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Individual Report 
- NHS England - Managing change as a Healthcare Professional -
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Change is an everyday phenomenon in the life of every person and organization, yet it creates uncertainty in many people.
Since a lot of questions and doubts arise in connection with the changes, the successful and effective operation of an organization requires awareness, system-level thinking, and accurate knowledge of the solutions, since this is the only way to effectively manage the ongoing change process.
Several external and internal factors within a company can justify the need for changes and professional management of the situation at the same time.

For example:
-	The economic crisis
-	The emergence of technological innovations, digitization
-	The change in the political environment
-	Organizational transformations, leadership change
-	The arrival of a new colleague with a different approach and experience
-	Emergence of new market competitors
-	Covid-19.
The changes are mostly aimed at rethinking organizations, processes, systems, technologies, projects, and forms of behaviour to:
-	increase efficiency
-	improve customer satisfaction
-	Processes become more efficient
-	reduce costs
-	Strengthen the organization or project with a new mission, vision, and strategy. (Consulting, 2022)

COVID-19 has led to unprecedented challenges for healthcare services. From remote patient consultations to working from home to the use of digital technology, many changes have affected the work of many healthcare professionals. Effective management of this change was an important part of maintaining service delivery.

Currently, COVID-19 is still present in the everyday life of healthcare professionals. You have to continuously manage your clients, and client management is very important

 Many models and tools can help in planning changes, such as Kotter's change management theory, Adkar's change management model, and Lewin's change management model, taking into account issues related to strategic changes in the organization, including how to manage change and leadership style.

This report is about the NHS, which explains how it is currently managing the Covid-19 situation and what strategies it is using to support healthcare professionals in their work.
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The National Health Service (NHS) is the umbrella term on behalf of the publicly funded health care systems of the United Kingdom. It was established in 1948 as part of major social reforms following the Second World War. Principle; services should be comprehensive, universal, and free – health care based on clinical need, not ability to pay. 
The NHS in England employs 1.7 million people and staff costs account for around two-thirds of NHS provider spending. The NHS is the largest employer in the country and one of the largest employers worldwide in terms of headcount. (Rolewicz, et al., 2024)
The NHS is under more pressure than ever due to COVID-19, strikes, staff shortages, huge waiting lists, and an aging population (among other things). 
The coronavirus epidemic has put the health sector, which has already been struggling with problems for a long time, into an even more difficult situation and the urgent cancer referral. Postponable surgeries were suspended for a while, and then the resumption of care resulted in overcrowding. Before Covid-19, the NHS was already struggling with increased activity and now faces huge struggles to cope with the inevitable backlog of care.  (BMA, 2024)
I chose the NHS company for the report because a very good friend of mine and my roommate work here, and we used to talk a lot about situations within the company. About the workers' problems. 

[bookmark: _Toc164940824]Current change

The NHS in England employs 1.7 million people and staff costs account for around two-thirds of NHS provider spending. Internally, the NHS is made up of people in different roles, employed in different ways by different organizations. Many NHS service people are working in NHS trusts, while there are also those employed by community interests and other companies or partnerships. These people are in primary care. They work in general practitioners' practices, dentists' offices, pharmacies, and general medicine offices.
The NHS works closely with partners in social care and local government, as well as the voluntary and independent sector. 
NHS staff have been under increasing pressure since the start of COVID-19. As soon as this Covid-19 situation came to an end, the suffering did not end, and the situation of employees and patients became more difficult. As the Covid disease has not disappeared, nursing homes and GP employees are more exposed to this situation. Low workforce, cancelled or postponed appointments, sick patients for all examinations.
Workload remains a pressing concern and looking after people is critical – and that more needs to be done.
What is needed?
A plan that sets out the practical steps that employers and schemes need to take. 

It focuses on:
[image: Az emberek ígéret banner]
Figure 1 NHS people plan


· Caring for people - quality health and wellbeing support for everyone
· NHS staff - with a particular focus on dealing with discrimination experienced by staff
· New ways of working and providing care - making effective use of workers' skills and experience
· Growing for the sake of the future - recruiting and retaining the existing workforce, as well as helping colleagues who wish to return. (BMA, 2024)
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The NHS is currently under the most pressure in its decades-long history. The chaotic situation caused by the COVID-19 pandemic was only the tip of the iceberg because the health service has been facing inadequate planning and underfunding for years.
Healthcare professionals were especially burdened by the COVID-19 pandemic, which had a significant impact on everyone. The epidemic seriously affected the health, well-being, financial, and career prospects of healthcare professionals, as well as their physical and mental health. Unfortunately, it was the healthcare workers who had a much higher rate of infection than people working in the healthcare sector, and they are still struggling with the ongoing effects of COVID-19 exposure. Doctors belonging to ethnic minorities and doctors with disabilities are among those whose physical health has been much more negatively affected by the pandemic than others.

