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Introduction of NHS:

The National Health Service (NHS) is the publicly funded healthcare system in the United Kingdom and is one of the country's most important public services. The NHS was established in 1948 with the aim of providing healthcare based on need rather than an individual's ability to pay. Over the years, it has developed into a large and complex organisation providing a wide range of healthcare services, including general practitioner (GP) services, hospital treatment, emergency care, mental health services, community healthcare and preventative care.
The NHS employs a diverse workforce, including doctors, nurses, healthcare assistants, allied health professionals, managers and administrative staff. Effective collaboration between these different groups is essential for delivering safe, high-quality and patient-centred care. As a result, organisational culture has an important role within the NHS. The values, behaviours and attitudes shared by staff can influence teamwork, communication, employee wellbeing, patient safety and the overall quality of healthcare services.
This assignment will examine organisational culture within the NHS and consider its significance for both employees and patients. It will explore the factors that influence NHS organisational culture, the benefits of developing a positive workplace environment, and some of the challenges that may affect culture and organisational performance.
Organisational culture refers to the shared values, beliefs, attitudes, behaviours and ways of working that influence how employees within an organisation interact with one another and carry out their responsibilities. In the National Health Service (NHS), organisational culture plays an important role because it affects the experiences of both staff and patients. A positive culture can promote teamwork, effective communication, respect, inclusion and a strong focus on patient-centred care.
The NHS operates through a large and diverse workforce, including doctors, nurses, allied health professionals, administrative staff and other healthcare workers. Therefore, having a supportive organisational culture is important for encouraging collaboration between different professional groups. When staff feel valued, listened to and supported, they may be more engaged in their work and more willing to contribute to improvements in patient care.

Organisational culture of NHS:
Main feature of organisational culture in the NHS are,
· Patient-centred, meaning decisions are shaped by patients' safety, needs, preferences and experiences.
· Compassionate and inclusive, so staff and patients feel respected, valued and able to contribute.
· Collaborative, with multidisciplinary teams and different organisations working across professional and organisational boundaries.
· Open and accountable, allowing staff to raise concerns and speak up when something goes wrong.
· Learning-focused, where incidents and feedback are used to improve care rather than simply assign blame.
· Committed to continuous improvement, innovation and evidence-based practice.
· Collectively led, meaning responsibility for leadership is shared across roles rather than belonging only to senior managers.

They challenges are:
· Heavy workloads and workforce shortages.
· Hierarchical structures that can make speaking up difficult.
· Stress, burnout and low staff morale.
· Bullying, discrimination or exclusion.
· Communication problems between departments and professions.
· Tension between financial or performance targets and patient-centred care.
· Resistance to organisational change.

Influence of Culture on Structure and Decision-Making:

Organisational culture has a significant influence on the structure and decision-making processes of the (NHS). The NHS has a culture based on values such as compassion, respect, teamwork, accountability and putting patients first. These values influence how NHS organisations are structured and how decisions are made. The NHS also have a way through hierarchical and decentralised structure, with responsibilities divided between national bodies, NHS trusts, integrated care systems and individual departments. This structure allows decisions to be made at different levels. For example, strategic decisions may be made by senior management, while healthcare professionals such as doctors and nurses make many decisions about individual patient care.
Culture also influences how decisions are made. Within the NHS, decisions are expected to consider patient safety, clinical evidence, professional standards and the needs of local communities. A culture of teamwork means that decisions are often made collaboratively, with healthcare professionals from different areas contributing their knowledge. For example, decisions about a patient's treatment may involve doctors, nurses, pharmacists and other healthcare professionals rather than being made by one individual. However, the NHS operates in a complex environment where different cultural influences can sometimes create challenges. For example, senior management may focus on financial resources and organisational performance, while clinicians may prioritise patient care and clinical outcomes. Effective NHS leadership therefore needs to balance these different perspectives and the overall of this is that the shape of the NHS is influenced by how the authorities is distribute to how the employee work together and how they decision is made. while important decisions are guided by clinical evidence, patient safety and NHS values.
Identifying Cultural Types: Models and Frameworks:
Edgar Schein’s Three Levels of Culture:
Schein's model identifies culture at three levels: artefacts, espoused values and underlying assumptions.
Artefacts are the visible aspects of an organisation's culture. In the NHS, these can include uniforms, hospital procedures, organisational structures, staff meetings, patient-care processes and the use of NHS branding. These visible features demonstrate the importance placed on professionalism, organisation and patient care.
Espoused values are the values and principles that an organisation states it believes in. The NHS places importance on values such as working together for patients, respect and dignity, commitment to quality of care, compassion and improving people's lives. These stated values provide employees with guidance about expected behaviours and how they should approach their work.
Using both models provides a broader understanding of NHS culture. Handy's model helps identify how authority, roles and teamwork operate, while Schein's model helps explain the visible behaviours, stated values and deeper beliefs that support the culture.
Overall, the NHS can be described as having a combination of role and task culture, with elements of person and power culture. Its large and complex structure requires clear roles, procedures and accountability, while patient care requires professionals from different disciplines to cooperate and make decisions together. Schein framework further demonstrates that NHS culture is reinforced through its visible practices, organisational values and underlying commitment to patient care and safety.
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The Hofstede’s cultural dimension :

