Assignment 1 – managing organisations in nursing 
This assignment will look into organisational change, organisational culture, organisational behaviour and the management of change using two different models known as Kotter’s change model and the iceberg model of culture.  According to Anderson (2020), an organisation is a group of individuals who work together to reach a common purpose.  An organisation will have policies and procedures to follow, which allows the organisation to have a form of structure.  An organisation can range from being run by a small group with a small amount of employees to a large group of people that can consist of thousands of employees.  Leadership also plays a big part within an organisation, according to CIPD (2023) leadership involves having the ability to understand people’s motivations and support them to achieve a goal.  Skilful leaders can support organisations and individuals to have positive outcomes by creating an environment that allows this to be effective.  Leaders should also show the ability to have self-awareness and show their personal qualities effectively. 
According to the NHS (2023), organisational change is when management wants to make changes to the workplace that can have a significant effect on employment, working arrangements or working practices.  The proposed change will be made through a formal discussion or informal engagement.  Changes made to an organisation can include the closure or relocation of a department or service, or it can involve a restructuring of roles and responsibilities within a particular department. Organisational change in some circumstances may be less of a complex change, such as the changing of break times or seating arrangements.  According to Pomare et al (2019), changes made in an organisation are common.  The success of change will come down to the individuals that are involved, which will include their awareness of the changes, personal engagement and ownership of it.  The ongoing development of hospitals is the most common form of organisational change.  Changes to organisations, such as hospitals can be made by staff, patients and visitors coming and leaving, models of care, workforce and governing structures are reshaped in response to policy and legislation being changed.  Organisational change can also be made through the introduction of new technologies.  For example, Nilsen et al (2020) suggest that changes in an organisation are needed to meet the evolving societal norms and values, some of which have much higher expectations for access to health care, improvement of patients’ experience and more involvement from patients in decision making with how their care is carried out. Staff training is continuously being undertaken to ensure that the healthcare professionals’ competencies are keeping up to date with current standards and have the right knowledge and skills needed to carry out the right care to patients.  It is also shown that changes made to an organisation can be challenging due to the need for a stable environment for healthcare professionals. This research has also shown that changes made to an organisation are also linked to how the changes will affect the work of healthcare professionals, their role and their overall lives.  According to H.i and E (2022), an example of organisational change could come down to the global pandemic, where it puts a lot of strain on health services. Organisations were having to put measures in place to keep patients and team members safe.  Research shows that the changes made to health care services were a complex task due to the challenges faced such as changes in strategies, technology and clinical communication.  Evidence shows that many healthcare organisations adopted more suitable models that can stimulate performance and patient satisfaction.  Research from Tort‐Nasarre et al (2021), also agrees are it shows that the increased demand for healthcare during COVID-19 resulted in a work overload and support from leadership was lacking during the beginning of the pandemic, as the healthcare services were overwhelmed by the increase of patients.  The changes that took place during COVID-19 and how healthcare workers responded to this can inform planning for future health disasters.  Some implemented measures that were put in place to prevent the spread of COVID-19 in workplaces were to isolate if shown positive results of the virus and to remain at a 2-metre rule within all health organisations as well as wearing personal protective equipment such as masks.  
Research shows that Wong (2023) suggests that organisational culture is the key to developing the traits that are needed to make a workplace successful.  Workplaces with good organisational culture show that there are a lot of positive traits leading to improved performances.  Organisational culture is about having a collection of practices, expectations and values that inform and give guidance to employees. Organisational culture is formed through authentic and consistent behaviours, an employee handbook can be a tool used to establish a culture.  Organisational culture is important within the workplace as it gives team members an understanding of the organisation as well as developing a common purpose and connections.  According to Khaw et al (2022), regardless of the prevalence and value of change initiatives within organisations, these can also face resistance from team members. The outcome of this is due to a change in behaviour and cognitive reactions towards the change being made by the organisation.  The research carried out shows that reports of organisational change had negative results on the process of the change ended up being unsuccessful. The unsuccessful change of the organisation is due to important factors being ignored by management.  Behavioural response is down to how managers introduce the change, for example when it gives employees an indication that it will end up in a more amount of workload, uncertainty and fatigue, especially when the changes are rapid. The reactions of individuals depend on the perception and assessment, this can suggest that the reaction is developed through the interactions between attitudes, beliefs and feelings of the change. 
