The Effects of Funding Cuts
An organisation is defined as a group of individuals who have come together in order to tackle one specific purpose. In this essay the central theme explores the four aspects which are human resource management, organisational culture, organisational climate and managing change and how these four aspects play a vital role in the running of organisations, how funding cuts will affect these aspects and the steps management should take in order to maintain the strength of these four aspects built before funding cuts.
Niles (2013) defines human resource management as a departments whose main goal is to manage people throughout their career whatever level in order to meet the goals set by the employer they work for. According to Aquinas (2009) within this person centred department in order to help meet the set goals created by their place of employment it can involve anything hiring staff, provide training to carrying out performance reviews. As human resource management is such a people originated department carrying out checks measuring behaviour and emotions is also included such as ensuring professional behaviour required from the employer is being carried out to helping employees struggling with unwanted emotions in relation to the job but also their personal life. Human resource management plays a vital role within healthcare playing different roles to ensure the organisation runs smoothly, for example human resource management plays a role when it comes to the hiring and retaining of staff to try to ensure the organisation is not understaffed or overstaffed, carry out checks to ensure staff hired are at the professional level required for the job and offer training to keep update with medical procedures. Human resource management will also ensure good practise is being carried meaning that the laws and legislations that have been set surrounding health care and treatment are being followed and care for any grievances that may occur such as if a patient complaints about a member of staff (Kabene, et al, 2006).
Emphasised in the paragraph above human resource management plays many roles within an organisation and for this resource to be hit by the threat of funding cuts can be gravely dangerous to that organisation, for instance one threat that funding cuts can cause is losing the budget to maintain the trained staff hired meaning that a lack of funds could result in redundancies being rolled out even to those high. The threat redundancies holds is that different departments may become understaffed meaning that the staff left become overworked and underpaid. Another threat redundancies causes especially to those higher up in the company is that management starts to lack meaning tasks are not being achieved, and more problems occur on a daily basis (Ganster and Dwyer, 1995). Funding cuts within resource management could also result in a lack of funding to provide key resources like emotional support for staff who are suffering with emotions, a lack of funding for these resources means the organisation is unable to afford private therapy and counselling services meaning staff may have to seek it somewhere else and may have to seek support using their own funds or unable to provide training to already employed staff within the organisation to help out employees who are suffering with an emotional crisis (Carroll, 1996). 
As explained by Schien and Schien (2016) organisational culture is expectations set by an employer or organisation on how to behave and the values which mean the most that need to be applied when carrying out the job role. This means knowing the written and unwritten rules, expectations and future expectations of the job role, attitudes that need to be maintained when carrying out certain tasks and understanding and using the same language and systems as they do (Scott, 2003). As debated by Bell (2017) on where organisational cultures fits in within healthcare as there can be many results when applied, for instance on one hand Bells shows the impact organisational culture can have if a care giver applies it when treating a patient as if applied the outcomes normally provide a positive experience for that patient as throughout the treatment respect and transparency have been shown. However, on the other hand Bell revels that if organisational culture is instead applied within working teams in health organisations the results can show a well rounded team who trust each other, can provide transparency and honesty when it comes to opinions on how to treat patients and goals that certain team need to meet. 
As organisational culture  is about ethics and values, Miller (1991) shows the impact funding cuts can have on how an organisation sticks to those ethics and values. Funding cuts could mean that organisations lays off higher rate of pay employees who provide a better quality of work then those who the company choose to maintain due to the fact they are paid a lower rate but yet provide a lower quality of work. In the same way an organisation would rather keep lower paid workers who provide a lower quality of work, the same could be said for how the organisations tackles problems and finding solutions to those that arise. Despite the strong values and beliefs, the organisation started with they could no longer be applied if cutting costs and saving money can be done. Staff opinions may longer matter, or ideas may not be included if it means they will cost more money and the quality of professionalism may lower due to the incorrect systems and language being used throughout the organisation because the quality isn’t there anymore (Coyne, et al, 2010). 
