


Introduction
The financial crisis began when banks were no longer lending to one another due to the crash of the housing market in the United States of America, in turn this influenced the Great Recession in 2007-2008 (Ramskogler, 2015: Edey, 2009). Brought on from the Great Recession was austerity, being referred to as a significant experiment on European society which had a downturn effect on the British economy, this began in 2008 (Stuckler, et al. 2017); the effects from austerity within the United Kingdom (UK) has caused long-lasting damage (Ramskogler, 2015). 
Over one million jobs were lost, and incomes descended, this effected the money that was being spent by consumers and money gained through tax revenues. When the government’s annual spending escalated and exceeded revenues, further combined with the major packages that were used to bailout the financial sector, this caused the surge in national public debts (McKee, et al. 2012). The national UK debt according to the Office of National Statistics (2021) is over one trillion pounds, and it is only increasing. 
Mckee, et al. (2012) inform that budgeting cuts were implemented throughout Britain in the aftermath of the global financial crisis in 2008. To healthcare, these funding cuts meant cuts to services and restrictions to the access of care (Stuckler, et al. 2017: McKee, et al. 2012). Healthcare organisations still needed to operate and deliver services for those who needed it (Social Care Network, 2017); organisations needed to make many changes to become more efficient whilst still providing patients and service users a high quality of care.  
Human resource management
‘Human resource management is defined as a strategic and coherent approach to the management of an organization’s most valued assets – the people working there who individually and collectively contribute to the achievement of its objectives’ (Armstrong, 2006, p.3). 
Human resource management (HRM) is the management of people within an organisation (Leroy, et al. 2018). HRM have many roles which includes the internal and external hiring of staff, training, development, communication and administration (Rafiei and Davari, 2015). Steward and Brown (2019) offer that employees are seen as an asset within a company, whilst HRM is considered as the heart of the organisation. It is important to both HRM and employees to have a mutual benefit, allowing for a more productive and an efficient workplace (Guest, 2017: Lewis, 2020). 
When HRM are hiring new members of staff, it is suggested to be useful to hire those who fit both the job description and the job culture (Coyle-Shapiro, et al. 2013: Rivera, 2012), this is likely to contribute to performance. 
Brown, et al., (2018) highlight the importance of the development of staff management throughout employment; performance management by HRM is used to develop employees, individually or as a group, resulting in maximising the effectiveness of the organisation. Meetings can be held by HRM to effectively check in with employees and identify any issues that could be affecting their wellbeing (Brown, et al., 2018). It is believed that the wellbeing of social work practitioners can be linked to their job satisfaction; HRM need to support practitioners as there is a likeliness to underperform if the practitioner is unhappy within the working environment, leading to a negative impact on both the organisation and the service users (Graham and Shier, 2010: Tsai, 2011).
Funding cuts mean many jobs are lost, with many others being on the line; it also means the potential withdrawal of training for staff and further development (Johnston, Saridakis and Wilkinson, 2019). With less resources now available, it is vital that practitioners are given training in other roles so that the organisation can run efficiently, assuring the ones who need help can receive it. 
Budget cuts in the social work sector have had a significant impact to quality-of-care children and families receive, this increases the stress and pressure to practitioners as their workload is escalated (Community Care, 2019B); HRM have a duty to ensure the wellbeing of the practitioner does not affect their duty of care within the community (Dutta, 2014). 
With incentives and benefits likely to be cut (Vardarlier, 2016), HRM needs to be as transparent as possible with all employees to guide them through the crisis whilst retaining staff motivation (Boselie, Van Harten and Veld, 2019). Employees could be offered more opportunities to check-in with HRM as undoubtably they would feel more of a strain by having to carry out extra responsibilities within the organisation if there are less numbers (Community Care, 2019B). 
Organisational culture
Walid (2019, p. 14) proposes that “organisational culture is a crucial component of organizations’ identity, performance and perpetuation, which in turn could be influenced by different factors”.
The culture of an organisation is moulded by all staff within the organisation, through their beliefs, values and visions that they hold towards their role and working environment; organisational culture influences the behaviour within the workplace, resulting in the way employees carry out their role (Tsai, 2011: Mannion and Davies, 2018). Joseph and Kibera (2019) argue that as a result of negative organisational culture then employees can experience disempowerment and low morale, significantly impacting their performance. 
The key factors mentioned by Walid (2019) include the examples and expectations set out through leadership and management. Graham and Shier (2019) share the same view as Patrick and Kumar (2012) that diversity in the workplace will enhance the culture; if HRM exercise diversity within the hiring process then this will demonstrate to employees that within the organisation everyone is equal and there is no discrimination. Embedding diversity within the values of the organisation will ultimately help to steer the culture of the organisation (Patrick and Kumar, 2012); this can be done through rules and polices. 
It is suggested that the way employees feel toward their work environment goes as far as impacting the relationship with a service user or the service user’s behaviour itself; if there is a negative atmosphere this will ultimately reflect in practice (The Professional Association for social work and social workers, 2020). 
In healthcare if a practitioner is not happy within their organisation due to the culture of their working environment, then this can heavily influence important decisions that they are faced with (Davies, Nutley and Mannion, 2000). A wrong decision based of negative or low organisational culture could be avoided; employees should reflect the core values of their organisation within their practice (Mannion and Davies, 2018).