  Burnout, overload, anxiety, trauma, and isolation were and continue to be serious problems for healthcare workers. Doctors and all employees rarely or never received the necessary support. The UK government's plan to support doctors and staff during the pandemic has failed and the reported abuses cannot be ignored.  Just as employers missed the opportunity to mitigate the negative effects of COVID-19 on doctors and employees.
But the pandemic has also brought some practical positive changes to the UK's health services – teleworking and hybrid working have become easier, morale has improved, particularly at the start of the outbreak, and the assessment process has become more rational. (Nagpaul, 2022)
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Businesses need constant change to adapt to the most diverse challenges. Examples include the emergence of new competitors or the transformation of the legal environment. Change management is part of the responsibilities of managers and leaders, which includes several activities, and the acceptance of the process by the employees is an essential part. What are the most important steps of change management?
The changes can be minor, affecting a small detail of the operation, or they can be quite extensive. In both cases, a well-thought-out, effective management strategy is important for the process to go smoothly. The leader or manager has to follow the events right from the creation of the concept through the application to the evaluation. During the procedure, some steps are unavoidable, but it is worth consciously preparing for them.

Preparing the organization for change
The organization must be prepared for the change, for this it is necessary to deal not only with specific issues related to logistics but also with the employees who implement it because without their cooperation the process will not be successful. Accepting change is by no means an easy task, as people usually stick to the old, familiar things by nature. The manager must communicate assertively, and clearly explain the situation, why the transformation is necessary, and how the company and the individual employee benefit from it. Regularly ask employees for feedback, and listen to their opinions and suggestions. If you manage to win people over to the cause, that's half the battle. (David A. DeCenzo, 2010)

Develop a plan
The process of change is unthinkable without a plan. To do this, certain questions must be clarified: What goals does the change help the organization achieve? How and with what indicators can performance be measured? Exactly what activities and steps does the project contain (and in what order), and who will be responsible for which steps, tasks, and checks?

  Implementing changes
During the systematic implementation of the steps included in the elaborated plan, the processes, and partial results must be regularly checked, and the team members must be reminded why the change is necessary. Partial successes are also worth celebrating.

Incorporating changes
By incorporating the changes into the corporate culture and everyday practices, it is possible to prevent a relapse, a return to the old state and methods. Monitoring and rewarding can also help implementation. This is especially important in the case of changes related to specific work processes and corporate culture.

Evaluation of the process
Just because the change has taken place, it is not certain that it can be considered successful. It is recommended to analyse the process: Have there been any problems? Were the defined goals met? If not, what could be the reason for the failure? If so, can the success be replicated in other areas? (ANDREA, 2023)
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The process of organizational changes can be influenced and consciously controlled. Different models help with this. All changes have phases and elements that can usually be discovered in all models. In addition, the sequence of the different phases can also be observed. When analysing the process of organizational changes, they examine how and how quickly the changes take place, how well they are planned and coordinated, whether they are realized according to the preliminary idea, and to what extent the various actors are involved in the process of implementation (the organization's managers and colleagues).

1. Lewin's Change Management Model

[image: ]Figure 4 Lewins change management model

The first, classic model is named after Kurt Lewin (1972), who outlined the following three stages:
  1. Unfreezing: we create the motivational conditions for breaking away from the old state.
2. Change/moving: we promote and implement the necessary changes.
3. Consolidation/refreezing: we take care of the motivational conditions for the change to become permanent.
In Lewin's model, he emphasizes the importance of the release phase before change. In the letting go phase, the need to break away from the old routine and promote the acceptance of innovations comes to the fore. After this phase, a specific change can take place, that is, a shift from the current state to the desired state. If the release phase is not completed, the change may fail. For the change to become permanent and effective, the consolidation phase is important. (Consulting, 2022)


[image: ] Figure 5 Lewins Example








2. Kotter's Theory of Change Management
Another popular model today was created by John P. Kotter (1999), dividing the change management process into eight steps.
[image: ]Figure 2 Kotter`s change management model

Kotter’s Eight Steps of Change- NHS
Step 1: Create urgency
The entire organization must want the change. Attention must be drawn to the fact that change is urgent and necessary. This will help you become inspired to get things moving. An exposed, truthful, and persuasive discourse around what is happening in the health sector will be needed.

