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Organizational Change  

Healthcare facilities should implement organizational changes using the most practical change management models. The change management strategy should achieve the necessary goals and remove any unfavourable effects. This essay aims to shed light on a crisis that the company experienced and present the approach the management took to resolve healthcare facilities that should implement organizational changes using the most practical change management models. The change management strategy should achieve the necessary goals and remove any unfavourable effects. This essay aims to shed light on a crisis that the company experienced and present the approach the management took to resolve it. The use of technology in the healthcare system has advanced significantly during the last ten years, among other areas. One of the organizations that made significant investments to improve the standard of patient care provided by the employer is the healthcare facility's technological equipment. The hospital's management recently faced a staffing crisis that threatened to force the hospital to close, even though the move was highly commendable and appealing to patients.
Organizational change pertains to the measures taken by a firm or company to modify a significant aspect of its structure, including its internal procedures, underlying technology or infrastructure, or culture. Preparation, implementation, and follow-through are the three main stages of organizational change management, which is the process of assisting organizational transformation toward a successful conclusion (Stobiersk, 2023).
As per Moran and Brightman (2001:111), change management is characterized as the ongoing process of updating an organization’s capabilities, direction, and structure to cater to the dynamic demands of both internal and external consumers. Change, both strategically and operationally, is a constant throughout organizational existence, according to Burnes (2004). 
Taking care of the process intricacy is part of managing change. Ensuring that the changes are valuable and pertinent involves assessing, organizing, and executing operations, tactics, and strategies. Change management is a difficult, dynamic, and complex process. Solutions are never only technological or people-oriented; rather, they are always a combination of the two.
Unfreezing old behaviors, introducing new ones, and then re-freezing them has been described as effective change. Change can be constant, intermittent, rare, or sporadic. While unpredictable change is more challenging to respond to successfully, predictable change gives time for planning. Because healthcare is changing so quickly, changes are less likely to be predictable (Al-Abri Rashid,2007).
  
Lewin Kurt's famous change model, created in 1951, serves as the foundation for a lot of the advice that is given today regarding change management. He made a case for the necessity of unfreezing and stabilizing those changes. What does entail? This entails convincing people that things get better to make them feel bad about the way things are now. After changes have been made, it could be required to discover strategies to prevent people from reverting to their comfortable, old habits because unhappy individuals are likely to wish to see those changes reversed. Lewin intended for this to be understood as “refreezing the new normal,’’ which embeds or institutionalizes the changes made so that reversing the previous situation would be challenging. But most organizations nowadays do not have the choice of refreezing; instead, repeated changes are the norm; perhaps “permanent thaw” would be a better metaphor. (Stewart Henry 2022). 