Funding cuts will significantly affect the culture of an organisation, which will implement changes; practitioners may instantly feel disempowered due to the uncertainty within the sector and fear of not being able to carry out their roles efficiently to help those who require it (Dark, et al., 2017). 
It is suggested by Roy (2019) that in recent years several local authorities have narrowed the criteria of a child in need, to cut costs. Cutting costs to children’s services results in a decrease in the number of children and families eligible for care; this could influence the values that social workers hold in regards of practice, as they will be aware that there are children and families that they are now unable to provide help for due to lack of funding (Community Care, 2019A). 
To maintain a positive culture, management could find out from staff how their tangible and intangible needs can still be met (Mannion and Davies, 2018). Management and leaders should continue to radiate positivity within the organisation by being as open and honest with the changes that are being made, but also make themselves available to staff for any questions or concerns that they and the organisation face due to the cuts in funding (Mishra, Mishra and Boynton, 2014).
Organisational climate
Organisational climate is closely linked to organisational culture mentioned in the previous section; climate must reflect the culture (Ehrhart and Schneider, 2016). Differently to culture, organisational climate is centred more on the perception of the organisation from the employees' point of view (Berberoglu, 2018). The perceptions employees have on their working environment varies from person to person, whilst one individual may find they have the best personal working experience and is fully supported by management, another individual may feel excluded and feel negatively towards their role and the organisation (Ristino and Michalak, 2018). 
The culture may offer values of equality and diversity, but if these policies are not practiced within the workplace, then the climate does not match the culture; this will cause a problem for employees and influence their performance within the organisation (Schneider, Ehrhart and Macey, 2013).
Social workers need to be fully supported and need to feel valued by the organisation (Geisler, Berthelsen and Muhonen, 2019). Providing organisational climate is positive, then a social workers wellbeing will be positively impacted; this will radiate through their practice, providing service users with a high quality of care that they need (Geisler, Berthelsen and Muhonen, 2019). 
If organisational climate is negative, this will show through the quality of care that is provided to the service users. With organisational climate and culture working hand in hand, this will influence the motivation of employees and their behaviours, as well as positively impacting on the performance of the organisation and the service users (Schneider, Ehrhart and Macey, 2013). 
When an organisation is faced with funding cuts, the climate will be affected, and employees may feel demotivated which in turn will influence their behaviours and performance (Mannion and Davies, 2018). Employees are likely to feel the stress and anxiety of job losses, bonus cuts and other changes that are made. With the same views as organisational culture, management can guide employees through this uncertain time with positivity and transparency. Many companies use climate surveys which allows HRM to gain the employees perfectives on the organisation and will identify areas in which climate can be restored if affected (Shah, 2020).
Managing change
Flovik, Knardahl and Christensen (2019) define managing change as “a shift in the organization from one state to another. This shift may be deliberate, with the aim of gaining or losing specific features of the organization to attain a defined goal, or it may be less deliberate, perhaps occurring as a consequence of developments outside the control of the organization”.
In social work, change happens daily as no two cases are the same; there is a necessary skill needed to be able to adapt to change quickly and efficiently (Carlucci, 2020). Change can be implemented for many reasons, such as, organisational climate, advancing technology, political, and economic (Hendrickson, 2012). Managing change can be done through many steps such as planning, listening to staff on all levels, being open and honest with the employees of the organisation and the adjustment or introduction of new organisational objectives (Hendrickson, 2012).
According to the Social Care Network (2017), in respect of less resources and added workload to employees, less time is being spent with the children and families who meet the reduced criteria of needing help. Management needs to plan and set adjusted objectives for employees, so they understand what is expected of them within their role during the funding cuts (Social Care Network, 2017).
When change occurs within an organisation, staff may feel anxious and resistant to welcome the changes (Hendrickson, 2012). Uncertainty could impact how social workers feel towards the organisation and their job role; as identified previously, this could hugely influence the way a social worker carries out their role within the workplace and community (Geisler, Berthelsen and Muhonen, 2019). The employee's perception of the changes need to be managed by those in leadership and managerial roles (Hendrickson, 2012). The need for transparency between management and staff is crucial in order to give staff an opportunity to voice concerns and ask questions (Mishra, Mishra and Boynton, 2014).
Conclusion
It is evident that funding cuts not only impact an organisation, but significantly impact one of their most valuable assets, employees; combine the two and the duty of care that service users and patients of healthcare organisations receive is majorly impacted. It has been identified in this essay the affect funding cuts have on HRM, organisational culture, organisational climate, and the management of change. Each identified area within an organisation can be assisted through changes by the transparency of leadership and managerial roles, taking on a top-down approach. 
Shortage in resources means a larger workload for practitioners, which results in underperformance in practice due to stresses and pressure of escalated workloads. Managers should take the time to get feedback from employees and mutually adjust or set new objectives for practice to be carried out efficiently. Throughout the time of changes due to funding cuts, managers should continue to boost culture and climate to avoid demotivation within the organisation. Regardless of cuts to funding, people are still in need of help and care through healthcare, this needs to underpin all changes.
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