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" THE HUMAN RELATIONS
.. MODEL AND
ORGANISATIONAL
CHANGE

Mrs. S. K. .K[—IANNA

There is a direct relationship between attitudes and
performance, leadership: and . productivity. If leads wus
to the belief that geod leadership should contain good

. decision making in the particular organisational
structures, says Mrs. SK. Khanpa, Ed. D., Nursing
Student at Teachers™ College, New York. :

WE are aware at the global level that many educa-
tional - innovations have taken place during the
last two decades. Nursing education 1s no exception.
The main purpose of writing this article is to make
the nursing educators gware of the fact that students
have -their own status and -teacher-pupil relationship
plays an important part ‘in making changes
sucessful or a failure. Some kind of representation from
student body is desirable on curriculum committees or
any administrative committees if optimum benefit is
expected. :

Nursing educators should attempt to gain better
understanding of the ways people change their be-
haviours of resist efforts by others to have them do so.
They should be aware of the target of change, medium
of change, leadership of - change, emotional change in
particular environments and the change of individual
hehaviour in particular systems. These aspects of change
are summed up wider the heading of ‘Human Rela-
tions Model and Organizational Change’. We will be
discussing these aspects with a view to make nursing
leaders and educators aware of ihe fact that a group of
students consists of .living human beings who Teact
emotionally towards any kind of change which is being

imposed on them without their participation.

Let us review the model of. human relations. The -

human relations school consists of two branches, for all
practical purposes. One .is concerned with morale,
leadership and productivity. The second, more sophis-
ticated branch, -is concerned with the structuring of
groups, and itis built on the premise of the first, but
applies those morales to the organization as a whole.

T.eadership and Productivity Branch

This branch of human retations theory states thal good
Jeadership will lead to increased productivity on the
_part of employees. “‘Good Leadership” is generally des-
cribed as democratic rather than authoritarian, emp-
ioyee-centered rather than production-centered, concer-
ned with human relations rather than with bureaucratic
rules, and so on. It is hypothesized that good leadership
will lead to high morale, and high morale will lead to in-
creased effort resulting in higher production. It wili also
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reduce turnover and absenteeism, thus raising producti-
vity by minimizing both training time and disruption
caused by absent workers.

" It has also been noted that there is a direct relation-.
ship between aftitudes and performance, leadership and
productivity. - It leads us to the belief that good leader-
ship should contain good decision making -in the parti-
cular organizational structures. The good leader is
thought to be practising good  human relations.
Many programmes are in effect to train - leaders for
various organizations. One of the most famous and suc-
cessful of these programmes have been dubbed T-group .
programimes, T standing for training. These tend  to
expand interpersonal consciousness, develop authority in
interpersonal corsctiousness, develop authenticity in in-
terpersonal relations and spontaneous behaviour, elimi-
nate behaviour that stems from hierarchical positions and
substitute collaborative behaviour, and develop ability
tosolve conflicts - through problem-solving rather than
through bargaining, coercion, or power manipulation and -
the same kind of leadership is required for nursing edu- -
cators who want to produce competent nurses through
the pursing training programmes.. The second important
factor is that nursing training programme cap be more
fruitful if nursing leadérs make good decisions by
involving student-groups in planning and implementing.
any kind of change in the nursing education,

This student-group invoivement leads us to the
second branch of the human relations model called .
“QGroup Relations Model”. The expansive view . of
human nature explicit in the second branch of human re-
lations theory tinds its theoretical yustification in the work
of psychologist Abrahom Maslow. Hesays, ““...thereis
a hierarchy of needs in the individual—physiological,
social, ego and sélf-fulfilment. Once the lower-order
needs, such as physiological and safety needs, are
satisfied, the higher-order neceds such as self-actualiza-
tion and autonomy, come into play. Each higher need
is not activated until the one ‘below it is reasonably
satisfied.””*

The human relations theory justifies the extensive
relations involvement in, and identification with, the
organization, A person who participates in an organi-
zation only to the extent of contract, or to the extent
of giving what he considers to be a fair degree of effort
for the return he receives, is considered a stunted
individual--even though he may be self-actualizing
outside the crganization. ,

Argyris has also described the similar kind: of
theory. He says,”...a fundamental conflict between the
individual and the organization. finding that the orga-
nization generally demands dependent, childish be-
haviour from its members and makes it difficult for
them to grow and achicve or maintain ‘maturity’...in-
deed, it i5 the responsthility of the organization to
develop maturity in individuals.”®

The most popular theory of this ‘sccond branch is
otiginated by Likert. He says, “The power of *job-
organizalion’ and ‘cooperative-motivation’ should be

1. AT_Mas!c;;;\;l-T./rc Human Organization, New York: McGraw
Hift, 67, p. 110,

2 C Arpyris, Tnterpersonal  Competence  and  Orpanizational
Effectiveness. Homewood, I11: The Dorsey Press, 62, p 5.
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combined in order to get maximum production. Group
conflicts, divergent groups, daily face-to-face interac-
tion, interdependencies, comptex hierarchies, fixed
amount of lemunexation, etc., dre Jow importance in
any organgz»hon 73

 Bureaucratic model is not like human relations
-model which is based or democratic set-up. The
human relations model is more flexible, creative and
efficient. Bureauvcratic model mvoives 1} Equal
treatment for ail employees, 2} A reliance upon exper-
tise, 3} Mo extra-organizational prervogatives of the
position, 4) The introdection of rules and regulations
that served the interests of the organization, 5) Setting
up specific standards of work and binding upon mana-
gers as well as employees. In this kind of model,
‘there is no flexibility, efficiency. creativity or
- responsivity.

The ¥deal Worse

Nursing education organizations are complex social
organizations. There are cooperative systems with all
people working towards a common goal. These organi-
~ zations consist of forges generated by people acting in
concert to achieve a. common goal, but sometimes it
turns out that goals are not indeed shared by ail or
common to all. These organizations are expected to

3. W Likert, The Human Side of Enterprise.
Graw Hili, 60, p. i2
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work towards a common-goal of producing an ‘ideal
nurse”.  The ideal nurse is expecied 16 meet the physi-
cal, spiritual, psychological and socio-cultural needs
of the human beings who are sick. In this kind of
Pﬂ'nrf7 the authorities in ﬂwrms]nv education maninulate
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things the way they" are convenient to them. Instead
of taking studenis who are fiture norses into consi-
deration, the authorities wmake changes without their
participation.. This kind af attitude creates many pro-
blems. The educators may face conflict of interest in
the organization. In this kind of situation, the trust
is lost, the motto is misunderstood, the individual right
is tnreatemed and wunrest emerges which shatters the
whole frame of success.  MNursing educators ought to be

mote sensitive towards the needs aud requirements of
the student nurges who are brought up in a democratic
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According to the homan relations model, the. orga-
nization must involve groups who arc related to the
particular kind of change. The concerned groups shounld
understand the mechanics of operation, Any kind of
change process has three main steps. The first in-
volves ‘unfreczing mechanism’, i.e., 13 Lack of confirma- -
tion or disconfirmation, 2) Induction of guili-anxiety,
and 3) Creation of psychological safety by reduction of
threat or removal of barriers. These three mechanisms
make the educators aware of motivation for change,
but not the individual himself. The individual is a
student who 13 motivated for change of behaviour, but
not the human bemg himself,
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