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Part 1
Organizational management 
The classical theory of management is a theory that asserts that the needs of workers are only economic and physical. The theory fails to account for the worker's social needs such as having job satisfaction but it emphasizes the need for job specialization, leadership that is centralized as well as maximizing profits. The administrative theory advocates for a formal administrative structure with power delegation as well as administrative authority. The theory emphasizes more on organizational design and organizational management. The humanistic theory of management advocates for human needs and human values emphasizing that organizational workers should not be considered as only economic assets but as people who have different needs and with the desire to attempt varied tasks. The operational management theory is based on the practices put forward by organizations to increase production efficiency. The theory emphasizes the process of production and operations which are more efficient. The contemporary theory of management emphasizes the importance of internal and external forces in influencing organizational action (Hayes, 2018)
Trends in leadership theory 
There are various trends in leadership and leadership theories.  Employee relationship is one of the major trends in leadership. Many organizational leaders attempt to build employee relationships and keeping them engaged. This is a major attempt by the managers to relate with their employees so as to improve their efficiency. The management structure has also been highly redesigned. Managers include employees in making decisions or providing their honest opinions which can be included in organizational decision making. Another major trend in organizational leadership includes organizations investing in human capital. Organizations understand that improving the efficiency of employees can be attained by improving their lives. This has influenced organizations to offer training and coaching to employees, improving their work environment as well as other factors that improve work-life balance such as job leaves and off days (Hayes, 2018).
Change management 
Change management can be defined as the organizational practices included in describing and implementing change in the organizational processes. It includes the various preparations and steps by organizations in establishing the necessary change in the organizations, such as explaining the change to the employees and supporting them. Change management as a discipline guides the steps put forward in preparing, equipping, and supporting the individuals in an organization to adopt a specific change. 
Internal agents of change 
 The agents of change in an organization are the individuals involved in promoting and supporting new organizational ways of doing things. Change agents in organizations include the leaders in the organization or even employees within the organizations who possess various skills required for the change. Change can also be influenced by people outside an organization. 
The internal agents of change in an organization include the individuals who are the process of change in the organization. In most cases, the internal agents of change in an organization include the managers and executives in the company who have enough knowledge regarding the organization. The internal agents of change are required to have a good understanding of the organization including the processes of the organization, the management structure, and also the employees. The internal agents of change work in identifying the various changes required in the organization as well as ways of communicating it to the employees before its implementation. Although in most cases the internal organizational change facilitated by managers, executives, and other top-ranking individuals in the organization, it can also include other employees in a lower tier in the organization who receive training from hired consultants by the organization (Armenakis, & Bedeian 2019).
External change agents 
The external agents of change in an organization include the individuals hired by the organization to facilitate the process of change. Consultants are the main external agents of change in an organization. The consultants are required to understand the organization through building relationships and familiarizing themselves with the organizational norms and beliefs. Understanding the organization is critical in change management as it helps the individual come up with honest feedback for the organization. The traditions within an organization do not limit the external change agents hence they can challenge the organizational leadership in their feedback (Armenakis, & Bedeian 2019). Consultants help in the change process by identifying the change processes required in the organization and recommending the possible steps of implementing the changes. The consultants can also train the managers and executives in an organization as well as employees who possess various skills on the various ways of successfully implementing the change process. The external change agents are also important in an organization as they can provide an outsider’s perspective to the organization and can offer advice based on their experiences with other organizations. 

