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This essay is going to evaluate how organisational change within health and care management affects organisational behaviour. It will outline the definitions of both organisational change and organisational behaviour. Moreover, it will focus on the effect of organisational change on the National Health Service as an organisation and the behavioural outcomes encountered by healthcare staff, with a primary focus on the behavioural effects on the nurse. This essay will also discuss both the positive and negative behaviours experienced through the implementation of organisational change in a healthcare setting. Subsequently, it will look at the effects of management on organisational change and behaviour and how resistance to change is a very common and unavoidable stumbling block. It will later highlight what the ADKAR model of change is and how it can be used as a tool for management in organisations to enforce organisational change.  
 
Naveed et al. (2017) described organisational change as an event which facilitates the performance of both current and past systems in a workplace environment, especially regarding systems which may not have worked effectively previously. Ibbs, Wong and Kwak (2001) deemed that there is a direct interrelationship between the achievement of organisational objectives and making compulsory organisational changes. In healthcare, organisational change is a repeated occurrence where the prosperity of the outcome is related closely to factors such as the participants knowledge of and commitment to the changes (Pomare et al. 2019). With concern to healthcare, organisational change is constant and inescapable; the changes often occur expeditiously due to demands from external pressures (McMillan and Perron, 2020).  
 
The National Health Service (NHS) is a health organisation that was founded in 1948 by Aneurin Bevan (Wilkin, Gillam and Smith, 2001). The NHS is constructed of a multitude of organisations which each have different roles to play and have certain areas of expertise available to patients (NHS England, 2024). The Government inflict organisational changes on healthcare systems which subsequently influences its employee’s behaviour (Afolabi, Fernando and Bottiglieri, 2018). It is public knowledge about the demands and pressures the NHS currently faces (Sims, 2023). The Department of Health (2005) proclaims that there is a demand for change and a revision of services within the NHS. The NHS is deemed to be a tough and fragmented system to implement change within due to budgetary constraints and intricate structures (Asthana et al., 2019). In respect of organisational change being complicated within the NHS, prospective change must have perks for staff (Wye and McClenahan, 2000). The Department of Health (2008) deemed that nurses play a monumental role in the enforcement of organisational change.  
 
According to McMillan and Perron (2020), nurses are largely afflicted by organisational change. Xerri and Brunetto (2013) discussed the link between the relationship between nurses and the organisations they worked for and how it corresponds to how innovative a nurse was in the workplace. Nurses who were perceived to have positive relationships with the organisations were more inclined to practice innovation in the workplace which is deemed to be beneficial in the achievement of organisational goals (Xerri and Brunetto, 2013). Hewison (2012) believed a fundamental factor in nurses’ co-operation to organisational change was their ability to communicate effectively. Deschenes and Kunky (2020) observed that accelerated and perpetual organisational change impacts the communication between nurses and their patients by allowing very minimal time to build relationships. Furthermore, McMillan (2018) regarded that organisational change which was considered to be overwhelming can hugely affect nurses by rendering them to experience feelings of apathy and to feel vulnerable in their job roles. What’s more, organisational change can lead to there being a lack of consistent and efficient communication between nurses and their management (Scherer, 2009). In order to preserve and maintain the retention of nursing staff during organisational change, the workplace environment must be closely examined by management in order to ensure job satisfaction amongst nurses (Wall et al., 2016). Not to mention that Grant and Parker (2009) regarded it as a nurse’s duty within her role to both embrace change and find new ways of proposing changes themselves. Colleagues who have shared values and aspirations with their organisations are far more likely to be engaged with change (Gratton, 2000). A positive workplace environment allows individuals to work more smoothly and freely in times of organisational change (Bontis, 1999). Research has shown that a negative organisational climate can increase stress levels of employees, cause friction in the workplace and affect the retention of staff (Pomare et al., 2019). 
 
Change can be an organisation’s biggest obstacle that they encounter (Carnall, 2002). Changes to organisations in healthcare are considered to be complicated and complex (Ywye and McClenahan, 2000) however, organisational change is imperative in settings where growth is necessary from a business perspective (Hussain et al, 2018). Change also enhances an organisation by encouraging newfound behaviours amongst employees (Van der Ven, 2011). Organisational behaviour is behaviour which facilitates the aspirations of an organisation (Organ, 1997). Individuals who have an active involvement in organisations are more inclined to perform in accordance and alignment with the objectives set out by the organisation (Gratton, 2000). Petrou, Demerouti and Schaufeli (2018) expressed the belief that employees play an integral role in relation to the success of change within an organisation. Mullins (2019) proposed that behaviour in the workplace is a direct consequence of four correlative factors: the individual, the group, the organisation and the environment. Hewison (2012) insists that models of change are not essential when it comes to management within a healthcare setting however, they lay out foundations which provide manager’s working within healthcare with coping skills which are applicable during times of organisational change.  

