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Organisational change in healthcare is fundamental as it continues the development of the NHS and ensures that staff is evolving as medicine improves. Organisational change requires a significant shift in how management is structured, the culture, the underlying technologies, and internal operations (Stobierski, 2020).  Organisational change can also mean employing new staff members. This is important as a lack of healthcare professionals will increase “burnout and exhaustion” (Oak Engage, 2023), and they won’t be able to cope with the role's demands. When creating change in any organisation, “apprehension and negative expectations regarding the organisational change” (Pomare et al., 2019) are to be expected. Change can create a new unknown and takes time to amend to a new structure. Change management helps organise the modifications put in place and ensure minimal “disruption and introduce new ways of working in a planned and systemic way” (NHS England, 2022). 

There are two types of organisational change: adaptive and transformational changes. Adaptive change entails learning about an issue and a new execution of the answer to the problem (Maclntosh, 2019). This type of change is small and gradual, which helps the organisation adapt more smoothly over a more extended period of time. Management may make changes and try new things through trial and error to determine what best fits the staff and the organisation (Harvard Business School, 2020). An Adaptive change in healthcare may include an “evidence-based checklist, creating an action policy when the protocol is breached, holding individuals accountable for following new policies” (AHRO, 2017). Transformational change will alter the organisation on a larger scale by reshaping an “organisation’s environment or technology” (Daly, 2021). The changes may be found through revisions to existing procedures, a new internal hierarchy, and a new strategic direction supported through workplace culture. Healthcare can change so vastly that transformational change is extremely important as it allows us to use these new services or treatments to serve patients better and help staff support them better. 

There are many benefits of organisational change, including a boost in morale. This is important as evidence suggests that healthcare professionals will use high-quality care and support patients to the best of their ability. It also allows for fewer mistakes as staff are much more willing to ask for help or support each other at work (Sabitova, Hickling, Pirebe, 2020). Organisational change may also provide better internal communications. The organisation may better update and supply the correct information to staff so that they can make decisions accordingly. Good communication is crucial in healthcare because it has a “positive effect on health outcomes” (Health Education England, 2024). This will also help safeguard patients as they are able to speak up, feel heard, and say when they are uncomfortable or in pain. Change adaptation can be a little tricky for both staff and patients. However, once it starts to have a positive impact, patients and staff acclimate to it. A few minor adjustments can go a long way towards providing person-centred care.

There may also be unfortunate implications of organisational change as this process can sometimes be unknown and can make issues worse before the correct solutions are followed. This may include a “limited understanding of the change and its impact” (NI Business info, 2024). This will scare some employees, especially those who have been there long, as people become comfortable and almost complacent in their job roles and lack the creativity and desire to push themselves in a new way. Any new change implemented may not work, which can be a reason not to try. The fear of failure may impact the need for organisational change and doesn’t push the organisation to do better (Prosci, 2023). Organisational change also may not work if there is a failure to involve staff in the process and how it is working. This is important because it allows staff to carry out roles that are working in the change, and also, the staff can notify management when things aren’t working and how they feel something else may better the situation. Knowledge of the new procedures will empower staff and can transform the outcome of the procedures and whether or not they succeed. When creating a new structure, everyone must show commitment and openness to change to ensure success and longevity. A lack of commitment will “increase absenteeism and affect labour turnover” (Sofat, Kiran, Kaushik, 2015). This will affect the result of the change as they will be unable to conduct it properly, and the change won’t truly be tested. 

Organisational change can be both good and bad for an organisation. Good communication and leadership must be maintained when conducting organisational change to achieve the best results. This will also make it as easy as possible for staff to adapt to change so that they will still achieve goals and prioritise their patients. 

Organisational Behaviour is how “individuals and groups interact within an organisation and how these interactions affect an organisation’s performance towards its goal” (Crail, 2023). This will focus on the health professionals’ behaviour and productivity whilst at work and how the organisation or management can improve it to achieve better results. This means that creating a positive work culture can improve the workers' well-being and overall mental health, allowing them to be better carers and better at their job roles. Not all staff will work the same way; organisational behaviour will look at how different learning environments may work together to better fit individuals' needs. 

There are four critical elements to organisational behaviour, which are “people, structure, technology and the external environment” (The Economic Times, 2024). People fight change when it is not handled well, and organisations suffer greatly as a result. Ensuring that these four elements are strengthened and can survive independently will allow for an improved performance. Changes must be made both individually and collectively. Organisational behaviour is vital because it helps companies understand how people interact within groups. This can lead to a better work environment and higher productivity. Also, it's critical to manage a diverse workforce effectively. To create good organisational behaviour, managers must work with employees to conduct the role's work (Eaton Business School,2024). 

