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This assignment will discuss how funding cuts impact organisations and departments within health and social care. The different key aspects of management will be highlighted, showing the importance of proficient management when budget cuts are enforced. Recommendations to improve performance of management will be highlighted. 
An organisation is a group of individuals who work together to help achieve and serve a purpose. An example of an organisation is Kings fund, a charitable organisation. According to King's fund (2021) they help improve the health care for individuals within England. In order to manage an organisation effectively, there are crucial factors in which a manager must consider, to ensure high standards are carried out throughout the organisation. However, there are policies in place which are implemented to reduce government budgets, these include increasing taxes and reducing spending cuts, this is known as austerity (Stuckler, Reeves, Loopstra, Karanikolos, and McKee, 2017). Within a health and social care environment, austerity has a significant impact on organisations, which leads to budget cuts, less money being funded to services and departments. As a result of this, proficient management is required within the organisations to ensure services are still being delivered through budgetary crisis. Managers must consider, Human Resource management, organisational culture, organisational climate and managing change. 
Human Resource Management is the process which helps guide and oversee individuals within a work environment. It is important that human resource practices are implemented, and specialists support, encouraging individuals to work efficiently (Bratton and Gold, 1999). 
 Human resource management has several aspects which plays an important and effective role when keeping an organisation performing to a high standard. These aspects are, recruitment and selection, it is important that human resource management hire the correct individuals for the position, they must be suitably qualified and understand their job role. Once the right person is in place, it is equally important that they are supported and able to continue to learn and develop, this part of human resource management is called performance management. Performance management is about ensuring the individual understands their responsibilities and achievable goals, it is also important that they receive feedback from their manager and colleagues to ensure they are working with a high level of performance and that organisational standards are met and maintained. Reviews are conducted on regular basis, to ensure individuals perform well in areas of their post. However, if there are issues, they can be discussed, addressed, and measures can be implemented to help individuals. With any organisation, a plan of action is carried out, this is known as succession planning. It ensures that a replacement is ready, should a key member vacate their position. Another key aspect of human resource management is ensuring employees are motivated with motivational benefits to retain their workforce. Compensation and benefits, include weekly or monthly pay, holiday pay, day-care or company car (AHIR Digital, 2021).
Human Resources Information Systems are not a direct role for human resource management, however, it is a system which can be accessed to monitor training and track appropriate budgets. Human Resource data and analytic has improved over the last decade becoming more data driven. This system is where data is entered, and the information stored can be accessed to monitor and make more coherent decisions to what areas require improvement. The system can also be used to reflect future predictions, such as employee turnover and employee's needs (AHIR Digital, 2021). This system can be used to monitor areas or care but also show where funding cuts can be implemented, to ensure the correct level of care is given within health and social care setting. This can be done by eliminating unnecessary expenditures and consolidating similar roles. Regular monitoring to be carried out to ensure the level of care is being provided (Hawthorne, 2021). 
Bell (2017) suggests that organisational culture serves as the shared values and beliefs of individuals who work within an organisation. Organisational culture is based on how an individual should behave within a work environment (Wilson, 2001). According to, Pettigrew (1979)  organisational culture consists of psychological arrangements which can benefit individuals when they are thinking and making decisions for an organisation or company.  Policies and procedures are put in place to express the requirements of an individual. These can vary from working hours to how to deal with challenging situations, these are identified as tangible drivers. On the other hand, intangible drivers are, when a senior member of staff intervenes to alleviate a situation, such as helping when busy. 
Being a manager consists of several important roles, however, effective communication is crucial when conveyed to their team, as it can have an impact on the surrounding environment and their service users. If a manager shows a compassionate approach, it will develop a sympathetic culture, which will result in a better atmosphere and experience for service users (Davies, Nutley, and Mannion ,2000). 
Having a manager who can convey communication effectively and is understanding plays a vital role within organisation culture, because listening, asking questions and supporting other individuals improves the experience and environment atmosphere for staff and service members (Johnson,2019). However, if a manager communicates ineffectively, showing no compassion and support to their team, it can result in a breakdown in how communication is conveyed to their staff and their service users. If a manager, is showing inadequate confidence to their team or service users, it could result in, an ineffective communication barrier which leads to communication being misinterpreted (Johnson,2019). 
According to, Pettigrew (1979) Schein (1985) Sackmann, (1991) and Hatch (1993)
organisational Climate is to be understood as a collection of values and beliefs which help and give an organisation its identity. However, according to Neal et al (2000) organisational climate focuses on the safety of an environment.  Silvia, Lima and Baptista (2003) suggest that results from Neal et al (2000) show that organisational climate predicts the safety climate, in other words, the safety of an organisations environment must be at a high standard. A manager must ensure the staff and service users are safe as it is a key aspect of management. 
