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Abstract
In this essay the importance of management and leadership within an organisation will be evaluated. The essay will look at the impact of organisational structure and culture in supporting leadership and management with in the health care setting, including reference to the motivation of employees. It will look at the possible impact to service users in the National Health Service (NHS) specifically, if employees are lacking in motivation. Also, the impact on the organisation and employees. 
The National health Service (NHS) was established in 1948, according to (NHS 2019), it has over 1.5 million employees. (NHS 2019) states it was available for anyone regardless of wealth. When the NHS was started by the minister of health it was based on 3 core principles. The core principals are that the NHS meets the needs of everyone, that it be free at the point of delivery and that it be based on clinical need, not ability to pay. The three principles have steered the development of the NHS for the past seventy years and remain at its core.  
Introduction
There are many issues within the NHS, one issue at the moment. These issues have an impact on staff, patient and the organisation itself. One of the current issues is the wait that patients face on board an ambulance outside the accident and emergency department. According to Blanchard (2019) 12,285 patients were kept waiting outside a very busy accident and emergency unit in an ambulance at the beginning of January 2019. The patients waited an excess of thirty minutes. This number was twenty six percent higher than the week before. 2,986 of these patients waited more than one hour. The Kings Fund (2017) states activity in the accident and emergency departments has increased. Between 2012 and 2013, 2016 and 2017 the amount of people attending the accident and emergency departments went up by more than 1.6 million, that is a 7.5 per cent rise. It also shows the number of emergency admissions from accident and emergency had a rise of more than 481,000. That is a 12.8 per cent rise. Another issue is the over runs paramedics experience, this is a very common occurrence and means, often a twelve hour shift turns in to a fourteen, maybe fifteen hour shift.
Main body
Issues of this nature have big impacts on everyone involved. When it comes to the employees of the NHS, it is fair to say that the moral has never been so low. Collitt (2018) explains in a news report that Staff are frustrated and exhausted, they are working long hours and doing regular overtime. This is having a bad effect on staff, mentally and physically. It is not maintainable. The ambulance service saw a record high of sickness levels in December 2017. Most of the issues were mainly mental health and stress related. In another article Johnson (2018) writes about NHS staff in the Guardian, many members of staff state there is a major issue with staff being burnt-out. This comes from being under staffed due to sickness or funding. When staff are feeling burnt out and suffering mentally and physically, they are not going to be motivated. They will feel the complete opposite. 
Leadership and management within the NHS has a dramatic effect on the everyday running of the NHS. Doyle (2019) states that there is more to management than telling employees what needs to be done. It is important for the manager to understand business organisation, communication and finance, as well as having good understanding of the organisations policies. Managers are not necessarily the most important people in the organisation, their work is essential as it helps everyone else work together. Management skills go hand in hand with leadership skills because they both involve problem-solving, decision-making, planning, delegation, communication, and time management. Good managers are usually good leaders. Management is about running the organisation. Leaders focus on motivating and inspiring their assistants. Leadership is about people. Not all leaders have the ability to be managers, and not all managers have the ability to be leaders.
The NHS has values. Seijts (2013) explains that values are beliefs people have about what is significant and meaningful. Values influence behaviors because people look for more of what they value. These values are part of the organisational culture. Sinclaire (1993) states organisational culture is how people behave ethically in organisations. It is also progressively understood as a trait that management can and should encourage to make organisational performance better. When things go wrong in an organisation, managers look to the culture as both the source of problems and the root for solutions. There are four types of organisational culture. MSG (2019) shows Charles Handy’ model of organisation culture. The power culture, there are some organisations where only few people are authorised to make decisions, the power remains in their hands. They get to enjoy privileges at work. They are the most important people at the workplace and get to make the major decisions. In this culture the assistants have no choice but to follow their manager’s orders. Employees do not have the freedom to express their opinions or share their ideas. Task culture, this is when teams are formed to meet the targets or solve problems. In these organisations individuals who share similar interests come together. They form a team. There is usually four to five members in the team. Everyone in the team should contribute equally and get the task done. 
Person culture, employees are more concerned about themselves than the organisation. The organisation in person culture comes last and will eventually suffer. Employees just come to work for the money and never truly care about the organisation. They are not usually loyal towards the management and never do what is best for the organisation. Lastly there is role culture, where every employee is given their own roles and responsibilities according to the job role. The employees decide what they can do and will happily accept. Every individual is responsible for something and has to complete the work given to them. Power comes with responsibility. From looking at the types of culture it is fair to say the ideal culture for the NHS is role culture. Given the low morale from a lot of employees this could slip to person culture if management and leadership is failing. 
If there is poor leadership and management within the NHS there will be a knock-on effect, poor communication between management and employees, low morale for staff, this will result in poor care to patients. This gives the NHS the bad stigma. There are many news articles online stating issues within the NHS, one in particular article states that when a patients visited A&E “The place resembled a battle zone, with so many people waiting to be seen at triage, and later on by medical staff, that some had to sit on floors in corridors” (The Guardian, 2018). It is news like this that gives the NHS a bad name. Management is key for employees to feel they are valued, this will result in a good moral amongst employees and finally great care for the patients.
If Mcgregor’s Y theory was applied to the management of the NHS staff would be motivated and patient care would improve. Staff would feel appreciated and driven to seek responsibility. Staff would feel satisfied once they had completed assigned jobs, 
Lumen (2019) states theory Y assumes work will come naturally if the conditions are good and people will be self directed. They will want to be creative to do the work assigned to them. People will be dedicated to their quality and productivity aims if there are rewards in place. The positivity will then spread throughout the organisation. Most people can handle responsibility because creativity and ingenuity are common amongst employees. Under the Y theory conditions, people will search for responsibility. If this is assumed, there is a prospect to make personal and organisational goals parallel by using the employee’s own need for fulfilment as a motivator. McGregor claims that Theory Y management does not indicate a soft approach.
In contrast, there is Mcgregors theory X. Schermerhorn (2010) explains theory X assumes that their employees do not like work, they lack ambition and the do not like to take on responsibility. Theory X will also assume that their employees do not like change and are very resistant to do so. Lastly theory X insists employees prefer to be led instead of leading. Managers like theory X are often dictators. Employees have no say in the work they are told to do. Theory X controls and commands. When employees are managed by theory X they become dependant on being ordered around. They will only do what they are required to do and will not be motivated to seek more work.
Conclusion
The NHS needs good Management and good leaders. Leadership is an important role within management. The leaders get the employees to work together, together they achieve the organisations goal. Achieving goals can only improve the organisation. As culture changes, a team working together changes together. If a person feels motivated, it will empower them to work as best as they can to achieve the goal. To conclude, Mcgregors theory Y would seem to be the ideal management and leadership style.
Recommendations
· More training for employees.
· performance management.
· Motivating employees to get them to embrace culture change.
· management support.
· Financially- look in to funding to get a thorough insight as to where all the finance goes, could it be better utilised in other departments?
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