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The following essay examines organisational change, leadership, personal values and workplace culture in terms of their influence on the behaviour, well-being, and performance of employees within a health and social care setting. This argument is informed by my experience as a carer at Waverly Care Centre, where I witnessed a major transformation once the organisation was acquired by a larger company and new management procedures were implemented. These changed experiences in my life have allowed me to reflect on my time of change in considering how leadership styles affect motivation, job satisfaction and the overall staff capacity to embrace new demands. In the essay, I discuss democratic leadership as the predominant leadership style that helped me throughout the transition. My experiences are also associated with organisational behaviour theories of the Change Model of Lewin, the Hierarchy of Needs by Maslow, the Two-Factor Theory of Herzberg, the psychological contract, the organisation culture theory, the communication and employee engagement theory. These theories can be used to understand how change influences the employees and how leaders can assist their employees to go through such complex situations.
The essay aims to demonstrate how the changes at the workplace, such as new technology and new documentation systems, influenced my own behaviour and performance. Through the personal values, identity, and the response that I have, I would like to show that organisational behaviour is not only shaped by policies and procedures but also by the emotions, interpersonal relations and the extent to which the workers are supported by the management. The essay also mentions how my leadership approach of democracy enabled me to cooperate well with my colleagues, mentor new employees, and provide a good atmosphere to service users, even though the organisation was experiencing significant change.
[bookmark: _Toc215830843]Main findings
[bookmark: _Hlk215824309]The change process at Waverly Care Centre started when the new company bought the organisation; it had alternative expectations, systems and working practices. Being a carer, this transition directly influenced me since a few routines and procedures familiar to me were substituted by new ones. In the Change Model, Lewin claimed that change in the organisation passes through three phases, namely unfreeze, change and refreeze (Widyatania et al., 2025). The unfreezing process was rather difficult as the old habits were to be disrupted, and new demands were to be adapted to. Whereas change is needed in often necessary to improve, the emotional impact on the staff cannot be overlooked. I recall that I was feeling disturbed since I was accustomed to the old way of management that was less formal and unpredictable. There was increased pressure caused by the new company with a stricter organisational structure, increased audits and implementation of new technology systems. Nevertheless, I went through the resistance to acceptance with the help of my team and the style of leadership adopted by the new manager.
The new management team promoted staff for decision-making, which is one of the main traits of democratic leadership (Januarharyono et al., 2025). Democrats allow ideas and hear the team issues and give the employees a chance to work out solutions. This type of leadership contributed to the lessening of my anxiety as I could raise my issue regarding the new systems and discuss the effects of the changes on my workload. Indicatively, on the implementation of the new digital care-recording platform, a significant number of staff became overwhelmed (McCafferty et al., 2023). The manager, instead of ignoring our concerns, held training sessions, support groups and facilitated group discussions. This gave me a sense of being valued and respected, and this enhanced my desire to learn. The Hierarchy of Needs offered by Maslow states that individuals are driven to stronger motivation in the case they feel belonging, respect, and personal development (Zhai et al., 2023). These psychological needs were assisted in the democratic approach adopted by the manager because he established an environment in which the staff felt a part of the organisation.
I used to rely heavily on the former paper-based documentation system before the change. It was uncomplicated and commonplace. Nonetheless, the new digital system meant acquiring new software that was not unfamiliar, checking facts more regularly, and recording the data in an electronic manner. Initially, I was stressed and anxious about committing mistakes. This response is in line with the emotional phase of transition as outlined in Hennekam et al. (2021), wherein individuals can be shocked, denied, frustrated, and slowly accepting. I understood that I was not the only person who had a response like that, and other colleagues felt the same. That was different due to the way we supported one another. Since I am more inclined to a democratic and cooperative work approach, I assisted other colleagues who experienced difficulties with the training by informing them about the functionality of fundamental functions of the system. This enhanced team building and a good learning atmosphere were established. Helping also gave me confidence and made me feel more effective in managing the change.
Another important thing that caused me to behave the way I did at this time was the psychological contract, which defines the unwritten expectations of an employer and an employee (Dhanpat, 2021). Upon the transfer of ownership to the company, I first felt that the psychological contract was violated since the new expectations were not clearly communicated. But trust was regained slowly because of open communication. The manager also ensured that he engaged the staff in regular meetings and discussed the necessity of changes and listened to our feedback. This helped me realise that the organisation was not giving up on us, but they were in a bid to enhance the quality of care and regulatory compliance. Effective communication boosts employee engagement and performance, and I will observe that the better the communication was, the more staff cooperation was achievable (Sulaiman et al., 2023).
The change in culture in the organisation also contributed significantly to the behaviour of the employees. 
According to Akpa et al. (2021), organisational culture is represented by core principles, collective mindsets and established norms which affect the behaviour of the people at work. The culture was more professional and structured in the new organisation than in the old atmosphere that used to be relaxed. Although the change was challenging initially, I later realised that a more structured culture made the setting more accountable, consistent and quality care incidents (Todic et al., 2022). Knowing the cultural expectations, I was in a better position to align my behaviour with the company's objectives. This assisted me in being more professional, managing my time better, and assisting my colleagues in times of great pressure.
