Managing Organisations 
Assignment One

This paper will cover an array of topics regarding the financial cuts within the United Kingdom, how to adapt to these changes and what challenges they can bring. This paper will look at human resource management, what is meant by this term, how financial cuts can affect this section of an organisation and how to avoid complete failure. This paper will also look at the difference between organisational climate and organisational culture. It will compare the two definitions and again look at how to best avoid failure within an organisation. This paper will also look at manging change, how to prevent upset while dealing with financial cuts and how to keep this section strong. A term this paper will often refer to is “austerity”. Austerity has been a phase in the United Kingdom since 2008 where government funded sectors have had large financial cuts, often leading into job loss and requiring sectors to completely change how they operate. 
Human resource management is the section of an organisation that manages issues regarding the workforce of that organisation. It will also try to keep the workplace culture under control and ensure that all members of the organisation are being as effective as possible. Human resource management will also deal with recruitment, motivation, development and training, safety and staff wellbeing, just to name a few examples. A human resource department is used in most organisations to grant stress from the owner and to allow a specific department that can dedicate entirely to the workforce (Legge, 1995). 
Financial cuts to any department of an organisation can be one of the most harmful events that can happen, but I feel that cuts to the human resources would be one of the most devastating. I have this opinion knowing the actual workforce is the key to successful organisation production. However, having an underfunded human resource department would catastrophically ruin the production and organisation of that company. Having no persons in charge of managing things such as annual leave, sick pay, recruitment, development of staff, safety and wellbeing, this would drive the company into the ground in a very short space of time. Bratton and Gold (2017) imply that by putting too much pressure on an underfunded human resource department would likely lead to understaffing, extreme stress and a possible hostile working environment. This would lead to massive staff turnover throughout the organisation, as the organisation would not be able to cope with the demand of satisfying and making the workforce feel valued. 
Financial rewards and bonuses are sometimes the best way to keep certain departments running at full power, but it is not always practical or achievable. Managers can find other methods to keep the human resource department strong and working efficiently. The empowerment of individuals and delegating larger responsibilities to them can often increase production and make the individual feel more positively about their work. This could however lead to an overload of work and stress. Regular supervisions are recommended to help avoid the possibility of work overload. Making sure that individuals have a good job satisfaction is key as their attitudes and emotions towards the organisation can have a massively positive or negative impact on their production. Finding out how individuals and whole departments feel is important as you can alter certain factors that may increase their job satisfaction and thus the ultimate output as a department (Judge, Et al. 2017).
Organisational culture is the image that an organisation portrays of itself based on its expectations and values. Different organisations from different industries will have vastly different company cultures, such as the difference between Google’s extremely relaxed and laid-back work ethic, and The National Health Service’s (NHS) extremely demanding needs based on the nature of the job. A surgeon cannot take a fifteen-minute break whenever they wish, where as an office worker may be able to. Organisational culture can also be important when recruiting new staff, as word of mouth and social media can give people good or bad opinions about an organisation just from a few words (Frost, Et al. 1985).
I believe that more stress and a more demanding work mentality, from financial cuts, can massively affect the culture of an organisation. Elsbach and Stigliani (2018) imply that if an employee is used to a more relaxed working environment before financial cuts, then they see the affects of the cuts, the aftermath of what is left of that organisation’s culture would be devastating for staff morale. For example, if the organisation was made to make redundancies, the remaining staff may feel that their time with that organisation is near to the end, therefore affecting their morale and job satisfaction. However, using the state of austerity that the United Kingdom has been facing, financial cuts may encourage staff to work more efficiently and justify their place in the organisation. This would likely increase productivity and may even boost working relationships and therefore boost morale and job satisfaction.
It can be very challenging to increase staff morale and keep a positive organisational culture during the times of austerity. As more and more financial cuts are being made, as well as plans for further cuts, this will automatically decrease staff morale and therefore company morale. However, Allen (2003) suggests that if a strong and efficient team can overcome the difficulties of financial cuts, you may be able to produce a better, more focused workplace. Financially difficult times can produce some of the most effective employees and therefore lead to greater production. If employees have effectively no budget limits and no drive to change, the workplace can become stale and repetitive. On the other hand, if employees are required to overcome difficult situations, it can inspire them to be more productive and thus creating a more satisfying workplace, as employees can see changes that they have made be used.