Using the Hofstede’s cultural dimension in the NHS, Hofstede's model helps us understand how cultural differences can influence the way people communicate, make decisions, work with others and respond to authority. This can be useful in the NHS because healthcare teams are often made up of people from many different cultural backgrounds.
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Handy’s Cultural Types:
Handy's Cultural Types can be used to understand how different NHS departments and teams operate. Power culture can be identified by examining the people who have the greatest influence over decisions, such as senior managers or clinical leaders. Role culture can be identified through the clear responsibilities, policies and procedures that guide NHS employees in their work. Task culture can be seen when staff from different professional backgrounds work together to achieve a specific objective, such as improving patient services. Person culture can be identified where individual professional knowledge, expertise and autonomy are particularly important. By examining decision-making, responsibilities, teamwork and professional independence, Handy's model can help explain the different cultural characteristics that may exist within NHS workplaces.
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Deal and Kennedy's Cultural Model:
The four types of cultural:
1. Tough-Guy/Macho Culture-An emergency department can provide an example. Healthcare professionals may need to make rapid decisions about a patient's treatment, and the results of those decisions may become apparent quickly

2. Work-Hard/Play-Hard Culture-An NHS department may monitor patient waiting times regularly. Staff can see whether performance is improving and make changes if targets are not being achieved.

3. Bet-Your-Company Culture-An NHS organisation might introduce a major new healthcare technology system. It may require substantial investment and staff training, but the full impact on patient care and efficiency may not be clear for several years.

4. Process Culture-
NHS staff must follow procedures relating to infection prevention, safeguarding, record keeping and medication management. Staff may be expected to demonstrate that the correct process has been followed.
  An NHS emergency department may demonstrate characteristics associated with Tough-Guy/Macho culture because healthcare professionals can work in high-risk situations where decisions must be made quickly and the outcomes can become apparent rapidly. In contrast, Process culture can be identified through the NHS's use of established policies, procedures and documentation. Work-Hard/Play-Hard culture may be observed where teams regularly monitor performance indicators and receive frequent feedback, while Bet-Your-Company culture can be considered when an NHS organisation makes major long-term investments where the results may not be known for several years.
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Culture and the External Environment:

