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Introduction
The focus of this assignment will be to examine the organisational functions of a well-known company. The assignment will focus on four main areas and conclusions drawn as to how the company manages these functions. After analysing this subject, the focus will then be placed on a specific organisation- the National Health Service or better known as the NHS. To explore this area fully this assignment will attempt to examine all areas of the NHS including; specific management approaches, work motivation and satisfaction of the organisation, the perception and communication used in this setting, while throughout discussing the organisational context. Concluded in this assignment will be a summary of the details after analysing the organisation. Initially let’s examine the NHS, its history and how it has developed through time to get to where it is today. 
The NHS was founded on 5th July 1948 by a Welshman called Aneurin Bevan. Before the NHS was founded, Aneurin was a labour politician who was appointed the Minister of Health after labour won the post-war general election in 1945. Having this responsibility, he was able to take a fresh look at the problems which faced the medical scene. In doing so he decided that hospitals shouldn’t be under local authority care due to lack of funds, but in the care of the public sector; meaning that the funding for the healthcare services would be sourced from the government. The idea behind this step was to ensure that everyone had the same access to a good health service or services regardless to their wealth or status. The NHS was built on a 3-tier system: 
· Hospitals
· Family Doctors, Dentists, Pharmacists and Opticians 
· Local Authority health services
(Origins of the NHS, 2019).
Management Approaches 
It can be said that the classical approach was founded by 3 writers; Max Webber; who concentrated more on the bureaucratic theory, Frederick Taylor; who was more concerned about the scientific management approach and Henry Fayol who was interested in the systems theory, these three theories were combined during the late 1700s to 1800s when the industrial revolution began which then produced the classical approach. An advantage of this approach could be that there is organisation within the workplace and employees on every level of the hierarchy know their role thoroughly and responsibilities which apply. However, Simon (1976) argues that “Organisational design is not unlike architectural design. It involves creating large, complex systems having multiple goals. It is illusory to suppose that good designs can be created by using the so-called principles of a classical organisation theory”. 
Max Webber specifically looked at the bureaucracy in business; a system that can be seen to be applied to a large-scale business setting. This theory took an interest into the scalar principle; the hierarchy of a business or organisation. Theorising, every person should have a specific role or duty and would be governed by the person who was in the position above them. An example being, a manager would direct a deputy manager who would then relay to a supervisor. The supervisors job role would then be to ensure efficient and productive work is carried out by the lower hierarchy. In theory this system should leave no room for favouritism as everyone has a specific role. Argysis (1964) criticised this bureaucratic method and claimed that “bureaucracies restrict the psychological growth of the individual and causes feelings of failure, frustration and conflict”.
Frederick Taylor based his theory on scientific management. Taylor looked more in depth into associating workers in the same way you would machines; you have specific machines to perform specific tasks well, you should have a specific person who is best suited to a certain role who can carry out the task efficiently. The scientific approach is also known as the machine theory model. Each job should be broken down into sections and then the method would be to establish the best way to carry out the task while saving time and money. This approach was also seen to be micromanagement; looking into the smaller tasks to effectively improve the bigger task. In agreement with Taylor (Stern, October 2001) suggests that “the ‘scientific management’ of Frederick Taylor…shaped the first coherent school of thought with application to the industrialised world. He was our first professional guru and Taylorism- with its twin goals of productivity and efficiency- still influences management thinking 100 years on”. Despite some thinking the scientific approach to be the way forward, the workers who were employed under a scientific approach found the work to be very tedious and not requiring much skill. In 1912 the House of Representatives Committee reported that Taylors methods were useful in the organisational sense in a business setting, but it gave too much power to production management in the treatment of employees (Mullins & Christy, 2016).
During the 1920s, Henry Fayol concerned himself with the social interactions and behaviours of employees in the workplace. This became known as the Human Relations approach. Throughout 1924-1932 studies were conducted based on Fayol’s theories these were called the Hawthorne Studies. The studies consisted of four main experiments:
· The illumination experiment
· The Relay Assembly room
· The Interviewing Programme 
· The Bank Wiring Observation room
Mayo (March 2004)             
The advantages of the scientific approach and the Hawthorne studies are that they both identified and emphasised the need in human interaction and building relationships between management and their staff. It can be said that this approach is also at a disadvantage due to the nature of how these experiments were carried out. (Stead, 1978) argues that “the sex power hierarchies in the home and in the factory were congruent”. What Stead meant was women would fall in line under men in the workplace in the same way they would have done at home, meaning the experiment results were predictable. 
