Depending on the area of work, 2021 has presented to us all under different circumstances and situations and, for some others, with tragic consequences. From a financial point of view, this 2021 is beneficial for many companies because of what they deliver to their customers and are becoming richer and stronger than ever. But, on the other hand, many others are struggling and barely manage to get through or, even worst, facing bankruptcy (Didier et al, 2021).  
Human Resources Management, or simply referred as Human Resources (HR), is that department of a company or organization that has the responsibility to strategically use the full capacity of their employees for the growth of the company through minimized risks and bringing back profits from the investments in the employees (Rihan, 1998). This department deals with staff recruitment, training, evaluate performance of employees as well as fulfil their potential. Human Resources also must make sure that the company or organisation`s policies are presented to the employees (Gomez-Mejia, 2007).
When we mention cuts, we automatically think of reducing resources from which a particular department or company benefited from. But, as we know, Human Resources is a crucial department in a company or organisation. When HR is affected by cuts, an enormous challenge is presented and managing the situation cautiously is essential to get through such critical times (Gartner, 2020).
Because Artificial Intelligence is part of our lives daily, a wise and intelligent manager would take advantage and put the company on the path of this next level. Having already automatize some or most of the production is part of our contemporary way of conducting business (Gartner, 2021).
And let`s face it, it is cheaper, and no need to go through recruitment, training or paying taxes on this new kind of employee. Also, it is a win-win solution in the case of budget cuts (CMS Legal, 2018).
Despite the world's economic situation, we are tackling financial cuts to keep the company in business and embed this kind of challenge with the possibility of growing financially. Adopting SMART goals with a data-driven approach can be a bit drastic measurement but bringing back results can prove that this is the way HR professionals achieve their goals.
Eddy (2021), recently suggested in one of their articles a list that could guide HR professionals to work with to achieve their tasks and purposes. 
Work with your employees for your employees to work for you. Create a strong culture. According to Gallup (2018) “just 27% of employees strongly believe in their company's values and 23% of employees strongly agree they can apply their organization`s values to their work every day”. 
Since referrals are the best way of selecting talented recruits for the company, these recruits can be hired thanks to employees who strongly connect to the organization. In addition, because of solid core values, they are also highly engaging.
As mentioned before, by automating something, gives the employer the opportunity to dedicate more of his time to meaningful work. Some other recommendations for HR professionals to incorporate in their set of goals could be lowering turnover rates, minimization administrative tasks, get out of an interview root, improve the feedback structure, keep up with the HR education, ramp up onboarding, make work happier, help your people learn, prioritise diversity, equity and inclusion, re-evaluate employee benefits, continue flexible working arrangement, create an employee Wellness plan, improve employee engagement, and support mental health (Eddy, 2021).
Organisational culture is a set of goals, values, and beliefs consolidated by the fellows of an organisation cultured to the new personnel and transferred to future employees. It is a way of doing things that are shared by the one`s you work with (Schein, 2010).
Culture is boosted by the leader of the organisation and manifested by the employees from that organisation. Tony Hsieh, the former Zappos CEO, had a clear view of organisational culture. If the culture in an organisation is not "engaging and empowering your team, you`re losing money". This is the way many leaders view culture in their organisations (Forbes, 2020).
When the structure of culture is affected by cuts, it will also affect the morale, well-being and eventually the company's productivity. I believe all these consequences are in a chain of events that could shake the entire organisation so that it would take a while to rebuild the employees trust in their leader. Also, when the trust in your leader is shady, the company risks losing precisely those employees that are most valuable to the company. Of course, the situation varies from a company to another. 
In my opinion, no employee that does not share the views and methods of the organisational culture that he is part of will not be an employee for that company`s journey for long. Those employees who have different views on how things should be done and also have a strong character and a hidden leader in them could disable and destroy the company's culture. Particularly in those times that the company goes through rough times, like budgeting cuts, employees can become quickly unstable in what they believe in and start questioning how the company is managed and led (Willcoxson and Millett, 2000).
Since these budget cuts are discussed worldwide because of the pandemic situation we find ourselves in; many employees came back to work after furlough schemes and remote work. Furthermore, even if the automation under the justification of working on mindful thinks and not as much on physical things it is been presented to us as the only way to progress, it can be not very comforting. Not only but thinking that we can be replaced with such ease, mainly when many companies survived this past year even without the ones who usually keep things going. So, it is normal to doubt and question one`s value in the company (Talent Works, 2020).