  Step 2: Build a powerful coalition

People must be convinced that change is necessary. This requires strong leadership and support from key organizational members.



  Step 3: Create a vision for change
  Presenting a pure future vision canister help everybody understand why they are asking for it. When people see for themselves what needs to be achieved. The values that play a central role in the change must be determined.
Step 4: Communicating the vision
  What happens to the next person after the creation of the voucher determines its success. There is a lot to talk about. Vision can be used day-to-day to kind choices and solve problems.

Step 5: Remove Obstacles
   It constantly checks for obstacles. The obstacles must be removed to realize the ideas and facilitate the progress of the change.
Step 6: Create short-term wins
Nothing motivates me more than success. Early in the change process, you need to show the team the potential for success. Set short-term goals – not just one long-term goal.
  Step 7: Build on the change
  Do not stop. After the first successes, go harder and faster, and determinedly initiate one change after another until the vision is realized. This is where growing trust and credibility and changing systems, structures, and policies that do not meet the vision come into play.
  Step 8: Record changes in company culture (Kotter, 2007)
Create a new culture. Stick to the new ways of behaving and ensure they work well - until they become strong enough to replace the old traditions.. (NHS, 2022)


3. Adkar Model

[image: ]Figure 3 Adkar model
The success and failure of changes depends on several factors. The ADKAR model defines the human success factors during change management. 
Change management in healthcare involves creating a balance between technical processes and human dynamics. 
With the help of the ADKAR model, problems related to the implementation of change management can be determined, i.e. the attitude of the employees to changes can be analysed, it provides help to implement the transformations associated with the changes in the work schedules, a perfect action plan can be prepared for the personal management of the changes, and the plans for change alternatives can also be prepared for the employees. (Prosci, 2024)
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For the implementation of the change to be successful within the organization, let's first look at the points that can hinder the implementation plan.
Behind the failure can be principled error possibilities, such as they don't change, even though they should (deny the problem); they try to change it, even though they shouldn't (there is no problem, or if there is, it cannot be changed); they misjudge the level of change (they initiate a second-degree change instead of a first-degree one or a first-degree change instead of a second-degree one).
According to Kotter, the reason behind the failure of the changes is that not enough employees are made to feel that the task is very urgent since without it it is impossible to start in the new direction. His most important conclusion is that all change starts from the desire to act. If the will to do, initiative is not strong enough, the feeling of satisfaction is not weak enough, then everything will be much more difficult. Another major mistake is the complacent composure, which is a much more widespread phenomenon, and most people - these can be leaders and subordinates working under them. - They don't even notice. As a third mistake, he emphasizes the desire to pretend, which he considers to be more insidious than all the mistakes listed so far. Where the desire to pretend is present, everyone feels busy, they make countless meaningless rounds of the office. However, they do all this with the wrong goals, so they often miss out on great opportunities and are unable to deal with the main problems either. At the same time, he believes that self-satisfied composure and false desire for action can be recognized and transformed into action at the same time.
According to Kotter, the desire to act is increasingly important in our rapidly changing and confused age. After all, no matter how talented and prepared we are, we can get into serious trouble if we are not alert and do not see our work as urgently important. But if we see it as such, we can overcome even the most formidable problems and achieve positive results that we would never dream of. (Kotter, 2007)



What should you pay attention to during internal communication?

The changes to be introduced and the various steps of the organizational change plan must be explained to the employees.
They need to be told why the specific changes are necessary and how it will affect their work.
It is necessary to clearly state the set goals and help to recognize how the work of the employees will affect the team and the achievement of results.
You should encourage subordinates to ask questions that arise, and most importantly, make sure that all their dilemmas are answered. This builds rapport and trust. (Consulting, 2022)
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In order to achieve the goal, the NHS organization must define tasks in the following five major areas of development and intervention:
 Caring for people – quality health and well-being support for everyone; staff must be provided with the necessary breaks, annual leave, and access to health and wellbeing support when needed.
 NHS staff – with particular regard to dealing with discrimination experienced by staff:
 New ways of working and providing care - making effective use of workers' skills and experience
 Growth for the future - recruiting and retaining existing staff and helping colleagues who wish to return: Increasing and expanding the capacity of working in the NHS and protecting staff against burnout is essential. Additional hours must be provided for employees who want to work. Training and service needs should be prioritized equally among admin, nurse, AHP, and health workers, and educational recovery should be linked to elective recovery. 