Organisational climate can be understood as the atmosphere of an organisation. The safety of staff and service users is a vital role of a manager. A manager must ensure that risk assessments are conveyed on a regular basis, ensuring that any risk is eliminated within the organisation environment. It is vital that the environment is clean, adequate ventilation and appropriate facilities are considered.  If an organisation ignores or does not consider the possible dangers, serious injuries or illnesses can be inflicted to the members of staff or their service users. Ensuring the floor surfaces are appropriate and suitable and safe traffic routes are implemented, in an event of an emergency (Unison, 2021).
Funding cuts will cause an impact on organisational climate and culture, as it will result in areas of the organisation being neglected. Prioritising the key areas and materials is critical for a manager as they must ensure the safety of staff and service users is paramount. It is important that the manager ensures the organisation is more efficient and can meet the correct standards, even if the resources are limited.  
With funding cuts, the services provided will not run efficiently and areas will be neglected, this could cause an impact on the level of care to service users. With the cuts and the population increasing, the Government seem to be overlooking this area and putting a strain on health and social care departments and organisations to limiting their service (Carter, 2019).
Everyday an individual adapts to change, whether it is in a positive or negative way, how they manage the change is important, as it can have an impact to the individuals and environment which surrounds them. Managing change in an organisation is equally as important as measures must be put in place to ensure high standards are maintained through this transition period. 
How staff manage change within an organisation is vital, as it can affect service users but also the structure of the organisation. Changes should be implemented by sharing the vision of the organisation with its staff, giving them the opportunity to process the new structures.  If a member of staff was to react negatively to change, such as doubting the direction of the organisation and how it is managed, they may begin to lose confidence. This can result in, spreading rumors. Individuals may hear a portion of the change plan and complete the details based on the information they accumulated.  As a result of this, it can lead to stress and anxiety (Ahmed,2020). With organisational change comes fear of Job security, employees fear losing their jobs and their leaders may not have all the answers to alleviate their fears (Ahmed,2020). Harvard business review (Galbraith,2018) state that honesty is key, and that redundancy are inevitable. 





Managers must be able to adapt to change as well as their team. It is important that they help their staff through the organisational struggles, such as financial cuts. If there were financial cuts implemented, managers must be able to adapt, and ensure staff are coping with the struggles, such as having to work more hours or lack of resources. As a result of this, managers must consider all key aspects of management. Consideration on how effective staff are to the organisation, ensuring that everyone is being more effective and beneficial to help support through the financial crisis. If staff are overworked, the standards within an organisation may drop, which may result in poor customer service, resulting in customers choosing to use other organisations and services.  Teams' health and well-being should be monitored with regular breaks. If there are staff shortages, a manager must be able to provide extra staff if needed. 
In the twentieth century, there were studies which were implemented. The studies were trying to identify the traits which could be found within famous leaders. According to, Martin (2010) a good leader is someone who has had experience with managing situations, but also someone who has self-confidence, motivation, emotional maturity and command the respect of others. However, this theory was questioned by Tannenbaum and Schimdts (1950), they believed that leaders could adapt and there were seven key aspects to consider, being able to announce a decision and expect conformity, explain a decision, discuss a decision and be open to questioning, negotiate the change that is to be implemented, being open to consultation before implementing a final decision, delegate to others and monitor the progress of any changes.  
There are many recommendations which managers could consider implementing when in a budgetary crisis, such as cutting the areas of the organisation that will have the least impact on their service. Ensuring that there is no department or service that is hugely affected by the cuts. Within a health and social care environment, budget cuts should not reduce the quality of care and safety of patients and staff. It is important that ongoing monitoring is carried out on a regular basis, ensuring there are no services struggling. Staff feedback should be encouraged, highlighting areas that need improvement. 
To conclude, funding cuts have a huge impact on organisations and departments within health and social care. It is important that managers are able to understand the key aspects of management and ensuring staff are able to adapt to change. Managers must be able to improve the performance of the organisation and ensure that the financial crisis does not have a significant impact on the structure or staff of the organisation. As a service provider, standards must be upheld and adequate facilities made available. As a result of cuts within the health and social care setting, a manager must prioritise the safety of staff and service users at all times, they also need to take into consideration the important aspects of management, such as human resource management, organisational culture, organisational climate and managing change. They must also identify and prioritize the area of the organisation that will have the least impact on their service. 
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