Leadership is instrumental in the formulation of behaviour, particularly when the organisation is undergoing a transitional phase. Democratic leadership was also much aligned with my personal values, including respect, fairness, and teamwork (Woods, 2021). I am a collaborator, and that is why I will consult and assist people in decision-making. This was a good support in the process of change, as I was able to openly discuss the issues with others and collaborate to get viable solutions to the problem. As it has been said in Chakkaravarthy and Bhaumik (2025), democratic leadership enhances emotional intelligence through the promotion of empathy, communication, and social consciousness. Such attributes enabled me to keep myself calm and optimistic even in the face of new challenges (Koutsioumpa, 2023). Compassion, patience, and responsibility are closely related to my identity as a carer, and the democratic style of leadership was the style that was conducive to my characteristics. It gave me the impression that I would be able to make a difference and contribute to the development of the organisation.
Motivation was another very crucial aspect that influenced behaviour when change was happening. According to the Two-Factor Theory by Herzberg, employees can be motivated and affected by hygiene factors, including working conditions and salaries, as well as motivators, including recognition and personal development (Ybañez, 2024). The hygienic variables, such as workload and system changes in the transition phase, led to short-term stress. Nevertheless, training opportunities, teamwork, and positive feedback served as motivators, which led to increasing my satisfaction (Ibrahim et al., 2023). My colleagues had to go through digital training, which is why when the manager realised that I was ready to assist them, she offered compliments and tried to make me more responsible. This appreciation made me feel good and encouraged me to carry on with my skills. This led to the improvement of my performance, and I felt more assured when using the new systems.
The advent of the digital world in the work setting necessitated flexibility and lifelong learning. The use of technology may cause stress in cases where employees are unfamiliar with the technology. This has been termed as technostress, which entails the pressure brought about by emerging new demands in the digital world (Elizalde, 2021). This happened to me in the initial stages as I was fearful of committing errors that may impact the care of service users. But with experience and encouragement, I started to appreciate the advantages of digital systems. They enhanced precision, time and cut short paperwork. Little by little, the technology had become a part of my everyday life. This transformation made me realise that acquiring new skills is more secure for the job and the development of my career. It also increased my confidence level since I realised that I can adjust to the emerging expectations. Another aspect that contributed to the change was communication. Good communication creates a feeling of trust, less uncertainty and makes employees feel knowledgeable (Ndlovu et al., 2021). In the transition, the manager used team meetings, emails, one-on-one and informal discussions. This assisted in clearing out the expectations and avoiding misunderstandings. There was better cooperation between the staff when there was clarity in communication and less conflict. I also acquired the ability to communicate better with fellow employees through queries, information sharing and providing constructive feedback (Deng et al., 2023). This enhanced collaboration and contributed to providing service users with high-quality services.
Finally, there was a great impact of my personal values on my behaviour. I am a responsible, respectful, and supportive person who believes that I should act in the same way when dealing with vulnerable people. These values helped me throughout the transition as they helped me to remain positive and concentrate on the needs of the service users. I also attempted to adjust to the changes when they were overwhelming because I understood that the quality of care I could provide relied on my skills to learn and collaborate with others. This relationship between individual values and professional behaviour can be understood as the concepts of identity in the workplace, which explains that employees are more productive when their work is in line with their fundamental beliefs (Gamage et al., 2021). Overall, my primary experience demonstrates that change in the organisation is multi-faceted and emotional. It necessitates proper leadership, communication skills, lifelong learning and teamwork. My democratic leadership approach enabled me to get used to it, work and be motivated. Relating my experiences to the organisational behaviour theories, I learned more about how workplaces shape the behaviour and how employees can develop even in the conditions of challenges.
[bookmark: _Toc215830844]Conclusion
It has been demonstrated in the essay that changes in organisations, leadership, workplace culture, and personal values are significant in influencing employee behaviour and performance. My experience in Waverly Care Centre proved that change may lead to stress and uncertainty, but it also gives an opportunity to grow, to learn, and to work better with the team. Democratic leadership was particularly significant since it promoted free communication, participation in decision-making, and emotional support. The leadership style enabled other colleagues and me to get acclimatised to new systems and expectations. Through the ratings of the theories of Lewin's Change Model, Hierarchy of Needs, Two-Factor Theory, the psychological contract, and the theory of organisational culture, I gained a deeper insight as to why I responded the way I did and how leadership affected my motivation. My self-values and identity as a carer enabled me to remain positive, responsible, and cooperative in the tough times. It is something that the experience taught me, and that, with good leadership, effective communication, and supportive coworkers, even a difficult transition can become a chance to evolve professionally.
Comprehensively, the experience of transition in Waverly Care Centre allowed me to develop as a healthcare professional and learn more about organisational behaviour. It has boosted my self-esteem, enhanced my flexibility, and made me realise the relevance of the democratic style of leadership in shaping a positive and conducive working environment.
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