The NHS operates within a constantly changing external environment, including changes in government policy, technology, workforce availability, financial pressures and patient expectations. Organisational culture helps the NHS adapt to these influences by promoting values such as teamwork, professionalism, patient-centred care, equality and continuous improvement. For example, a culture that encourages learning and innovation can support employees when new technologies and digital systems are introduced. Similarly, teamwork and multidisciplinary working can help the NHS respond to workforce pressures and increasing demand for healthcare services. Patient-centred values can also help NHS organisations respond to changing expectations by encouraging staff to consider patient experience, dignity and quality of care. In addition, a culture of accountability and efficient working can help organisations manage financial pressures and make effective use of available resources. However, organisational culture alone cannot address all external challenges, as factors such as government policy, funding, legislation and workforce availability also influence the NHS's ability to adapt. Therefore, NHS culture acts as an important internal mechanism that can support organisational adaptation, but it operates alongside wider external environmental factors.
The NHS operates within a complex external environment that is influenced by political, economic, social and technological factors. Organisational culture plays an important role in helping the NHS adapt to these external influences because it affects how employees respond to change. For example, changes in government healthcare policies require NHS organisations to adapt their procedures and priorities. A culture of accountability and communication can support employees in understanding and implementing these changes.
Economic pressures also influence the NHS because organisations must manage limited resources while maintaining the quality and safety of patient care. A culture of efficiency and continuous improvement can encourage employees to identify better ways of working and reduce unnecessary waste. Similarly, technological developments require NHS employees to learn new systems and ways of delivering healthcare. A culture that supports innovation, training and lifelong learning can make technological adaptation easier.
Social changes also influence NHS services. Changing patient expectations can encourage the NHS to strengthen its patient-centred culture by focusing on dignity, equality, communication and patient experience. Demographic changes and increasing levels of complex healthcare needs can also encourage greater collaboration between healthcare professionals and services.
Workforce pressures are another important external influence. By promoting teamwork, inclusion, staff development and wellbeing, NHS organisations can create a culture that supports employees during periods of organisational change. 
Overall, the NHS can use its organisational culture to support adaptation by encouraging employees to communicate, collaborate, innovate and continuously improve. A flexible and supportive culture can therefore help NHS organisations respond to external environmental changes while maintaining a focus on patient care and organisational objectives.
Organisational culture as a barrier:
Organisational culture can act as both an enabler and a barrier to effective organisational functioning within the NHS. Its impact depends on whether the behaviours, values and expectations within an organisation support or restrict effective communication, teamwork, innovation and change.
Culture as an enabler can another benefit is continuous improvement. A culture that encourages employees to identify problems and suggest improvements can help NHS organisations adapt to changing demands. This is particularly important because NHS services operate in an environment affected by technological developments, changing patient needs and resource pressures.
The culture as a barrier can highly hierarchical culture can also create problems with communication. If junior employees feel uncomfortable questioning senior professionals, important concerns may not always be raised. In healthcare, this can affect teamwork and potentially patient safety.
However, organisational culture can also become a barrier. Resistance to change may occur when employees are accustomed to established ways of working and are reluctant to adopt new technologies, policies or procedures. . This can reduce the flow of information and make it more difficult for concerns to be identified and addressed. In addition, different professional groups or departments may develop separate priorities, creating organisational silos that can reduce collaboration.
There are also situations where a cultural characteristic can have both positive and negative effects. For example, NHS procedures and professional standards can provide consistency and contribute to patient safety.
Overall, organisational culture should not be viewed as simply a barrier or an enabler. Within the NHS, it can be both. A culture that promotes teamwork, communication, patient-centred care, learning and appropriate innovation is likely to support effective organisational functioning. In contrast, excessive hierarchy, resistance to change, poor communication and departmental divisions can create barriers. Therefore, the effectiveness of organisational culture depends on how well the culture supports the NHS's objectives while allowing employees to respond appropriately to changing healthcare needs.
Impact of culture: 
Organisational culture has a significant influence on organisational performance within the NHS because it affects staff engagement, teamwork, leadership, communication, patient safety and the ability to respond to change. A positive culture based on compassion, inclusion, collaboration and continuous learning can support better employee engagement and patient care. Evidence from NHS England and The King's Fund demonstrates the importance of psychological safety, effective teamwork, compassionate leadership and staff involvement in supporting high-quality healthcare.
However, organisational culture can also negatively affect performance when there is excessive hierarchy, poor communication, resistance to change or a culture of blame. These issues may discourage employees from raising concerns, reduce collaboration and contribute to staff stress and turnover. Therefore, culture should be viewed as an important contributor to performance rather than the only factor determining it.
Several improvements can be recommended. NHS organisations should strengthen compassionate and inclusive leadership, increase staff involvement in decision-making, develop psychological safety and just-culture approaches, reduce professional and departmental silos, and measure cultural indicators alongside traditional performance measures. These recommendations are supported by organisational culture theories such as Schein's model and Handy's Task Culture, as well as evidence from NHS England and The King's Fund.
Overall, organisational culture can be an important source of improved NHS performance when cultural values are reflected in everyday behaviour and supported by appropriate systems, resources and leadership. The most effective approach is therefore to treat culture change as a long-term organisational process rather than simply introducing new values or policies
Conclusion:
In conclusion, organisational culture is an important factor in determining how effectively the NHS operates. The theories discussed show that culture affects how employees communicate, how leaders make decisions, how teams work together and how organisations respond to change. NHS culture can support effective performance when it encourages teamwork, respect, innovation, employee involvement and a strong focus on patient care. However, cultural problems such as resistance to change, poor communication, excessive hierarchy and lack of staff involvement can negatively affect organisational performance.
The analysis also demonstrates that there is no single culture across the entire NHS. Different hospitals, departments and professional groups may develop different cultural characteristics depending on their responsibilities and working environments. This means that cultural improvement needs to consider the specific needs of individual teams and services.
Overall, the NHS can improve organisational effectiveness by developing a culture that is inclusive, adaptable, collaborative and focused on continuous learning. Strong leadership, staff participation, effective communication and psychological safety are particularly important. Although culture cannot solve challenges such as funding, staffing and increasing demand on its own, creating a supportive organisational culture can help the NHS make better use of its workforce and respond more effectively to these challenges while maintaining the quality and safety of patient care.
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