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Every organization needs to adapt to changes in the market to sustain business. Navigating through the process of change requires knowledge of change management theories and models. The model of change by Kotter change is relevant in transforming organizational culture with aim of boosting the morale of employees. Tang (2019) observed this multiple step model of change management was developed to aid organization leaders in transforming and implementing change strategies. The model breaks down the process of change management by leaders into eight critical steps. The essay applies Kotter’s change management model to transform organizational culture at Our Lady of the Lake Hospital. 

The process of Transformation
My recent experience where there was a need for culture is Our Lady of the Lake Hospital where I worked in the facility’s business office. Previously, the hospital had a horrible culture and was demoralizing to employees. Healthcare staff used to work long without compensation for overtime. As a result, employee morale was low, and they were also stressed to deliver effective care to the clients. It was time to change the organizational culture to improve the morale of employees. The change framework by Kotter was very helpful in transforming organizational culture. 

Initial step of cultural transformation at the hospital was for the team to establish a sense of urgency at OLOL hospital. The change manager was tasked with making employees to see a need for urgent change by communicating the essence of acting with speed. Communication means such as social media, email, memos, and regular meetings were used to facilitate two-way communication, and feedback was used to improve the new culture. We proposed a flexible working schedule to allow employees work in convenient shifts. The proposal aimed at helping employees attend to other responsibilities at home and school for those taking educational training. Telework was also proposed for female employees to work from home while caring for their young ones. Consistent with Kotter’s second step, this was followed by building an army of coalition consisting effective people to guide, coordinate, and communicate change activities. A group of employees were enlisted to form a project team tasked with implementing the new culture in the hospital. 

The third step is the formation of visions for change and the necessary initiatives to implement the process of culture change in the health care business office. It is important to inform and make a clarification of how the future culture would differ from the current organizational culture. Here, the team managed to persuade directors and seniors managers to approve team’s proposal and ideas in the effecting cultural change in the hospital. Our vision was to boost the morale of employees by instituting the proposed culture change in the hospital. We had to work closely with all employees to get their feedback to attain this vision.

The next step is effective communication of the vision for change. Communication is important in reducing resistance as it helps employees understand the objectives of change process. The change project team explained to employees about how the proposed change would motivate them to work without stress and burnouts. The change would also help the hospital get recognized and rewarded for improved performance. The removal of obstacles to the change process is the fifth phase which generates the required freedom to attain the real impact (Baloh, Zhu, & Ward, 2018). The roadblock to change process was employee resistance and organizational hierarchy. By explaining the importance of change, employee resistance was eliminated. The older system, processes, and hierarchy were changed to suit into new organizational culture. 

The model’s sixth step entails generating short term wins for the change process. These wins must be recognized and communicate early and often to aid in energizing and tracking the progress of change. With everyone on the same page, employees were trained on telework and particularly telehealth as tool that would enable them attend to patient remotely from their home. They were also trained on working in shifts and methods of working as team.  

The seventh step of the model involve sustaining acceleration of change is paramount to achieving the ends goals. Piloting of the new culture was implemented using the maternal department of the hospital and was rated weekly to show employees that our new culture is working and hence build their belief in culture. The project team must press harder and relentless until after realizing the change vision. 

Lastly, after successful piloting, the new culture was instituted and anchored in entire hospital (Boff, & Cardwell, 2019). Therefore, the hospital management implemented work shifts and telework for their medical professionals including nurses, lab technicians, pharmacists, and physicians. Here, the team, through close monitoring and tracking the progress, they worked to ensure that the new behaviors and success of organizational success are sustained to persist until they gain sufficient strength to replace old habits. Finally, a new organization culture that motivates employees and boosts their morale was introduced and sustained in the hospital. 

Conclusion

The report has demonstrated practical use of change model by Kotter in the hospital setting. Specifically, the model was successful used to transform organizational culture in Our Lady of the Lake Hospital. Previously, the hospital had a horrible culture and was demoralizing to employees. Employees were overworked and received no compensation for overtime. The new culture introduced a flexible working schedule and telework for healthcare professionals. Eventually, a new organization culture that motivates employees and boosts their morale was implemented and sustained in the hospital. 
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