude can be harmful; they may become frustrated and angry about how things are going on. They may blame management for that and adopt a critic attitude. (M.Rogers, 2013) Claens Jensen adopted a model called the four-room apartment, which gives a strong illustration of how people react and to help people to see where they and others may be in the change process. These are presented in the order that we experience them. These are contentment, denial, confusion and renewal. (Sison, 2012) Contentment is about confidence willing to compromise, capable sense of belonging is comfortable and optimistic. Confusion refers to inferiority sadness, frustration, failure, uncertainty. Denial is about reacting as an impostor, indifferent critical and hostile. Renewal refers to ego, ability to do what want, Inspiration and independence. Acknowledging employees’ behaviours provides tools for a leader to take relevant decisions and influence effective leadership. 
         By assessing the reaction of employees related to previous changes and using their feedback can have a positive impact. Furthermore, by organising training and developing the skill and controlling behaviour can contribute to the successful function of a new procedure. 
To manage a change can be challenging, and we have to ensure that specific steps are followed. We can drive adoption and usage to get the desired results, not only that but by also creating a strategy to eliminate potential risks and barriers. Another important part is preparation by preparing employees to adopt new technology. By conducting needs analyses, design and delivery as well. As a leader, it is crucial to help employees change how they do their jobs and recognise and measure the benefits and the results. By setting expectation and sending updates on seeing how the procedures may change. (Schein, 2010)
         To summarise, NHS England hierarchical structure and highly pressured culture this year are influenced by a strong managerial and leadership foundation which helps the organisation to survive in these difficult times. As evidenced above the relationship established between culture, and people contribute to organisation performance and success. The leader’s actions, personality, environment and leading skills are crucial to organisation reputation in emergency situation. These variables drive efficient leadership and management. Furthermore, training staff and developing the skill and controlling behaviour contribute to goal achievement and performance. Constructive behaviour management gives the possibility to use practical things and initiate relevant methods for people. Despite that, high level of uncertainty can decrease employee’s motivation it is why a strong culture and inspiring value and mission will inspire a sense of community and collective effort. 
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