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Change Management
	There is a need for change in the organization since there are issues that affect the efficiency of the work setting. First and foremost, workflow dysfunction has become prevalent in the workplace due to a lack of proper planning. In this regard, there are imminent challenges such as reduced productivity, diminishing employee morale, and low-profit margins due to the aforementioned issue. The proposed change model will improve organizational efficiency and ensure maximum employee efficacy. Secondly, the lack of a proper communication framework is another issue that affects the organization. A disjointed communication system has created challenges of work delegation and the establishment of collaborative efforts among the employees. Also, the issue has reduced workplace transparency and accountability and created mistrust between the management and staff.  Lastly, an unflattering corporate culture is another that has adverse effects on the organization. There is an imminent misalignment of corporate goals and employee behavioral characteristics. Therefore, change is needed to inculcate a new corporate culture in the organization.
 Lack of a proper planning system is the undoing of all the managers since they have not developed plans in their respective departments. Managers have not provided outlines on how certain duties should be performed, starting from work delegation and measurement of outcomes. As a result, the workflow has been disjointed, and this impacted negatively on organizational efficiency. Also, the HR department has failed to provide proper communication channels that enable the appropriate interaction of staff at all levels. Communication in the organization is often made through memos, but there are other effective ways such as teleconferencing, emails, phone calls, the company's intranet, online group discussions, print media, etc. Lack of proper communication is also an issue since the organization does not have adequate resources that support modern communication systems. The organization is stuck with traditional means of communication that have proven to be ineffectual. Lastly, a negative corporate culture has become prevalent within the organization since the staff has become complacent in achieving stipulated organizational goals. For instance, members are no longer focused on promoting optimal customer satisfaction and are only salary-oriented.
	Moreover, the stakeholders involved in the change process include the management (CEO, Managing Director, and Departmental Managers, the human resource team). Also, all staff members will be involved in the process since they will be agents of the required change. Besides, external stakeholders such as financiers, government agencies, and other professionals will be included in the change process to ensure optimal outcomes. The stakeholders mentioned above will be affected significantly due to the change process. The management will be required to spearhead the required change. In this regard, the company's bosses will be required to come up with holistic solutions for the issues affecting the organization. 	Besides, they will be responsible for budgetary and resource allocation as well as overseeing the whole process. They will also be required to act as role models to other stakeholders to depict the significance of the change process. Employees will also be affected since they will be required to adopt a new corporate culture that they are not used to. Adopting a new culture is likely to create resistance among employees who are comfortable with maintaining the status quo. External stakeholders, such as financiers and equity holders, will be affected since they will need to part with additional sums of money to support the implementation of the change model. Governmental stakeholders and other professionals will also be affected since they will be required to meet regulatory compliance associated with the proposed change.
 My role as a change leader will be to act as a mirror that reflects the values, ideas, and the specifications of the change. In this regard, I will be required to be a role model and lead by example. My behaviors and attitude should set an example for other employees of what is expected of them. My words and actions should resonate with the proposed organizational culture. Besides, I will be required to be at the forefront during the decision-making process and provide ways of solving particular workplace challenges. I should be able to make decisions on budgets, human resources, and equipment to be used during implementation. Also, I will be expected to communicate the dynamics of the change model to employees effectively. Effective leadership entails give a sense of direction to other employees and motivates them to be committed to their jobs (Hao & Yazdanifard, 2015).  Therefore, I will be required to share information and keep the staff updated about new developments. Achieving all the aforementioned things will be possible since I will align my leadership with the process theory that requires managers to be servant leaders. In this regard, I will be more empathetic and responsive to the employees' needs during the change process to reduce the levels of resistance.
	In addition, the change agents that I will need to make the process successful will comprise persons from inside and outside the organization. In this regard, I will recruit consultants that will provide me with extensive repositories of knowledge on the need and potential impacts of the change model. Also, I will recruit trainers that will train staff on how to handle the new changes in the workplace. For instance, a technological expert will be hired to train staff to use modern communication systems such as online discussion forums and teleconferencing. Besides, I will recruit a counselor that will prepare the employees psychologically about the new development in a bid to sustain their morale. The counselor will also help encourage employees that all will be well alluding to forecasted emotional changes within the workplace. Lastly, I will recruit risk assessment experts to examine potential risks associated with the new change model and are likely to impact negatively on the employees.
	Most importantly, the change model will be relevant to the organization since it will help create a positive working environment that creates optimal staff and patient satisfaction. The organization will be more responsive to patient needs since there will be proper communication frameworks that promote medical outcomes. Change management is essential since it helps organizations to achieve its corporate objective as well as align work characteristics with the expectations of a firm (Jalagat, 2015). Also, the change model will promote organizational efficiency since systems will be put in place to reduce the disruption of workflow. Therefore, delays in service delivery will be reduced significantly since the delegation of duties will be defined appropriately. Besides, the change model will help increase the return on investment since productivity will escalate; therefore, the organization will realize high-profit margins. Lastly, it will create opportunities for innovation and creativity since the staff's morale will be high due to proper relationships within the work settings.
 Additionally, the aspects of the change model will include three stages, including unfreezing, changing, and freezing. The management will be involved in creating awareness about the proposed change model. They will highlight the need for change and why the existing culture impacts the organization negatively. The management will examine the existing behavioral traits of the staff and determine how they can be changed. In the changing phase, change agents, as well as the change leader, will implement the proposed enhancements. The staff will be required to learn about the introduced processes and the new way of thinking. The change agents will also offer support to the employees to make them comfortable with the new culture. In the freezing stage, the management and the change agents will solidify the new culture through organizational support programs to prevent reverting to the old one. 
 	Furthermore, the potential barriers to change in the organization are likely to be a lack of employee engagement, especially when they are afraid of change. According to Edwards & Saltman (2017), “Many of the characteristics of successful organizations and professional and managerial practice can easily tip over into behaviors that thwart change.” Another challenge will be the lack of an appropriate communication strategy; therefore, the change goals will not be communicated effectively to lower-level staff. Besides, complex organizational systems associated with the change will prevent employees from understanding the mechanics of the model. Overcoming these challenges will require the organization to establish collaborative efforts towards a common goal. Also, the management should be energetic and passionate about the change to reduce employee resistance. Lastly, an effective communication strategy should be established to ensure that all aspects of the change process are disseminated to the staff.
	Also, patient surveys will be carried out to gather information about medical outcomes alluding to the new change model. Medical record audits will provide data on procedural and interventional outcomes. Besides, interviewing the patients will provide information on patient-rated care characteristics. Staff surveys will provide data on practice experience while clinician surveys will provide data on organizational efficiency. Ethnographic observations will provide data on practice development and determine areas that need improvement (Jaen et al., 2010). Lastly, environmental measures will provide data on the environment, and financial records will provide data on the finances of the facility. 
	
	Besides, the employees should be regularly educated on the new structural and cultural changes in a bid to promote sustainability. Also, attainable goals about the new model should be set through regular communication with the team. Necessary infrastructure should be developed to support change (Silver, McQuillan, & Chertow, 2016). The outcomes of the new system should be communicated to the staff to determine whether they agree with them. Most importantly, the staff and clinicians should be rewarded for their contributions in ensuring the change. Again, the implications of the change should be discussed with the employees, and staff should be given opportunities to provide feedback about the new changes.
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