
                               ORGANISATIONAL CHANGE 

This essay explains the subject of Organisational Change.  The essay identifies and explain definition of Organisation, change and its aims and target.  The present paper highlights pros and cons of Organisational Change.  Addition to this this essay attempt to define the three stages of Lewin's model: unfreezing, movement, and refreezing.  It also analyse and compare similarities between Lippitt's theory of change and Kotter's theory.

An organisation must decide beforehand how to react to growing environmental demand for enhanced efficiency.  It should prompt change in any or more of it is parts.  Change may manifest in several ways based on how much the reaction alters and rearranges the distinct elements.  The possible answer may be "to surpass or exceed existing standards or quantities." Usually, gradual modification or tweaking may be carried out without modifying any of the organisational areas.  A more intricate approach may need a drastic revaluation of an organization's purpose, competences, and culture.  Typically, any "transformational change" or "reorientation" requires adjustments in several organisational areas and their alignment (Ramanujam, Keysel and Sirio, 2005).

“Organisations are open systems that receive input from their external environment, which they transform into output and give back to the external environment.  In that sense, organisations can be said to depend on their environment for survival and sustainability” (Odor, 2018, p.58,). 
Every organization has detectable and tolerable barriers that serves that connects it and work environment which operates outside world.  A well-defined goal is essential for every organisation and information is the lifeblood of any open system that wants to thrive while staying in its own limits.  The data may originate internally through informal groups or outside using feedback mechanisms (Odor, 2018).
Addition to this, mostly the majority of our previous job experience was gained in organisations that are  include individuals; nevertheless, even a family may be considered an organisation.  In contrast to the fact that we typically refer to an organisation as a group of individuals, the definition of an organisation is that it is able to work towards a primary aim. It is possible that there are a variety of organisations, such as those that have gathered together for the purpose of picking up trash along the road for a little period of time or those that have the intention of seeking assistance in a particular nation for those who are economically disadvantaged ( Max, 2023).  

Change is a common occurrence, but not all changes are significant enough to grab the focus of organisational leaders and stakeholders and prompt them to take action.  Everyday occurrences often do not have a significant influence on the thinking of persons in control of organisations.  Organisational transformation involves major alterations that have a big influence on how individuals see their organisation.  It is a modification that impacts certain facets of individuals' work and the manner in which they perform those tasks. Organisational change is the modification of a fundamental element of how an organisation functions.  Key components of an organisation areS C its structure, technology, culture, leadership, goals, and staff (Mills, Dye and J.Mills, 2009). 

Change is a typical occurrence in intricate healthcare systems.  The term "organisational change" refers to the process by which not just the physical environment is modified, along with the behavioural processes, structural connections and positions and the culture of the hospital's organisation may undergo transformations  (Pomare et al, 2019).

We all have become acquainted with organisational transformation.  The healthcare system is always developing to address new difficulties and integrate new evidence, technology, and more effective practices.  Change is meant to bring about improvements but may also result in uncertainty, worry, and interruption in the near term.  Change management is a structured approach to implementing changes in order to reduce disturbance and present fresh ways of working in a methodical and planned manner ( NHS, 2022).

In the last few years, there has been tremendous development in the health care sector. The health care sector is undergoing a period of transformation as it adapts to patient requirements by implementing new systems, procedures, and technology. 
Change management takes on a vital part in healthcare because of the specialised understanding and skills needed to handle these changes. Healthcare organisations need to be able to handle change in order to be successful.  There are a number of reasons why transformation supervision is important and useful in healthcare such as improving effectiveness, staying up to date with progress, following with regulations, promoting organisational efficiency ( Abbas, 2023).

There are many different kinds of organisational change, including participative, authoritarian, developmental, transitional, convergent, revolutionary, and evolutionary.
We call it that.  Modest adjustments will do the trick if the external environment of the organisation is not drastically changing.  Major shifts call for major adjustments. Modifications should be implemented on a smaller scale in the strategies and operations of the organisation.  Radical changes are categorised as transformational, whilst more subtle changes are categorised as developmental or transitional (Yilmaz and Oztop, 2020).

The saying "Change is the only constant in life" is credited to the Greek philosopher Heraclitus.  Individuals and organisations may find that significant deliberate adjustments are needed to ensure ongoing quality and development.  Effective transformation requires careful manoeuvring from the existing condition to the intended one.  When executing a planned change, there are several ideas that change agents and organisations should take into account.  So, there are three models or theories: one that emphasises process change (Lewin), another that considers the function of formal and informal leaders (Lippitt), and a third that emphasises group work (Kotter) (Adelman, Nielsen and Chung, 2023).
Philips & Klein (2022) agree that Organisations need to adapt in order to exist.  A variety of several methods to effect change, necessitating change managers to contemplate diverse ways that enhance acceptability and diminish obstacles.  A change manager is accountable for strategizing, creating, guiding, reviewing, analysing, assisting, and maintaining a change implementation.  Change management involves using models and tactics to facilitate workers' acceptance of fresh organisational changes.