According to Ellis et al (2023), when organisational change takes place, the workplace culture when showing support, can reduce the negative effects of transition, this is also key to success. A supportive organisational culture has been described as a working environment which consists of having a team that is trusting and collaborative, management shows support to employees and involves them in decision-making.  For example, organisational change within a hospital must have a supportive organisational culture which should include ensuring that staff in departments are valued, included and informed by management of any changes that have taken place.  For organisational culture to be successful, it will usually consist of a considerable amount of time as well as resources. According to Kopp (2023), Organisational behaviour is how individuals interact within groups and the principles that are put in place to make organisations run more effectively.  Organisational behaviour is research on how to improve job performance, increase job satisfaction, promote innovation, corporate human resources and have good leadership.  This can be done by using strategies and changing methods or performance. For example, training of staff can be used to help develop skills such as focusing on communication, leadership, teamwork, diversity and inclusion.  According to Singanamalli (2020), researchers and consultancy firms have developed several change management models that can support the success rate of change.  Despite these models supporting change, there is still a need to identify other factors as one model may not cover all gaps within understanding the success of organisational change.  Therefore, integrating current models can lead to more of an understanding of how to achieve management of change and to support with development of a comprehensive approach within the organisation.  Helper (2023) suggests that, In 1976, Edward T Hall created a model known as the iceberg model of culture, the model describes how organisational culture is visualised as an iceberg.  The model is used as a powerful metaphor that supports the understanding of the complexities of culture within a society or an organisation.  The iceberg suggests that only a small portion of the iceberg is visible above the surface, while the rest of the iceberg remains underneath the surface. Sometimes leaders will make decisions only keeping what is above the surface in mind, forgetting about what remains under the surface.  Certain parts of organisational culture are implicit and hidden within the organisation, whereas other elements are evident on the surface, like the tip of the iceberg.  According to Simon (2022), in the iceberg theory, the majority of the motivations, goals, structures and policies within the organisation are hidden and operate at a much deeper level than anyone consciously considers. When making changes to an organisation they should be thinking about the elements that remain under the surface as many of times they go unnoticed.  The iceberg that is visible above the surface consists of elements such as policies, strategies, vision, mission and external presentation.  The iceberg that remains under the surface includes elements such as values and norms, relationships, attitudes and feelings, status, unwritten rules and individual fundamental needs. 
According to Igoe (2021) in order to successfully implement change, there needs to be a proper framework.  This is where Kotter’s change model comes into place.  The model outlines how to systemically and effectively implement change within an organisation. The 8 steps of Kotter’s model are to create a sense of urgency, create a guiding coalition, develop a vision and strategies, communicate the change vision, remove barriers to action, accomplish short-term wins, build on the change and finally to institute change. Kotter’s eight steps should allow organisations to overcome challenges that may be faced and make the changes effective.  Following the eight steps will give the organisation more preparation and show commitment to embracing the changes.  According to Miles (2023), during the COVID-19 pandemic, Kotter’s model was applied in graduate medical education to deal with major changes in recruitment.  The research shows that program fill rates remained high and were still able to provide high-quality candidate experience.  The change management process allowed coordination among multiple stakeholders and was associated with good outcomes with website engagement and match results. The process of the change required time and investment from faculty and team members.  The use of Kotter’s model has shown a successful application in multiple areas of graduate medical education.  Change management is very important within a workplace.  According to Butler (2022), for a successful outcome, it is also dependent on personality and leadership styles.  When management is set up properly such as not skipping any steps within the models, it will allow for change management to be effective. If a leader were to force the process without any flexibility within the steps, the result would not be as effective.  It is important to show flexibility within the steps to achieve the goal of management. Leaders will need to identify any problems, communicate effectively with the team ensure the discussion is productive and respectful, decrease hierarchy, and pay attention to staff burnout. 
Overall this assignment has shown organisational change can have a massive impact on team members as well as individuals who access the organisation.  According to Tichy (2020), without clear instructions for the change being made, it can cause serious burnout on staff as well as not show any effectiveness to those who use the service.  Team members’ skills may not be up to date and can carry out wrong procedures, which can be linked to being unsafe. Therefore, it is important to maintain good communication with team members as well as make sure they fully understand the changes and implement strategies to help the team cope with the change.  According to Li et al (2021), The organisation will need to understand the attitudes and behaviours towards the change.  An organisation should be able to use the models shown above so that they are taking in great detail the steps they need to cover to have a more sufficient overview of the change to put in place.
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