Some recommendations on keeping a solid foundation in one`s company and rebuilding culture can be hard work. Keeping an honest relationship with the employees is vital for a sturdy culture. Although many mistakes happen throughout the Coronavirus crisis, it is essential to admit those mistakes and show a willingness to change things. A lot is being learned from those situations. Employees will empathise and welcome the idea of being kept informed on the future situation of the company.  
Another step is to keep transparency between employee and employer. Having honest communication throughout the organisation with honest feedback and considering employees suggestions could be another layer added to the foundation of trust. (The Balance Career, 2020).
On the other hand, organisational climate is not organisational culture, even if those two terms are often considered as being the same thing. Organisational climate can be described as a collective observation about the characteristics of the job setting that is perceived with major importance from a psychological point of view by the employees (Wilson, 2015).
Organisational climate is the employees' perception of the intangible things happening in the organisation, such as how rules and policies are felt and absorbed into the work environment's atmosphere (Turnipseed, 1988).
Obviously, budget cuts are affecting the organisational climate as much as in the human resources sector and the culture of the organisation. 
I believe, as an immediate impact, the morale of the employees is the first in line to be disturbed. The workers could pay more attention to how they behave, act and carried out their activity, and the rules of the organisation are applied with more caution out of fear of being released from their jobs if they do not do so. Fear of losing the job can lead to anxiety and panic attacks (Ganster and Schaubroeck, 1991). 
The stress hormone can take over someone`s psyche and can trigger the fight-or-flight response, and this work pressure can lead to mental health problems. And no matter how much someone is trying to give their best and increase their activity levels, under these circumstances, in most cases, can lead to a decrease in their productivity (Harvard Health Publishing, 2020).
Over time, chronic stress can cause significant health problems, and the employee's performance will go down the drain. This can also lead to work absence followed by lack of staff, and this kind of atmosphere can put a lot of pressure on the culture and the organisation's climate (Selye, 1957).
Managerial skills are very important in situations of a crisis. In order to be capable of preparing a solid ground for moments of uncertainty for the future of the company, a well-prepared manager will need the right mindset and face the situation as well as deliver the plan with honesty (Harvard Business Review, 2020).
It is the manager`s duty to have an operational approach for the employees to perceive an organisational climate that can be maintained throughout the times of uncertainty. Beside honesty and transparency towards the staff members, showing that the manager trusts the capabilities of the employees and that they all are a team and should work as a team and not as individuals (Pecino et al, 2019). 
Taking care of the employees and maintaining a level of satisfaction from their job and keeping a positive environment to maintain or improve their well-being and avoid burnout.These are the bricks that help to build or re-build the foundation of a team and set that climate that all or most of the employees are happy to work in (Wallace Hunt and Richards, 1999). 
After more than a year of uncertainties in all sectors', managing change was one of the biggest challenges the entire globe had to face. The entire population had to confront forced change. Normally, the negative attitudes and opinions approaching such situations on a smaller scale, this time, no matter that we liked it or not, agreed with it or not, believed it or not, we had to accept it and deal with it (Forbes, 2020).
Commonly the issue of change on staff members, leaders and productivity levels are negative, from fear, stress, discontentment, and the refusal of reform.
So, changing management can be described as the preparation of the intention and putting them in motion, accomplish and direct by making stabile the tactics of that change on the business and the personal side. Change is continuous due to new demands from inside the organisation and the constant external demands for evolution (Recklies, 2001).
Budget cuts are one change that often happens in some companies due to poor management, financial issues or a global pandemic. And because I will try not to be bias and my thoughts on how someone should manage change in an organisation during a global pandemic, this will be a poor opinion.
Managing change with a shortage in the company`s budget can be seen as a spring cleansing and eliminating all the excess hanging around without any use or profit for anyone. Under conditions of austerity, no company can afford the luxury of spending money that they do not have available anymore. Therefore, the main point on which the company should concentrate on is how to increase the profits without spending as much as before (Shakarlet, 2019).
Chron (2021), in a recent article, suggest how an organisation should tackle change when there is a deficit in the company`s budget. To keep the situation under control, the manager should be up to date with the company`s financial situation. If the problems are taken care of soon, a more significant problem could be avoided and managed better.
Besides tracking the budget and limiting the business spending, another recommendation can be raising revenue. It is about a strategy that needs to have sustainable goals and a backup plan in case that the targets are failing to be achieved.
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