It can be said that the systems approach or systems theory is a combination of the classical approach and human relations approach. Biologist Ludwig Von Bartalanffy published an article in 1951 outlining this approach as a ‘General Systems Theory’ (Bertalanffy, 1951). The idea behind this theory is for management to have a clear understanding and appreciation that when one system in a business is failing for example: breakdown in communication between management and staff, the output and efficiency in the workplace will decrease.  One advantage of this theory would be it examines businesses as a whole; in order to have effective and positive running in a business setting, all systems in every sense including behavioural, social, and technical must be in sync and adequately organised in order to produce effectively. External factors can have a negative impact on the way a business operates. The systems approach includes all factors surrounding business. It has been said by Worthington & Britton (2006) “ External influences are almost infinite in number and variety and no study could hope to consider them all.” This suggests that complexity of how vast external influences have upon business makes the systems approach a complicated system to try and implement. 
The contingency approach can be seen to be interdependent with the systems theory. Structure is thought of as a main concern within the organisation in a business setting. Rather than one set plan throughout the whole business, it is thought that using the contingency approach will give a better insight into different scenarios including internal and external factors which can cause implications in a business or organisation. To summarise; this approach is a combination of many approaches to business, a successful company will have implemented some form of a hierarchy system, alongside the human relations approach where employees feel valued rather than just tools of the trade. A business is split into sections rather than being depicted as a one. To some that may be seen to be an advantage (Hunt, 1992). However, according to Robey (1982) ‘The contingency approach runs the risk of concluding that “it all depends on everything”, and the greatest danger is the over-emphasis on differences between organisations and the exclusion of similarities’. 
The NHS
With reference to the NHS, it is thought that this non-profit government funded organisation adopts the bureaucratic and systems management approach. Evidence of this is thought to be seen in relation with the hierarchy within the NHS. The NHS is governed by the current Health Secretary Jeremy Hunt; who represents the UK Parliament. Employment within the hospitals across the UK are decided within the hospitals themselves. Every department has a ‘Head’ official who oversees the operations and running of their departments across the board. Certain systems and policies are in place and regulations must always be adhered to. One advantage to these systems are the processes which are in every department of the NHS which staff and patients are governed by. An example being: check-up appointments, follow up appointments, surgery appointments, post-surgery follow ups. All these processes are essential in the consistent efficiency within the NHS. A disadvantage to these approaches adopted by the NHS could be seen to be lack of communication between the hierarchy due to the size of the organisation and the procedures that are in place, example being if an employee finds themselves in a situation where they need to communicate and require support from a senior official, there are procedures and policies in place which could prevent them getting the attention of the official they require. A disorganised operational core could cause a domino effect meaning inefficiency on one level of hierarchy affects the entire workforce.  This is a prime example of both system and bureaucratic approach working together synonymously.   
Work Satisfaction & Motivation  
Motivation is an important contributing factor behind any successful business. Without motivation staff input, output and efficiency will decrease resulting in high staff turnover, staff absences and general low morale which will affect productivity in the workplace. One of the managers roles is sustaining staff satisfaction and ensuring work motivation. A staff member will more than likely perform to the best of their capabilities if they feel appreciated and valued as part of a team. Everyone is unique and motivation drives them in many forms. The Chartered Management Institute (2012) states that “Motivation is the creation of incentives and working environments that enable people to perform to the best of their ability. The aim of motivation is to engage people with the work they are doing in order to achieve the best possible outcomes for individuals and the organisation as a whole”. 