 In the public sector, organizational change is commonplace. Public sector organizations are impacted by outside events, such as shifts in ministers or the government, which are frequently linked to agenda shifts, public sector reorganization, and calls for increased innovation (Hartley et al. 1997; Shannon 2017; Tabvuma et al. 2014). Global politically driven reform trends and fashions, like New Public Management which aims to improve the efficacy and efficiency of the public sector and result in the redesign of administrative systems, can also affect them, MacCarthaigh and Roness (2012) and Noblet et al.( 2006) argue that Lastly, public sector transformation is brought about by austerity measures implemented by the government, which lead to reductions in spending, downsizing, hiring freezes, and more structural changes. generally, this stress can mean that ongoing organizational change is common in public service (Buick et al., 2018).
The literature's discussion emphasizes the significance of middle management's role in successfully implementing change. At the operational level, middle managers are usually in charge of interpreting organizational strategies for their teams and starting the steps necessary for implementation, Balogun 2003, Floyd and Wooldridge 1994, Buick et al.,( 2018) Agree that Middle managers can be crucial in fostering strategic thinking, making sure plans are carried out, and supporting innovation-related change because of their position within the company, which lies between the strategic and operational levels. Therefore, middle managers are essential to the implementation of change. They can overcome resistance, which makes them both a great source of potential and a source of obstacles to change (Balogun 2003).
 Public organizations are under more pressure to reduce costs and boost efficiency during tough economic and financial times. Restructuring public organizations to increase efficiency while reducing costs has become commonplace in many European countries in recent years. Not only can reductions increase productivity and reduce expenses, but they can also have unforeseen consequences. According to research on cutback management, staff reductions may lead to a decline in morale and job satisfaction as well as an increase in stress at work and the desire to quit Levine, (1984) Raudla et al., 2013, Voet et al., (2017) Agreed that despite these widespread claims, there is a dearth of empirical data to support the idea that staff well-being is negatively impacted by budget cuts. Recent research has examined the connections between cutback-related organizational change and employee attitudes in the English United Kingdom and Australia needs actual research to enhance the understanding of the link between cutbacks and employee well-being. To address this issue, this study looks at how layoffs are implemented in the Dutch public sector and how well employees are doing. The relationship between budget cuts and public sector employees' organizational commitment and work engagement is the subject of particular attention.
Healthcare service mergers involve several intricate organizational and behavioral changes, According to Shortell et al. (1993), the inability of managers to implement a care strategy, the unwillingness to alter hospital paradigms, the inability to convince a cash cow system to accept an integrated strategy, the lack of governance understanding of an integrated environment, the failure to define roles and responsibilities, and an integrated approach that is not in line with the organization's strategic plan are some of the barriers to integration. On the other hand, acute and subacute care is traditionally thought to belong in hospitals. Services are frequently moved from hospitals to general practitioners or other community healthcare authorities because of integration. This has an impact on healthcare organizations' governance and calls into question long-held beliefs about how these services ought to be delivered (Lega, 2007). Successful integration necessitates a convergence of goals that satisfy a wide range of stakeholders According to Chre, im,  Williams, Janz, Dastmalchian, 2010, and Gorden  (2018) A review of these variables indicates that managing the cultural and behavioral aspects of these organizations' operations is just as important to successful healthcare integration as achieving project objectives that are measured against predetermined project criteria.
Asserting that "Information about health, healthcare, and healthcare delivery has never been so valued and so valuable," Philip Hoyle (2019) makes a strong case in his paper "Health Information is Central to Changes in Healthcare: A Clinician's View" for the important role health information management currently plays in many facets of our healthcare system. He points out that "there is still a lack of clarity regarding the ethical oversight of the use of health-related information." I concur with him. Australia has systems in place for gathering and disseminating health-related data, but the analysis and interpretation of that data are typically carried out by people working towards a very specific, immediate goal without regard to any rules regarding how their analyses should be conducted. Funders, academics, epidemiologists, public servants in charge of providing a variety of public health services, researchers, and many more are among these users. How many of these users interact with the Clinical Coders and Health Information Managers, who are "the custodians of the meaning embodied in the information," is an entirely unknown number (Hoyle, 2019, and Shepheard, Jennie 2019).
To achieve the best results for each patient, the participating organization, and the healthcare system, healthcare benefits from the ongoing development of innovative treatments and best practices, Grol, Grimshaw (2003), Porter, and Teisberg 2007, Numerous tactics have been devised to encourage the adoption of evidence-based practices. Using Evidence-Based Practice champions and mentors, developing an "Evidence-Based Practice culture," holding skill-building workshops, and journal clubs, and using information and communication technology, decision support, and reminders are a few of these tactics (VanAchterberget al.2008, Aitkenet al.2011, Levinet al. 2011) Implementing evidence and then spreading it throughout the entire health system is still difficult, though ( Grol 2001). According to Rogers (2005), the term "spread of evidence" refers to the process by which an idea that is deemed novel among members of a social system gradually diffuses through specific communication channels. This definition is derived from the term "diffusion of innovations. “Nevertheless, the dissemination of evidence is contingent upon the accomplishment of successful diffusion, adoption, dissemination, and implementing processes National Health Service 2010, Institute for Healthcare Improvement 2008 (Ham et al.,2015).
Telemedicine, as defined by the World Health Organisation (2010) is "the delivery of health care services by all health care professionals using information and communication technologies for the exchange of valid information for diagnosis, treatment, and prevention of disease and injuries, where distance is a critical factor." A priori, telemedicine offers several advantages, including a decrease in hospital stays and readmission rates, the avoidance of needless travel for patients and medical staff, the creation of learning opportunities for staff, the provision of quicker and more focused care, improved access to Furthermore, in light of the recent novel coronavirus pandemic, telemedicine can be utilized to deliver safe care even in situations where patients or carers are not physically present. This is especially true for chronic illnesses or for early COVID-19 diagnosis (Smith et al., 2020). 
Like in many other countries, Wherton et al. (2020) said telemedicine is rarely sustained, and its uptake is slow in France. According to Gallois and Rauly, 2019, Simon, 2019, Saryazdi-Khodadad Ali 2021, is the same as in many other countries. Numerous studies have examined the causes of telemedicine's non-adoption or unsuccessful implementation to date.
The results of this study are in line with earlier research showing that narcissistic leadership causes bad outcomes for employees, including high levels of psychological strain and organizational cynicism Einarsen et al., (2010), The management of healthcare will be significantly impacted by this study, The significance of the relationship between employee cynicism and leader narcissism is underscored by the results. According to Khoo and Burch (2008), narcissistic leaders are more likely to take advantage of others, have relationships of lower quality, overestimate the potential rewards of taking risks, Foster and Trimm, (2008), take shortcuts, or act unethically Blair et al., 2008 and Judge et al.,( 2006) These findings have implications for organizations in that they highlight the significance of leader selection and the need to reinforce an ethical framework. More specifically, an ethical environment must be upheld to guarantee that narcissistic leaders do not prosper in companies. Coworkers are likely to view behaviors more negatively and make them stand out more in an ethical, unethical, or interpersonally ineffective context (Hakah et al.,2017).
[bookmark: _Hlk160102975]This article makes it clear that one constant factor affecting all organizations is change. Everyone agrees that change is happening now more quickly than it has ever done in the ever-changing business landscape. Consequently, the ability to effectively manage change is a highly necessary one. That being said, the current management organizational change tends to be ad hoc, discontinuous, and reactive, with a reported failure rate of about 70% of all change program initiatives the variety of contradictory and confusing theories and approaches currently in use-many of which lack empirical support and are based on unproven assumptions about the nature of modern organizational management-this may point to a fundamental lack of a sound framework for effectively implementing and managing organizational change. Organizational change in healthcare management is a complex process that demands thoughtful attention to the distinct hurdles present in the healthcare sector. Achieving success involves finding the right equilibrium between adhering to regulations, incorporating new technologies, and prioritizing patient-focused approaches. Effective communication, engaging, stakeholders, and capable leadership are vital in addressing these challenges and achieving positive outcomes. Embracing a culture of ongoing improvement and flexibility is important for healthcare organizations and providing vital care amidst continuous change. 
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