Cummings and Worley; Hussain et al (2018) agreed that Organisational transformation involves transitioning an organisation from its existing condition to a desired future one.  The uncertainty around the prospects of this shift and its potential impact on individuals' value, capacity for coping, and competence leads to a lack of support for change inside the organisation unless individuals are persuaded to go against the current state of affairs. 

Porras & Robertson; Hussain et al (2018) point out that the organization's significant investment in maintaining the current state may lead to resistance to change in order to prevent an unclear future for the organisation.  The required steps must be made to inspire personnel.  This further information explores the organisational change process by analysing a sequence of events that highlight the essential phases involved in implementing change. The approach has been classified into leadership, management, and organisation loops.  The change process is being launched using Lewin's (1947) theory. 

Kurt Lewin created a fundamental paradigm for comprehending organisational change in the 1940s, which remains relevant nowadays. Lewin’s theory was also known as Lewin’s change module.  His methodology, referred to as Unfreeze – change – Refreeze, outlines a three-stage process of transformation.  Lewin, a physicist and social scientist, used the analogy of altering the form of a block of ice to illustrate organisational development (Lewin, 1958; Mind Tools Content Team, 2024). 
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Assume  that you have an extensive ice cube on hand, but you really need a cone. In order to modify (unfreeze) the ice, you must first melt it.  Once the water has cooled, you may shape (change) it whatever you want. Lastly, you need to  the modified form (refreeze) so it becomes solid ( Mind Tools Content Team, 2024).

First step is desire a change, Lewin explained that the first stage of transformation is Unfreezing, triggered by catharsis, a shock that disrupts established routines and habits. Lewin's second stage of change is "Moving," characterised by change emerging from group agreement about the need of change and the perceived benefits of implementing it.  Lewin's last stage in the change process is Refreezing, which indicates that the desired state has been successfully reached (Lewin, 1947; Adelman, Nielsen and Chung, 2023).

Lippitt's theory of change  (1973) outlines planned change in seven cyclic phases: diagnosing the problem, assessing motivation/capacity for change, diagnosing the client system's problem, establishing alternative routes, transforming intention into efforts, stabilising change, and terminating the helping relationship.  Lippitt's idea emphasises the function of the Change Agent(s) (Lippitt, (1973) Adelman, Nielsen and Chung (2023).

[bookmark: _Hlk160145327]Kotter, (1996) Adelman, Nielsen and Chung (2023) agreed that The third model described is Kotter's theory (1996) eight-step approach for guiding intentional change inside an organisation.  Kotter's transformational change model has been effectively used to bring about significant change in higher education, especially enhancing faculty involvement.
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However, the overarching goal of all three models or theories  is that they were all purposed planned change.  The Proposed Model of Planned Change has a time component to include pre-planning, inter-planning, and after-planning/evaluation stages.  It emphasises the interaction relationship between change agents and other group members throughout the procedure.  This suggested change model is based on the Lewin Change Model, which emphasises the stages of "Unfreezing," "Moving," and "Refreezing". 

These three theories/models together explore organisational transformation via leadership, change agent, and collaborative viewpoints.  Philosophers may see progress happening naturally, leading to the formation of organisations that may influence and bring about change ( Adelman, Nielsen and Chung (2023).

Organisational change may result in good and negative consequences, with existing research mostly examining the adverse impacts including anger, anxiety, stress, and dissatisfaction (Nilsen et al, 2020).  Hospitals often undergo changes to enhance competitiveness and financial efficiency, significantly affecting workers at all organisational levels. Organisational changes might result in resistance or tiredness towards further changes (Brown& Abuatiq, 2020).  Similarly Health care organisations are evolving due to technology improvements, populations getting older, shifting illness patterns, new therapeutic observations, and political changes and policy efforts (Nilsen et al, 2020). 

The majority of the health care team consists of nurses, and the research found that these modifications had a detrimental impact on them.  When faced with organisational upheaval, nurses felt uneasy ( Ozcelik, Ozturk and Bahcecik, 2020). Furthermore change weariness is characterised by a passive response when staff members grow disengaged and indifferent towards the changes, without publicly voicing their dissatisfaction ( Macmillan & Perron, 2013; Brown& Abuatiq, 2020).

 Bernerth, Walker and Harris (2011); Brown& Abuatiq (2020) agreed that Additionally, if the pace of organisational change is seen as excessive, it may have a detrimental effect on nurses' physical and mental health.  Moreover,  Organisational changes cause significant anxiety and uncertainty for workers (Callan, 1993; Terry & Jimmieson, 2003; Prashant et al, 2004).  Uncertainty is frequently highlighted as a prevalent psychological condition during organisational transformation.