Kangis, Gordon, and Williams (2000) suggest that organisational climate is what a company expects from its workforce, that is written down and decided in advance. An example of this would-be what behaviours are expected and what are discouraged, what policies are required to follow and how rewards are utilised. Organisational climate and culture can be interchangeable at times, but it is stated that culture is almost unchangeable, whereas climate policies are able to be altered. Organisations in the United Kingdom are commonly run with diversity as the forefront of their climate goals, as diversity laws in the country are extremely important.
Financial cuts to an area that is heavily ingrained into an organisations path can be catastrophic for any plans or wanted achievements in the future. The organisational climate plays a large role as to how a company is run. Supervisors and other people of responsibility are usually assigned tasks as to how the organisational climate can change for the better, financial cuts will make this task a lot more difficult. Schulte (2009) suggest that by loosing funding, it can drastically change the path that an organisation will be able to take. This could leave the employees feeling as if their voices and opinions are being ignored as the organisation might not be able to fund these ideas. As an individual that has worked in a number of organisations, feeling as if your voice is not being heard can be extremely frustrating, especially if you hold a lot of responsibility. This will likely lead to poor staff morale, a lower production level and therefore a higher staff turnover rate. This should be avoided at all costs as it can massively impact the entire organisation. 
Despite the many challenges that have been faced during austerity, managers should have and should continue to find new ways to maintain a strong organisational climate. Since the beginning of austerity, in the later months of 2008, managers have had to adapt the way they are able to control the working environment. This would include creating new ways to be more efficient, time effective and manage the organisational climate in a completely different way as to previous years. The usual recommendations are to delegate more responsibility to employees to make them feel empowered and thus more productive. This should allow for roles of hearing fellow colleagues and reporting back to management to alter the organisational climate where needed. This is to ensure that all complaints and opinions from the employees are being heard and therefore reacted to (Osama, et al, 2020).
In order for organisations to be set up and driven to the best possible output, Senior and Fleming (2006) suggest that sometimes change is needed, and sometimes it may need to be drastic. Managing change well will require the management of organisations to be able to adapt, equip, prepare and support the workforce for this oncoming change. The COVID-19 pandemic has been an excellent test to see what organisations can manage drastic change to their usual work routine, especially in the health and social care sector.
I feel that financial cuts will affect the ability to manage change in many different ways. An example of this would be the inability of changing certain training for the organisation. In my personal experience, I have worked with organisations where the training has been poor and out of date. I Feel that financial cuts will prevent organisations from being able to afford to spend on new and improved training. Training is an essential part to running an organisation well. Managing staff through change, will help to give self-worth to employees and allow management to observe change and understand if their new ideas are worthwhile. 
I feel that managers can promote change as a good thing and show staff that ultimately, change is good. In the United Kingdom, change is usually seen as a negative, with most people stating, “I want the easy life”. Change allows us to stay resilient in the workplace and use all of the skills we can individually offer over our working life. It can be quite easy to get comfortable in a job and forget that change is important. Managers can help to prevent this by changing employees’ responsibilities regularly and, if possible, changing their working environment to keep them adaptable.
In conclusion, this paper has covered a range of topics and issues regarding austerity in the United Kingdom. It has covered what is meant by human resource management and how this section is affected by financial cuts. It has also provided some basic recommendation as to battling this potential crisis. This paper has also investigated the differences between organisation culture and organisational climate. It has provided definitions of the two and how they are implemented within the workplace. It has also covered how they have been affected by austerity and what is advised to deal with this issue. Lastly, this paper has covered the aspect of managing change, as well as providing recommendations to keep this area of an organisation strong. This paper has used an array of books and journal articles to help provide sufficient evidence to relate back to. Please find all reference in the reference list below.
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