Hewison (2012) considers nurses involved in management roles to be pillars of promoting change within healthcare. Those in managerial roles play a constituent part in imposing organisational change, especially those who are valued by staff (Greenhalgh et al., 2004). To that end, Mintzberg (1994) insists that organisational change is an essential component of nursing and due to the autonomy of the role, nurses mould well into managerial roles. The discipline required within nursing management correlates with confidence in instilling change (Causer and Exworthy, 1999). According to The Department of Health (2011) nurses are to facilitate change with championing behaviour. Faupel and Sub (2019) figured championing behaviour to be fundamental in organisational change promotion. Herscovitch and Meyer (2002) described championing behaviour as: 
“…demonstrating extreme enthusiasm for a change by going above and beyond what is formally required to ensure the success of the change and promoting the change to others.” 
Employees who exhibit championing behaviour facilitate organisational change, especially during critical periods of change (Rothwell et al., 1974). Management who champion change inspire confidence in their teams and eradicate feelings of confusion amongst staff while also ensuring every individual is aiming towards the same shared goals of the organisation (Howell and Shea, 2006). Management and employee advocation for change corresponds to how willing employees are to embrace organisational change (Faupel and Sub, 2019). Furthermore, organisational change is much more effective when management displays interest and engagement with the change (Islam, Furuoka and Idris, 2022). A useful tool for management within a healthcare setting to help them navigate organisational change was deemed, by Hiatt (2006), to be the ADKAR model.  
 
A model of change with a versatile structure that is applicable in healthcare is The ADKAR model (Kaminski, 2022). The ADKAR model is a comprehensive model which has a particular focus on participant participation and enthusiasm during the operation of implementing change (Kliewe, Davey and Baaken, 2013). According to Kozlowski and Bell (2003), two or more individuals who are propelled to achieve shared goals is what defines a ‘team.’ One way to assess a team’s ability and willingness to process organisational change is through the ADKAR model (Hiatt, 2006). ADKAR is an acrostic for Awareness, Desire, Knowledge, Ability and Reinforcement (Kachian, Elyasi and Haghani, 2018). Awareness refers to the awareness around the need for the changes being appointed, Desire stands for the want of the participants to take part in the change, Knowledge refers to being aware on ways that the change can be made and implemented, Ability refers to the qualities and behaviours of the participants that are obligatory in the successful outcome of the change, and Reinforcement refers to how the change will be made viable (Prosci 2015). Kaminski (2022) determined that when using the ADKAR model regarding change the main focal point is on participant involvement which is applicable in healthcare settings where the individual’s reception to change within an organisation correlates with the success of the overall changes being enforced. Furthermore, Galli (2018) considered the ADKAR model to the most fitting tool to encourage change in an organisation due to its people-focused approach. Kaminski (2022) believed the ADKAR model to be an efficient tool in helping to deter individuals’ resistance to change and motivate them to engage with change efficiently.  
 
A factor that threatens the success of organisational change are employees displaying resistance behaviour, to the point where they lack pleasure in their job roles and employee retention is massively affected (Oreg, 2006). Resistance by definition is described as pessimistic and unfavourable reactions to change (Del Val and Fuentes, 2003). Opposition to change is a common occurrence according to Hiatt (2006) who insisted that factors such as when staff feel encumbered by their obligations and duties of their roles and when there is a deficit in their skillsets required in order to apply change throughout an organisation are the main reasons for resistance. Change within an organisation is often met with resistance (Lines, 2004). In other words, individuals sometimes have a difficult time with altering their everyday routines (Szabla, 2007). Many of the physical changes related to organisational change result in the alteration of workplace culture and behaviours; these physical changes can result in employees experiencing stress, a change in their job satisfaction levels and them wanting to abandon their roles within the organisation (Pomare et al, 2019). Furthermore, Brown and Cregan (2008) realise that individuals present more resistance to change when the change process proves to be too demanding and challenging. However, Kachian, Elyasi and Haghani (2019) concludes that aversion to change is an instinctive human response but even so, humans are very resilient. Another negative behavioural outcome of organisational change is that the general welfare of individual’s involved may be affected, for example, they experience feelings of isolation within their job roles and be fearful of the change (Coid and Davies, 2007). To that end, organisations must be conscientious about the importance of studying employee’s resistance in order to better support organisational change and observe positive behaviour amongst staff (Del Val and Fuentes, 2003). Successful organisations are considered to be those who value and are conscientious of the individuals within the organisations’ needs (Stalker, 2000). Moreover, the desire for an organisation to conduct any further changes in future instances is a direct result of successful change (Ozawa, 2000).  
 
In summary, change paves the way for dramatically improved services being offered by healthcare staff. Moreover, within healthcare, nurses play a crucial role in implementing organisational change. It is evident that nurses who also take on managerial roles are better suited to implementing change due to the respect shown by other colleagues and having existing knowledge of the challenges of the job role which better prepares them to face organisational change. Furthermore, models of change are a necessary and advantageous tool for management to have structure around the changes they wish to invoke. Lastly, the essay concludes that resistance is an inevitable factor when enforcing organisational changes.  
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