Some factors which promote work motivation could be financial gain, good health, good leadership and communication within the business. Factors which could negatively affect work motivation could be poor leadership, poor working conditions and pay, poor work relationships and communication. While some may see money as a main motivator, it isn’t always what drives people to perform well and enjoy their job. Passion for work comes in many forms. One theorist who looked at motivation in people was Abraham Maslow (1943). He believed that basic human needs and satisfaction can be arranged into a series of five levels called Maslow’s hierarchy of needs. The theory is depicted in the form of a triangle. The levels getting smaller further up the triangle signalling peoples progression up the hierarchy. The diagram below shows what Maslow perceives as key importance to motivation and through motivation you gain satisfaction. 
[image: ] (McLeod, 2018)
                                                                     
However, this theory has been modified over time. Alderfer suggests that Malow’s theory can be broke down into three levels: Existence- human survival including psychological and safety needs. Relatedness- social environment, love and the feeling of belonging, relationships and how people interact. Growth- developing self-esteem and self-actualisation. This theory is known as ERG. Alderfer’s argues that individuals need more from these three levels to progress further than what Malow suggests in his theory. More than one level may apply at any one time and a person can feel satisfied and happy without needing to progress through five levels of needs (Alderfer, 1972).
It would appear the NHS adopt Malow’s theory with regards to work motivation and satisfaction. The organisation meets the employee’s basic needs by providing meal vouchers and retail discounts. Employees are provided with a sense of security through contracts of employment, set wages and the opportunities of paid overtime. The NHS adopts equality, diversity and inclusion within the organisation this gives workers a sense of belonging and it accomplishes the social factor of the hierarchy of needs scale. To ensure staffs self-esteem is encouraged the organisation provides regular training to boost confidence within job roles and this provides workers with enough confidence and experience to progress up the Bands to reach the pinacol of Malow’s theory which is self-actualisation. An advantage to using this theory would be staff feeling valued and appreciated with a sense of inclusion as the NHS is based around diverse cultures and societies. It is well known that the NHS has been struggling with supply and demand in the sense of not enough staff and too many patients needing care, this can lead to the basic human needs of sleep and rest being overlooked as employees are overworked and overstretched which is when mistakes are likely to happen. This overall could lead to a low staff moral.
Perception and Communication
Perception is a term for how things are viewed. Through internal and external factors such as emotions, experiences, reputation, sight, touch, hearing, smell and taste. Communication is also transferred via methods of speech, facial expressions and body language. Using the two combined is how humans interact with each other and environments. Perception is labelled as selective and subjective. Generally, humans make judgements based on their first impressions or past experiences. These can sometimes be difficult to change; this can also be known as the Halo Effect. Businesses can gain good and bad reputations through interaction with customers and staff. 
[bookmark: _GoBack]Over the years the NHS have gained a lot of publicity for good and poor care, these have been based on facts, figures and patients experience while in the hospitals care. Mark Dayan  (2018) reports “Overall, our analysis shows that the NHS performs neither as well as its supporters sometimes claim nor as badly as its critics often allege. Compared with health systems in similar countries, it has some significant strengths but also some notable weaknesses”. Through media coverage the perception of the NHS isn’t up to the standard it is perceived to be. Communication breakdown and staff strikes due to long work hours, poor pay, waiting times for patients which is putting a strain on all services, have all implicated the NHS’s reputation. One issue which seems to ring true is the cleanliness and feeling you get when you’re in a hospital, a person could walk into a hospital blind folded and know immediately where they are due to the distinctive ‘clinical smell’. The importance of good perception for the NHS is so patients feel like they are in a safe environment with staff that are fully trained and capable of nursing them efficiently.
Conclusion
In summary, it is known that the NHS has been running for a long period of time and the effectiveness of the operational core is based on a bureaucratic and systems management approach. This seems to be an effective and efficient way to operate such a vast organisation. Overall the need to have a hierarchical system in place is key to keeping the NHS in operation on such a large scale. Staff worker motivation could be seen to be improved through further recruitment to take the strain off existing staff. The diversity and inclusion within the NHS are a positive strong point in making staff feel appreciated and valued. To conclude this assignment in reference to the research found; management approach, motivation and perception of the NHS has developed it into the organisation that is beneficial for all UK residents today. It’s difficult to imagine the extent on which Aneurin Bevan planned his innovations to progress.
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