               Organisational changes


The organisation is a structure that manages and controls a communal purpose and build links for the people to help them focus on their activities towards the organisation’s key objectives. Organisational behaviour refers to the actions of an individual or a group of individuals and on how those could affect their performance in the workplace, helping managers to explain and predict a better behavioural outcome by following models of practice adopted due to the changes that influenced over the years the technological, cultural, social, political and economic environment.  Organisational behaviour brings managers a better analysis of behavioural problems in relation to all internal and external factors and helps in solving and preventing future issues. Organisational changes refer to the transformation that is occurring when a structure, working methods or aims for developing get altered for keeping up with the new, and essential in organisational development. An organisation is incapable of growing or evolving, hence   the individuals that make up the organisation are the ones that establish, shape, and evolve its culture. 
Many government organisations were run by professionals who understood what worked best for their clients up until the early 1980s. Exworthy and Halford (1999) wrote that workers were perceived as innovative, compassionate, and guided by a sense of moral dedication, or at the most basic level, by dedication to their occupation as a means of maintaining position and advantage, while managers were typically viewed as conventional, selfish, and occupation stimulated.  Experts were thought to be more focused on their expert knowledge and the requirements of service customers, whereas managers were perceived as entrepreneurial and driven by market demands. They were able to withstand transformation because of their management power base, which prompted requests for the appointment of general executives. According to Farnham and Horton (1996), doing so would allow for a challenge to the authority held by experts in the public sector. Chief executives were brought into the NHS in the UK after the Griffiths report in 1983, in part to counter the powerful expert organisations' biases. 
 This essay debate about the continuous changes in the National Health System (NHS), the effect on NHS staff and how they respond to changes, their emotions, and their decisions to not take any risk, the relationship between organisation and individual, the organisational practices and people’s resistance to change. Most of staff were finding themselves vulnerable and unsecure about their future, with all the changes faced regularly in the system. Terry and Jimmieson’s (2003) suggested that psychological state occurring from organisational change is uncertainty, however Appelbaum et al (2000) suggest that the change is an opportunity to improve a situation, to develop different strategies and transform the system. Organisational structure is the pattern of interactions between individuals within a group that governs how they plan, complete tasks, take accountability, exercise control and channel communication, while making sure the organisation has the proper structure to function well and adapt to changes in its environment is a major responsibility of managers. In a large number of public services, it may seem like structural reviews are a regular occurrence in many companies, restructuring the organisation is crucial during times of cutbacks and efficiency savings, since it frequently necessitates the service to do more with less. Effective organisational performance, in Drucker’s (2007) opinion, depends on having the correct structure in place. A well-designed organisation does not guarantee effective performance. Yet, no matter how skilled any manager is, a bad structure prevents them from doing well. Therefore, optimising organisational structure will always result in improved performance. There are several approaches of organising an organisation’s operations and allocating responsibilities among its members. The most popular method for achieving this is to assign tasks based on their primary function or purpose, with semi-autonomous and specialised roles sharing overall organisational management responsibilities. With the usage of intranets, managers may now assign activities that once consumed a significant amount of their time to distant teams that organise quickly and perform well under time constraints, as well as virtual teams that collaborate via social media. Furthermore, Cloke and Goldsmith (2002) contend that the notion of managers in charge of a centralised organisational structure is obsolete and that a clear shift towards autonomous teams and organisational democracy it is taking the place of hierarchical, bureaucratic, and authoritarian management. 
  Management and administration staff were feeling at risk because of the changes with the fusion, while the clinicians and all trained healthcare staff were not, due to their professional skills, or they were concerned mostly for the people they were caring for in their job roles. Toffler (1970) mentioned about resistance to change and the forms that can take as how everyone receive the information about the change and how that could affect both, individual and organisation, also Wilson and Rosenfeld (1990) noted that individuals are limited in dealing with changes. Some of staff members decided it was the Government applying those changes and the NHS employees  having not much control in decision making, so some staff started to put on their resignation letters, as there were nothing clear about their roles in within the organisation, or taking  sickness  to demonstrate how important and indispensable they were in their role.  Pritchett et al (1997) noticed that ‘’coping behaviours tend to be highly orientated’’, while Handy (1998) propose an explanation on how the fear of redundancy makes staff wanting to demonstrate their indispensability by working more hours than usual, however Michie and West (2004) are showing that absenteeism is associated to the decision of resigning.
  All the writers are agreeing on the necessity of organisational changes and everyone from the research has a theory on this, and every organisation has a strategy in bringing the change. Individuals will alter for their own financial benefit, according to economic theory of change. Dawkins (2006) argues that individuals structure their environments, behaviours, and personally to increase the likelihood that their genes will proliferate, survive, and outnumber those of other individuals. The assumption is that a business will go lost if it does not change and grow along with the times. Darwin referred to this mechanism as evolution by chance. Darwin believed that in periods of intense evolution in the environment, those with the greatest potential would survive. When individuals are put alongside within teams or organisations, some adjustments are bound to happen, and others will be met with resistance. Jung (1953) has a theory of communal awareness that is used to clarify this, however according to Bowlby (1981), an adult’s reaction to alteration is shaped by early encounters with being born, breastfeeding, competition among siblings, attachment, segregation, and bereavement. These events are supposed to foretell an ongoing cycle of astonishment rejection, grief, emotional release, perspective, and assimilation, hence Kurt Lewin (1951) interpreted this to suggest that opposition to organisational change was unavoidable, predicting the resistance to organisational change, but also, he suggested the process to be implemented over an adequate analysis.  These theories might contribute to the explanation of why some managers like emergent experimental approaches to change implementation while others favour prescriptive logical thought. Though not all theories of change suggest that opposition to change is inevitable, many appear to imply that change is inevitable.