An extensive organisational changes have been shown to have negative impacts on the well-being of staff members, including minimised commitment, decreased productivity, work-related stress, emotional exhaustion, mental health issues, change fatigue, poor self-rated health, disrupted sleep patterns, increased absences for illness, hospitalisations, and linked to stress medication prescriptions (McMillan & Perron, 2013; Day, Crown & Ivany,2017; Dahl, 2011; Nilsen,2020). 

Positive discoveries are occurring on a global scale, and the amount of published material is increasing (Engbers et al, 2005; RenaudL, KishchukN and Metal,2008; Dalziel and Segal,2007; Holly and Scott, 2008).  Blake (2008), Holly and Scott (2008) agreed that One new approach to health promotion in work environments is the use of electronic communication tools like the internet and email to promote healthy lifestyle choices including regular exercise, nutritious food, and not smoking.  Getting the right facts in front of the right people at the right time has always been a challenge, especially when trying to make sure that good improvements last but new recommendations from the National Institute for Health and Clinical Effectiveness (NICE) aim squarely at the "top level," suggesting that businesses institute programmes to get their workers moving more and quit smoking (National Institute for Health and Clinical Excellence, 2007/2008; Holly and Scott, 2008).  According to Gardner (1987), Khaw et al (2022) that a favourable response enables people to be able to concentrate on their profession, resulting in fewer obstacles to change.

The efficacy of coping methods is crucial for assisting nurses in managing the adverse effects of organisational change.  Implications for nursing administration.  The found evidence demonstrates a causal association connecting change, non-nursing pressures, and work satisfaction.  Managers should develop initiatives to reduce stress among nursing and non-nursing staff during periods of transition to improve nurses' work satisfaction (Teo et al, 2013).

In conclusion Nilsen et al (2020) states that Health care organisational changes are more inclined to be successful when personnel are given the chance to influence, feel ready for, and understand the value of the change, including its benefits for patients.  In the same way In order to more effectively help staff members over the challenging and continuous change periods, enhance patient safety, strengthen organisational performance and resilience, and decrease staff turnover caused by recognised shortages in the workforce and specialised nursing care, it is crucial to consider the lessons learned from these large-scale change projects (Joanna, Wicki and Melanie, 2018).








References

1. Bernerth, J. B., Walker, H. J., & Harris, S. G. (2011)’ Change fatigue: Development and initial validation of a new measure’ , Work & Stress, 25(4), pp. 321–337. https://doi.org/10.1080/02678373.2011.634280.

2. Bordia, P.,  Hobman, E., Jones, E., Gallois, C. and Callan, V. J. (2004) ‘ Uncertainty During Organizational Change: Types, Consequences, and Management Strategies’ ,  Journal of Business and Psychology, 18(4), pp. 507-532. DOI:10.1023/B:JOBU.0000028449.99127.f7.

3. Brown, R. and  Abuatiq, A. (2020) ‘ Resilience as a strategy to survive organizational change. Nursing Management’ Springhouse 51(2), pp. 16-21.  DOI: 10.1097/01.NUMA.0000651180.42231.ef.

4. Callan, V. J., Terry, D. J. and  Schweitzer, Robert. (1994) ‘ Coping resources, coping strategies and adjustment to organizational change: Direct or buffering effects?’ , Taylor and Francis Group,  8(4), pp. 372-383. DOI:10.1080/02678379408256543.

5. Calegari, M.F., Sibley, R.E. and Turner, M.E. (2015)’ A Roadmap for using Kotter's Organizational Change Model to Build Faculty engagement in ACCREDITATION. Academy of Educational Leadership Journal, 19(3), pp. 31-43. Available at: https://www.proquest.com/docview/1768629258?pq-origsite=gscholar&sourcetype=Scholarly%20Journals.

6. Change Management Inside (2023) Why is Change Management Important in Healthcare?. Available at: https://changemanagementinsight.com/why-is-change-management-important-in-healthcare/  (Accessed: 25th January 2023).

7. Cummings, T.G. and Worley, C.G. (2003) Organization development and change. 8th edn. California: Melissa S. Acuna.

8. Dahl, M. S. (2011) ‘ Organizational change and employee stress’ , Manag Sci. 57(2), pp. 240–256. DOI:10.1287/mnsc.1100.1273.

9. Day, A., Crown, S. N., & Ivany, M. (2017) ‘Organisational change and employee burnout: The moderating effects of support and job control’ , Safety Science, 100(Part A), pp. 4–12. https://doi.org/10.1016/j.ssci.2017.03.004.

10. Gardner, D. G., Dunham, R. B., Cummings, L. L. & Pierce, J. L. (1987). Employee Focus of Attention and Reactions to Organizational Change. The Journal of Applied Behavioral Science, 23(3), pp. 351-370. Available at:https://doi.org/10.1177/002188638702300305.