Schneider and Barbera (2014) throws light on what organisational climate is despite it being constantly confused for organisational culture. Organisational climate is about the polices, procedures, practises, encouragements, discouragements, and rewards set by an employer or organisation. Further explained by Pareek (2006) the six categories explained above show how an employer or organisation wants to set the environments for staff or individuals using the service, shows that positive work is valued, promotes healthy relationships within the workplace and cause the type of influence that will motivate and encourage employees to reach their professional goals weather it is for just that day or for their whole job career. When a healthy organisational climate is created within a health care organisation the relationship between the employee and employer will go from strength to strength due to the practitioner being happy with their work environment and characteristics of their job role which in the long run will encourage the employee to provide a positive happy attitude when thinking about work or apply care to a patient. Being happy within the work environment will also encourage the practitioner to explore and use all resources possible ensuring the best level of care is provided to the patient (Berberoglu, 2018).
Pryce- Jones (2011) teaches that despite organisation climate is about the environment provided to the employee funding cuts will and can affect that environment. The threat funding cuts will have to the environment will be a lack of resources that will occur in these environments causing the employee to start to suffer from feeling confined within their workspace which can result in the quality of work they produce lowering and a lack of motivation occurring from negative feelings they will associate their job with.  A further example of what funding cuts can do to an organisation climate is affecting the recognition the organisation provides to their employees, for instance redundancies result in less staff meaning less job reviews are carried out from the inability to spare staff. When an employee suffers from lack of recognition within their job this could mean that the employees starts to feel unwanted and starts to become carless about the work they are providing which in the long run can cause problems for the company which the funding cuts have caused an inability to solve (Akremi, Sassi and Bouzidi, 2009). 
Managing change is the balancing act carried out by organisations to control areas where change has been applied from managing departments where dynamics have changed to managing employees who are unhappy with the changes that have been applied to their job (Kotter, 2012). According to Randall (2004) managing change can also apply when organisations suffering with changes in leadership or leadership styles to tackle problems which have occurred, it is applied when cuts are implemented meaning staffing shortages have occurred or overtime is no longer offered due to budget cuts, when new policies or procedures are introduce and when an organisation wants to  inspire their work force to produce better results or encourage employees to think beyond their day to day job role and considering what career goals they would like to achieve. Within health care applying managing change can have two effects when certain situations  have occurred, for instance when policies and procedures have changed for practitioners who carry out certain health services meaning they have to change the way they approach providing that service. One effect when managing change is applied can be positive, for example the change of polices can inspire that practitioner to freeze out the negative behaviours and force the practice of new healthier ones meaning the treatment patients receive improves. However, applying managing change in this situation could also have the opposite effect where instead the practitioner develops a negative attitude towards the changes from feelings of confusion or anger resulting in the negative behaviours to continuing meaning the best of care isn’t being provided to patients (Al-Abri, 2007). 
By being a balancing act, the threat of funding cuts can affect this act, for instance if the company is faced with redundancies the systems of communication could be affected from the lack of communication being carried out as the bodies aren’t physically there to spread the word of changes meaning the employees who have been able to keep their job are more vulnerable to being caught by surprised with the changes. Another way managing changes can be affected by funding cuts is by useless functions being eliminated. What can be seen as useless functions would be extra training days for staff or extra meets throughout the month for employees to understand the changes an organisation is making however if they were to be eliminated due to funding cuts this means the employees will be caught off guard with the changes and will not be given the time to prepare for the changes throughout the organisation (Hawthorne, 2021). 
When funding cuts occur, lasting effects can happen within an organisation however for those in charge it is vital that they use what they have left in order to better the organisation and employees who work for it. One way this can be done is through revaluating the demands required from the employees who have maintained throughout the redundancies, by lowering the demands this will encourage the employees to remain motivated while still producing a high quality of work. Another strength to encourage is to adopt  different policies and procedures that work within the budget and ones that the  employees are happy to carry out while trying to include in the new polices the original values the organisation would set up with and the reason why staff applied to work for that organisation in the first place (Forbes, 2018). A third solution encourages to eliminated unnecessary equipment in order to provide an environment that the  employees won’t find confining through investing on important things such as desks, chairs, key medical equipment, and a warm friendly staff room. A fourth and final suggestion an organisation can try is to understand work with the budget in order to offer further training which shows employees how their carer progression is still important to that organisation but also that the bettering of management is happening (Maddox, 1999).
In summary of this essay the central theme shows the importance the four aspects have within an organisation by providing many key concepts such as a healthy nonconfining work environment to providing support where career progression is wanted to be carried out. However, this essay also showed that despite any encouragement carried out through funding cuts there will also be a negative and lasting impact on the organisation from human resource management trying to maintain staffing levels to organisational culture trying to maintain ethics and values while trying to navigate a new way forward for the organisation for a successful future. 
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