Organisational Behavioural theory is an academic study examining how different work styles may be recognised, understood, and implemented. Organisation behaviour theory was first developed in the US in the late 1920s when researchers at Western Electric Company chose to study their employees in an effort to increase productivity. They experimented with changing the workplace layout and found that social variables had a much more significant influence. It became evident that preserving employee morale and guaranteeing continued high productivity required solid social ties among coworkers. The study's most noteworthy finding was the Hawthorne Effect, a phenomenon where workers' behaviours drastically changed when they were being observed. Although the Hawthorne Effect had a significant influence on subsequent behavioural research, it should be remembered that organisational behaviour theory was only accepted as a valid area of study, at least in the 1970s. Organisational behaviour theory has developed over time and is now crucial to understanding how organisations are structured and how executives make significant choices. It has grown in significance when considering corporate culture, and numerous scholars have begun researching the potential effects of class, gender, and race on employee interpersonal interactions (Aptitude Management, 2024). Organisational change also has the drawback of being a costly process, mainly if it necessitates an organisational investment in resources like cash, labour, and time. This organisational investment could be in the form of educating current personnel, buying new equipment or technology, or adding more staff members. Organisational change may also result in operational expenses for the introduction of new policies and procedures (Abbas, 2022). 

There are also theories specifically for management that help create an example of how to work through the process of change and how to support their staff better. In order to inspire and bring out the best in workers, management theories—which offer the foundation for an efficient management strategy—are used in contemporary workplaces. Management theories consist of a collection of overarching guidelines that direct managers in managing a company. These theories, which centre on group performance, organisation, and supervision, provide employees with a tool to help them align with organisational objectives and carry out the plans necessary to meet them (Conlin, 2023). One of the main theories for management is the classical management theory. The foundation of classical management theory is the idea that employees only have financial and material requirements. It ignores social requirements and job happiness, in contrast to more recent concepts of workplace management. Instead, the specialisation of labour, centralised leadership and decision-making, and profit maximisation are the tenets of classical management theory (Villanova University, 2015).

The values, beliefs, attitudes, procedures, and regulations that define and shape employee behaviour inside an organisation are collectively referred to as its organisational culture. The way that staff members and consumers view the company and its brand is reflected in its culture (Wong, 2023). Since providing high-quality care depends on fostering inclusive, happy work environments where people want to come to work, organisations should strive to develop compassionate and inclusive cultures throughout their systems and organisations (NHS England, 2024). Good cultural behaviour may be created using the cultural iceberg model. This framework is based upon a metaphor to explain the corporate culture, which is the iceberg model. The bulk of an iceberg is more remarkable below the surface, which is typically invisible, than it is above the ocean, which is its visible portion. The iceberg model's central theory is that much like a real iceberg, every culture has visible aspects like behaviours, but beneath the surface of a group or organisation, there are many more factors at play that influence these behaviours (Simon, 2022). The cultural iceberg suggests that for lasting change, the company needs to address those underlying beliefs and encourage risk-taking at its core. 

NHS Wales and the Welsh Government released the Speaking Up Safely Framework for NHS Wales. This framework will improve current practices to guarantee a uniform strategy throughout Wales and provide staff members confidence that their concerns will be treated with dignity, fairly considered, and without fear of personal consequences. It lays out the duties of managers, staff members, executive teams, and boards of all NHS Wales organisations in addition to those of individual employees to foster a culture where "Speaking Up" is encouraged in a secure setting and where everyone is aware of how to raise concerns and the procedures that will be followed. Having efficient procedures that enable employees to voice concerns enhances patient and staff protection and the quality of healthcare encounters. The new structure aims to guarantee that everyone is heard, has a voice, and gets a suitable and timely response (Welsh Government, 2023).

Staff behaviour must also be implemented when conducting organisational change to achieve the total outcome. Changes in culture and behaviour need movement, not an order. This entails carefully examining the purpose, philosophy, values, and beliefs that make up an organisation's culture and then modifying them to align with a fresh vision. The first step in bringing about change is for managers to model the attitudes and behaviours they want to see. This strategy will help gain the trust and support of the healthcare staff (Walk Me, 2021). It is challenging to alter culture and behaviour. However, managers have the power to influence behaviour and, as a result, mould actions that support and encourage organisational change initiatives.
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