11. Kotter, J. P. (2012). Leading change. Harvard Business Review Press.

12. Lewin, K. ( 1958) Group decision and Social Change, in 'Readings in Social Psychology'. New York, eds. Maccoby, E. E, Newcomb, T. M. and Hartley, E. L.  Holt, Rinehart and Winston.

13. McMillan, K. and Perron, A. (2013) ‘Nurses amidst change: the concept of change fatigue offers an alternative perspective on organizational change’ , Policy Polit Nurs Pract, 14(1), pp. 26-32.  doi: 10.1177/1527154413481811. 

14. Max (2023) ‘ What is an Organization?’ , Management Library , Available at: https://management.org/organizations/definition.htm#google_vignette / (Accessed: 4th September 2023).

15. Mills, J. H., Dye, K. and Mills, A. J., (2009) Understanding Organisational Change. Oxon: Routledge.



        16. Mind Tools Content Team (2024) Lewin's Change Management Model. Available at:
           https://www.mindtools.com/ajm9l1e/lewins-change-management-model
           (Accessed at:          3rd March 2024).

        17.Mullally, T. A. Nielsen, S. and Chung, S. Y. (2023) ‘ Planned change in modern                 hierarchical organizations: A three-step model’ , Journal of Professional Nursing, (46), pp. 1-6. Available at: https://doi.org/10.1016/j.profnurs.2023.02.002.

18.Mürüvvet, T. Y. and Sezai,  Ö. (2020) ‘ ThePerceptions Of Healthcare Professionals in the Organizational Change Process’ , Vizyoner Magazine , 26 (11) , pp. 259-278. Available at: https://doi.org/10.21076/vizyoner.651448.

19. National Health Services (2022) Change management. Available at: https://library.hee.nhs.uk/learning-academy/learning-zone/change-management
            (Accessed: 2nd  November 2022). 
20. Nilsen, P., Seing, I., Ericsson, C., Birken, S. and Schildmeijer, A. (2020) ‘Characteristics of successful changes in health care organizations: an interview study with physicians, registered nurses and assistant nurses’. BMC Health Serv Res 20, pp. 147. Available at: https://doi.org/10.1186/s12913-020-4999-8.

21. Odor, H (2018) ‘Organisational Change and Development’ , European Journal of Business and Management , Vol.10, No.7, 2018. Available at: https://www.researchgate.net/publication/324166817.

22. Phillips, J. and Klein, J. D. (2023)  ‘Change Management: From Theory to Practice’  TechTrends.  67, pp. 189–197. Available at:  https://doi.org/10.1007/s11528-022-00775-0.

23. Özçelik, S. K., Öztürk, H. and  Bahçecik, A. N (2020) ‘Effects of organisational restructuring of hospitals on nurses’ ,  J Nurs Manag , 28(7), pp. 1740-1747. doi: 10.1111/jonm.13133. Epub 2020 Sep 13. PMID: 32785938.

24. Pomare, C., Churruca, K., Long, J. C.,  Ellis, L. A.  and Braithwaite, J. (2019) ‘ Organisational change in hospitals: a qualitative case-study of staff perspectives’ , BMC Health Services Research, 19, 840 (2019). https://doi.org/10.1186/s12913-019-4704-y.
25. Porras, J.I. and Robertson, P.J. (1992) Organizational development theory, practice, and research. 2nd edn. CA: Consulting Psychologists Press, Palo Alto.

26. Ramanujam, R., Keyser, D. J. and  Sirio,C. A. (2005) ‘Making a Case for Organizational Change in Patient Safety Initiatives’ , National Library Of Medicine, (2),  Available at: https://www.ncbi.nlm.nih.gov/books/NBK20490/.

27. Syed, T. H., Shen, L., Tayyaba, A., Muhammad, J. H., Syed, H. H. and  Muhammad, A. ( 2018) ‘Kurt Lewin's change model: A critical review of the role of leadership and employee involvement in organizational change’ , Journal of Innovation & Knowledge,  3 (3), pp. 23-127. Available at: https://doi.org/10.1016/j.jik.2016.07.002.

28. Teo, S. T., Pick, D., Newton, C. J., Yeung, M. E. and Chang, E. (2013) ‘ Organisational change stressors and nursing job satisfaction: the mediating effect of coping strategies’ ,  J Nurs Manag,  21(6), pp. 878-87. doi: 10.1111/jonm.12120. 





image1.jpeg
Lewin's Model

-d-‘

Unfreeze Change Freeze





image2.jpeg
r

Step Three.Live
the Change

Step Two. Make Leadership Refreczing

the Change ot

Step One. Desire (L‘cudcr;tli,. M,:vng .
a Change Coslition Stages 4-7

Leadership Unfreezing
Change Agent Phases 1-3
Coaition Stages 1-3