Stages of change 
Unfreezing
The first step in organizational change is unfreezing. It is the stage before the organizational change takes place. It includes a process of ending the organizational ethos as well as the status quo. In this stage, the organizations identify the organizational need for change as well as identifying reasons why the current methods used by the organization may not work. The old managerial styles in the organization, its structure as well as norms and values are kept aside. Managers in this stage also provide an explanation of the change to their employees and their subordinates as well as explaining the need to do away with the old system in the organization, the values, and even the status quo. It includes the preparation of the employees to adopt the change as well as persuading them on the need to adopt the new methods and beliefs to their own benefit. 
Resistance to change is also experienced in this phase of organizational change. Some employees may find it hard to adopt the new means and completely forgetting the old means and values. The employees can be motivated through job promotions and enrichments as well as advancing the roles of the employees or giving them more freedom and authority. The use of force may be necessary when some employees resist the change completely and fail to adopt new organizational methods. However, means such as the provision of education or improving employee participation in the organization’s decision making process can be included before the use of force to persuade those who resist change.
Changing 
The changing stage includes after unfreezing. In this stage, the identified change takes place with the old organizational values, structure, and methods kept away and new ones are adopted. The various changes which take place in this stage include moving from an old system to a new one or moving from an old working environment to a new one. The change is implemented through the steps identified to facilitate the process. The new roles of employees are defined from an understanding new system (Cummings, Bridgman, & Brown, 2016).
Refreezing 
Refreezing is the final stage in the change process. The organization and its employees embrace the new change and make it the standard way of doing things. The employees adopt new ways of working in the organization as well as the new rules. Reinforcement procedures are included in the unfreezing stage (Cummings, Bridgman, & Brown, 2016). Various systems that provide incentives for the employees are enacted to persuade and motivate the employees’ change of behavior to the desired ones. The organization can introduce job promotions or bonuses to the employees as well as other performance appraisals to achieve positive outcomes in the organization. 
Organizational culture
Organizational culture includes the values, beliefs, and practices which guide the actions of all members in an organization. The organizational culture includes a system of values and beliefs shared within an organization and developed over time for the purpose of shaping the behaviors of individuals within the organization as well as the perceptions of the employees. Organizations that maintain a positive culture experience numerous positive traits in their operations which can lead to efficiency and improvements in performance. Poor organizational culture can however limit the organizational development through poor behavior and perceptions which affect performance Frost, et al, 2018).
Understanding organizational culture can be crucial for an HIM professional. Through the organizational culture, the individual can understand organizational expectations. Through this, one is expected to perform all procedures according to the organizational standards and way of doing things.  An HIM professional may also need to understand the organizational culture to help in identifying the various means through which change can be implemented including various aspects of quality improvements. It can help in ensuring any changes aimed at quality improvement are implemented in accordance with the organizational culture.
Part 2
HIM physician quality 
Vision and mission statement: To improve healthcare safety as well as the quality of healthcare services to all the members of the community by ensuring all the physicians meet the required standards to offer quality services. 
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Role definitions
	Managing director
	This is the HIM professional responsible for supervising all the matters related to the quality of services provided. All the managers report to them.

	Doctors and nurses
	Offering healthcare services to the patients visiting the hospital. 

	Customer care and receptionists
	They are the individuals involved in receiving patients as well as receiving patient inquiries.

	Chief services officer 
	This is the officer responsible for ensuring that the quality of services provided by the doctors and nurses as well as the customer care meets the set standards.

	Chief HRM officer
	Defines and oversees the process of hiring employees in the organization. 

	Assistant HRM officers
	They are responsible for identifying and hiring highly skilled employees to ensure the quality of services.

	Health information manager
	This is the officer responsible for information acquisition and information management. The individual also supervises the sharing of information in the organization. 

	Health information officers
	The health information officers gather health information regarding the current trends in healthcare which can be used in making any necessary changes to improve health services. 



Planned management style 
The preferred management style is the directive style. This includes a style in which decisions are made from the top officers and passed to their subordinates. This style is only included in the quality department to ensure quality delivery. The Managing director is involved in the final decision making including a definition of the hiring process, defining methods to include in employee development such as training and coaching as well as coming up with the appraisal systems. Any conflicts between the employees or differences in opinions should be addressed by their seniors who should report the matters to the managing director if more actions are needed (Peterson, 2017).
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