 Changing perspectives on change necessitates altering how individuals perceive the outside environment. The personnel perceived the change as extreme, difficult, dramatic, or transformative, posing challenges for them to overcome on a mental, emotional, and physical level. To cope with the shock and denial, they required assistance, and managers must understand when change is beneficial and when to maintain continuity. There are likely to be some individuals in most companies who are open to change, who could be enlisted as change agents, or advocates for change, to assist managers in overcoming opposition to change. People are likely to require assistance and knowledge to help them navigate the several phases of their reaction to change, regardless of how cooperative or resistant their first reaction is. People must be aware of what is occurring and why at every level, they have a right to be informed of the best explanations that management has for the situation, if not the best explanations available. Not every individual to whom the excellent arguments are offered will find them acceptable. People need to talk face-to-face with their line manager during times of transition, and they need to know when and where this will happen on a frequent basis. One should dedicate at least fifteen of the 20 minutes to provide information about how the change will impact them. Even if a manager does all in their power to foresee employees' reactions to change and to set the stage for success, at least 70 percent of the workforce is likely to resist. However, Hussey (1995) recommend that a psychological contract might be useful. Employee expectations are governed by this psychological contract, which also specifies what they should do. Some individuals anticipate working independently, using, and honing certain abilities, or taking pleasure in other people's company. Managers may thus anticipate that staff members would go beyond the call of duty during times of crisis and use their expertise. Feelings of unfairness, hostility, and even betrayal are prevalent if suggested changes violate their psychological contract. Speaking with staff members is one method to determine whether they will consider a proposed change to be a violation of their psychological contract. The level of dedication that employees have to their jobs is one of the elements that contributes to a positive work environment, hence the degree of work performance will be significantly impacted by their level of devotion. It is difficult to define staff dedication as a notion and the process by which it is really developed. Organisational dedication, according to O'Reilly, is commonly understood to be a person's psychological connection to the organisation. It is evident that people vary in their motivations and goals for their professional development yet driven or emotionally invested to voluntarily provide their all. 
Walton (1985) contends that organisational control has given way to dedication in the workplace as an important evolution in methods for managing and organising work. There is robust evidence that the management philosophy at the core of all commitment strategy policies is the conviction that obtaining employee engagements would improve performance.  To create a more pragmatic connection within the constrained boundaries that businesses are managed globally today, the traditional command and control interpretation of loya. in the workplace needs to be replaced with an attitude of commitment on both sides. According to Altman (1999), employers will continue to dedicate themselves to their staff, but employment is no longer assured. One continuous and unavoidable aspect of life is change. It is an unavoidable aspect of social and organisational life, and it is always changing in some way. It is possible to examine the impact of change at several levels and across a range of time periods, from a few weeks to hundreds of years. The consequences of change on individuals, groups, organisations, society, and the national and international levels may all be explored. At the individual level, there may be, for example, a personal transformational alter in which the person was transformed or altered due to an emotional or spiritual event, even while their circumstances have not changed.
According to Buchanan and Boddy (1993) there appears to be a trend towards wave structures in certain public sector organisations, citing studies from the British Institute of Management and Ashridge Management Centre to bolster their claims. The institution recognised the growth of networks, flexible organisations, and responsive organisations. These organisational structure types very closely resemble third-wave organisations. Furthermore, Morley (1993) said that the UK government's next-step plan called for the civil service to transition from second-wave bureaucratic structures to third-wave progressive ones. He said that the businesses were distinguished by their emphasis on long-term strategic planning as opposed to routine operational upkeep. Additional evidence supporting the theory and actuality of change in public sector organisation structure was discovered by Keen and Scase (1998). But even with all the talk of empowerment and entrepreneurship, a lot of managers felt they were not given enough authority to make decisions. Overall, Morley, Keen, and Scase's (1993) findings show that there was a clear shift towards the post-bureaucratic third wave forms of organisation in both rhetoric and actuality. Hecksher (2006) believed that in the unstable conditions he anticipated public organisations would continue to experience, these port bureaucratic entities would function better. All managers will need to practise their critical and compassionate thinking when assessing change alternatives, as well as their ability to think reflectively about information, forecast future events and their effects on others, and evaluate possibilities for change. The connection between organisational development and change is highlighted by Hamlin et al (2001), who contend that in companies that successfully manage change, the change itself acts as a catalyst for further success and expansion. Every change is embraced in these businesses as a chance to boost productivity and create new organisational success. Church (2001) claims that human data—people's perceptions and behaviours—is the foundation for organisational transformation and that this data is what drives organisational change. 
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