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[bookmark: _Int_gRQyAOLW]Evaluate how organisational change encountered in health and care management can affect organisational behaviour.
Introduction.
This essay will discuss organisational change and how it affects organisational behaviour within health and care settings. What is organisational change and what it means within an organisation. Several types of organisational change such as strategic, structural, technological and people orientated, what they mean and how they are implemented into organisations. Is change always needed to move forward and is it always welcomed within organisations. Secondly organisational culture will be talked about and how this is affected when management make changes within the organisation. Lastly how organisational behaviour can be affected when change is implemented within the organisation and the effects this can have on the behaviours of employees such as breakdown in communication, loss of productivity and a resistance to change.
Organisational change is not a new concept it is something we are all familiar with, especially within a healthcare setting, change is something that is constantly happening to meet new challenges and develop more efficient ways of working.  (library.hee.NHS.uk.2022). Change is usually made to improve systems and organisations but can lead to disruption of the workplace, anxiety and uncertainty, employees may become fearful of losing their jobs.  Change management is something that is put in place to help employees come to terms with any changes, by providing a structure for the changes being proposed and introducing the ways of working in a clear systemic planned way.   Professor John Kotter wrote the 8 step process for leading change in management based on a number of organisations undergoing change, his key steps are: Increase urgency, build a guiding team, develop the vision, communicate, empower, create short term wins, don’t let up, make change atick.  (library.hee.nhs.uk cited J.Kotter),(2011).
 “Organisations desire the need to change for them to improve and grow, when an organisation fails to grow, it will lose the competition and eventually the company will cease. Organisations see the need to change but fail to follow the appropriate sets of steps in undergoing change’. (Kotter), (2011).  Change can be a deliberate and desired attempt from within an organisation or it can be something which is beyond the control of the management and can come from higher management orders, such as new leadership or mergers.   Organisational change can be a positive and productive change within any organisation, it can increase motivation and employees are more likely to engage with management if they feel their workplace is evolving and improving. Employees can feel happier in their workplace if they see positive changes happening, making them feel valued and appreciated. Productivity and better quality of work can increase leading to better communication and more positive teamwork within colleague's relationships. There can be problems within an organisation though when change is introduced, Management can come up against opposition from employees, who have no desire to change the way they work for reasons such as fear of the unknown, fear of losing their jobs, or lack of information due to a communicational breakdown within the organisation. Rumours, mistrust of management and misunderstandings can occur, in some cases, employees may lack the skills and may need to retrain to make the recent changes imposed on them, Job dissatisfaction and low performance can then result. Organisational change can be challenging and can only be positive if the management know when and how to implement the changes. Despite the potential positive outcomes, change is often resisted at both the individual and the organisational level. Resistance to change – or the thought of the implications of the change – appears to be a common phenomenon.   Communication is always key, by providing clear and concise information with the reasons behind the organisational change can bring about a more positive experience with employees engaging and feeling more involved in the change process, and obviously employee feedback should always be considered. Employees training should always be an investment to equip employees with the necessary skills to ensure a smooth transition. Keeping staff motivated through any new transition can be successful when positive reinforcement is used, a reward system can be useful to encourage a culture of growth and positivity. Proper execution of behaviour management in healthcare settings ensures patient safety, ethical behaviour, and patient satisfaction.
Organisational change within a health and care setting is a widespread practice and can fall into four categories strategic, structural, technological and people orientated. Strategic change concerns the overall goals and purpose of the organisation, Process orientated change focuses on modern technology new skills or operating processes, People orientated change relates to skills, performance, attitude relationships and behaviour. These types of changes can be reactive or planned, Reactive change usually takes place in response to an event or events that were not predicted or were out of the organisations control, such as a crisis or a global pandemic. Planned change can often be brought about with the aim of improving the organisation. 
 Since its earliest days, the National Health Service (NHS) has been subject to almost continuous structural change, change has been needed to overcome problems within the organisation that have needed to be resolved.   Change is nothing new for organisations they are accustomed to continual change, some changes are easier to survive than others. A major part of change is the political climate of the organisation and the organisations business culture. Lewins wrote in his change model (1951) The organisational change explains the movement of an organisation from the known (current state) state to the unknown (Desired future state) state. This is because the future of this change is uncertain and may concern the people's worth, coping abilities, and competency, so the people of the organisation do not support change unless they are convinced differently.  Resistance to change probably effects the change process which will lead to the negative outcomes (Bordia et al, 2004) while the openness of change of employees must be focused during change process.  
 Organisational change within the NHS,  involves working with changing pressures in the environment, it is important to remember that cause and effect relationships may not be easily clear, and that an intervention in any part of a health care organisation will have outcomes in many others, not all of them expected, and not all of them desirable.  Ywye and McClanahan (2000) argue ‘Change in the NHS is never likely to be straightforward and linear, Proposed change needs to offer benefits of interest to frontline staff and the approach needs to be interactive and to relate research clearly to current practice’.  Meyerson and Martin (1987) said ’Organisational cultures are the signs and symbols, shared practices and underlying assumptions of an organisations’. Mayer (1982) went on to say “We know that significant jolts in the environment such as an economic crisis require an organisation to re-adjust its culture to fit with new environmental realities”.
 Ywye and McClennan agreed that “change in the NHS is never likely to be straightforward and linear, proposed change needs to offer benefits of interest to frontline staff and the approach needs to be interactive and to relate research clearly to current practice”.   (Ywye and McClenahan, 2000)
CONCLUSION 
And so, to conclude organisational change can have a significant impact on employee performance and is never straight forward, Staff need to be properly informed, trained and to feel supported by management. The use of leaders within departments also proves useful to adequately inform and promote a sense of engagement among staff. Change has proved to be a widespread practice within health organisations, structures are often reshaped in response to changing policies, modern technologies and equipment are often introduced. Organisational change means not only the physical environment changes but also the behaviour, structural and roles and so the whole organisational culture can change. However, with the use of proper planning and execution, organisations can overcome any barriers and challenges to ensure a smooth transition. Also, when management teams understand the impact of organisational change on employee performance this can help enormously with overcoming any challenges put in their way.
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