Looking at the change management models, common points and opposing aspects can be seen based on the ideas of individual researchers. However, in general, it can be said that almost all management models stand their ground on their own: they are suitable for analysing organizations, and they can help with change management during critical periods.
Furthermore, since the theoretical propositions are also supported by general practical experience and surveys, the application of these models may make it possible to plan the future of organizations. In addition, the scientific field of change management itself is constantly changing: based on practical experience, more and more successful solutions can be created, further enriching the repertoire of theoretical models. If the individual solutions are successfully applied, and following their synthesis, new procedures can be developed that are better suited to the changed environmental conditions than the previous ones. Flexibility is an important factor in change management, and the same in model selection and situation management. The constantly changing, dynamic environment requires this flexibility, as well as the experience that human creativity leads to new innovative solutions that further develop already-known solutions. It is important to think further about the methods presented here and apply them according to the specific organization and situation.
Understanding change management in the NH organization is important. I would apply the seven critical strategies of the ADKAR model to the organisation because I think this ensures that the resources of the NHS can be transformed.
1. Structured frames:
With stages of mindfulness, wish, information, ability, and empowerment, it is key to guiding persons through change.
2. Involvement of stakeholders
A well-functioning hospital requires the involvement of coordinated stakeholders, where every member's role, from doctors to administrative staff, contributes to a smooth and efficient process. A well-designed collaborative approach is key to fostering effective adoption and use.
3. Effective communication
Clear and consistent communication is important in healthcare change management. Alignment and involvement of healthcare staff is vital. Imagine a clinic implementing a new patient care protocol.
4. Training and support
Targeted training and support are always important. This empowers people to make a huge difference in their daily work. It prepares healthcare professionals to trust new systems and processes.
5. Continuous monitoring, measurement and adaptation
Nonstop monitoring is critical to aligning change initiatives with clinical and operational goals. This includes regularly evaluating the impact of changes on patient care, staff workflows, and overall health care.

6. Management and communication
Powerful healthcare leaders are not only decision-makers but also correspondents and motivators. Role models who inspire people to embrace and implement the vision and message of change.
7. Handling resistance
Managing resistance involves directing medical operate to accept new procedures or technologies. Directing on their specific concerns and providing the necessary support ensures understanding and acceptance of change, resulting in more effective and consistent implementation across the patient care environment.
Important trials include resistance to change and resource constraints. This can be avoided with the early involvement of those involved, transparent and clear communication, the distribution of appropriate resources, and a strong leadership role.

Effective change management has many positive effects on the organization:

· [bookmark: _GoBack]It becomes easier and faster to accept changes and the proposals bring visible results.
· Resistance and uncertainty within the project and organization are reduced.
· Motivation and satisfaction increase.
· Uncertainty is reduced.
· Fluctuation decreases, and it becomes easier to retain experienced and qualified colleagues.
The number of grassroots initiatives increases, so employees and team members will be much more satisfied, committed, and motivated
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The management of changes can be done by applying several management styles, strategies, and tactics. The right method always depends on the situation. In this report, I presented the basic concepts and trends of change management; the characteristics of organizational changes; and the possibilities of managing change processes. The key to organizational success is continuous change, flexibility, renewal, and the ability to learn, an approach that views change management as a basic organizational and managerial competence rather than as an occasional project task. Developments, projects, and new solutions only add real value to our operations if we can integrate them into everyday life.
Among the combined solutions used as a framework, the typical Lewin model is still the most well-known and popular: due to its simplicity, it can be applied relatively easily. The Kotter model is the most didactic: thanks to its easy-to-follow algorithm, it gained ground and became very popular among organizations. With the help of the ADKAR model, problems related to the implementation of change management can be determined, i.e. the attitude of the employees to changes can be analysed, it provides help to implement the transformations associated with the changes in the work schedules, a perfect action plan can be prepared for the personal management of the changes, and the plans of change alternatives can also be prepared for the employees.
  The common content of the models should be emphasized (for example, the management of resistance), these are the ones that should always be paid attention to. Comparing the change management models, together common and opposing aspects can be seen based on the ideas of individual researchers. Apart from these, however, it can generally be said that some models stand up independently: they are suitable for the analysis of organizations and can help in change management and critical periods. Furthermore, since the theoretical propositions are also supported by general practical experience and surveys, the application of these models may make it possible to plan the future of organizations. In addition, the scientific field of change management itself is constantly changing: based on practical experience, more and more successful solutions can be created, further enriching the repertoire of theoretical models. If the individual solutions are successfully applied, and following their synthesis, new procedures can be developed that are better suited to the changed environmental conditions than the previous ones. Another significant factor in the arena of change management is flexibility, both in model selection and in situation management.
.
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