Managing Organisations.
Being the manager of an organisation is one of the most difficult challenges a person can encounter in a career. There will certainly be plenty of challenges, but not all are as complicated as you might think. With the right attitude and the proper training there is no reason why they cannot have a successful organisation. Let us look at human resource management and what it means, culture, climate, and managing change.2007 was the most serious economic crisis in the United Kingdom. This led to a service recession in the UK as well as many other major countries. According to Stuckler (2017) The years that led up to the crisis saw rising economic growth, low inflation and falling interest rates, this was all caused by the banking crisis. By the end of 2012the UK had a dept of 2,205 billion pounds. The affect this had on social care was affected greatly as cut were made. The most affected cuts were hospital sectors, administrative costs, and prices of pharmaceuticals, as well as wages and staff members the power of the organisation is not finance, or technology, it is not even about strategy but as Lencioni (2002) indicates it is all about teamwork.

As well as good teamwork one of the most important factors in a company’s operation is human resource management. HRM deals with training and recruitment, as well as the management of staff. The performance of staff will have a big influence on the performance of the organisation. The HRM is also responsible for any issues in the organisation related to staff safety, wellness, performance, motivation, compensation, good training, also the hiring and firing of staff.   Davies (2015) suggests that having good employee development, is important in developing each member of staff at work, for individual and organisational skills. Career development should begin at recruitment, by advertising career- development initiatives, this could attract high quality candidates. By clearly promising, what can and cannot be offered, in the process of the hiring aspects, will help job seekers avoid applying to organisations, that can only offer limited career opportunities. It would be beneficial   if the organisation knows during the interview process, whether they can deliver the career development, that the employee is looking for. Having the right amount of training as well as a sense of belonging in the organisation, a good relationship with staff, and being valued as a good team member is also important.  Sands (2020) suggests not having enough time for your staff daily, is a costly mistake and can affect employee satisfaction as well as culture and long-term success.







The long-term success, using the modern approach to HRM in our modern world is vital to relationships between health care and HRM and has become more important than ever. HRM is important in managing employees to increase awareness of patient health and satisfaction. HRM must also make sure, that the staff have the proper training, skills, knowledge, as well as the abilities to do the job to a professional standard. Professionals will function more effectively through proper training. HRM must be able to ensure that the correct person is hired for the correct job, this can be done by identifying and describing the competencies for each position.  Ramadevi (2016) indicates the process of integrating the Human resource functions is necessary for any healthcare organisation. Recruitment, selection, training, and reward systems. Communication, planning, forecasting functions, all have a direct impact on patient care and satisfaction. Therefore, HRM is a complex venture. HRM have a responsibility of providing clear direction and guidance, for those working in the organization. HRM is also in charge of performance appraisals, the employees need to be evaluated on performance, to make sure they are moving forward, towards achieving organisations goals. The HRM will then be able to determine whether the employee needs to improve, then can offer additional training.

Managing poor performance, Mulder (2013) suggests that having quality conversation time and being able to provide feedback is valuable for employee learning and development. Feedback can prove to be highly beneficial in greater self-awareness, greater competence along with good quality skill proficiency. Feedback is valuable to employees to measure performance and behaviour perceived by others, as well as various other goals. This is especially important in health and social care, and will help improve the quality of care, as well as patient satisfaction.  Ashford and Cummings (1983). Poor performance could be found to benefit organizations if implemented effectively. Mone (2010) suggests that sometimes staff will not perform well in the workforce and a risk of dissatisfaction if performance management is not managed well and will not perform to their full capacity. When staff are performing unsatisfactory, or behaving in an unactable manner, then managers will initiate performance management and disciplinary procedures. Therefore, it is important for managers to have the right knowledge skills, along with the confidence to manage poor performance fairly. Poor performance can be a review, from a patient note on investigations, to an incident which has happened. Relatives of service users, the service users them self, or a member of staff. Once all the information is gathered, then the evidence must be reviewed, to ensure that there is a case to answer. Through any performance management process, confidentiality must be maintained.




[bookmark: _Hlk64462978]As well as maintaining confidentiality Keegal (2013) suggests Providing feedback on performance, along with a little praise, is a good idea, to maintain good standards. Culture is the personality and character of the organisation. This means that likeminded people become part of the organisation. As an HRM it is part of the job, to make sure that staff act and think like they are part of the organisation. By having a high team spirit along with happy, confident staff will have a good effect on the environment. Jenkins (2013) indicates that the culture needs to make sure that employees are valued, trusted, and appreciated. By developing reciprocal relationships with staff, this will help staff to make good relationships, with their service users. The HRM would investigate wages, private health care, free lunch while on duty and certain bonuses. This would all help in creating a good work environment, where staff are valued, and appreciated. All these incentives would hopefully make staff thing again about calling in sick or taking the day of for no apparent reason.
Additionally, culture is made up of shared values, beliefs, and assumptions on how people should behave and how decisions should be made. Culture impacts on most aspects of organisational life suggests Kirkley (2011). Analysis of the culture of organisations has sprouted numerous taxonomies and models, has been approached from different methodological perspectives and seen through a variety of epistemological lenses Hawkins (1997). The process of collecting and acting on feedback will impact on an organisations culture; this will show that managers care about their staff and service users and want to improve the experience for both.  Within the residential aged care (RAC) sector there are many challenges ahead such as the number of service users growing and needing more palliative care. Staff shortages, budget cuts, all have an impact on them who need it most.
Organisational culture has become more important than ever in health care delivery of long-term care, this is because in meeting these challenges managers will need to maintain a culture that ensures staff are motivated and committed.  The relationship between managers, staff, Service users, as well as their families is of great importance in providing a sense of community in RAC, this has proved to have played a key role in service providers welfare.  Creating this sense of community will require a compassionate culture that is driven by mangers being compassionate towards their staff and promoting excellent communication between the different parties (Frey 2016).
Additionally, having a strong organisational culture is crucial and proved to have a significant factor in creating improvement    across health and social care, in many areas including communication, perceptions of management and working conditions. Training and good interaction between managers, staff, service users and their families, were all improved due to good culture. Culture is difficult to change at the best of times, as it is part of the organisation’s DNA. Trying to change the way of looking and doing things, is hard for any organisation, but not impossible. Sack (2015) indicates that in our ever-changing society, that we live in today, organisational culture is more important than ever, as we need new ways to look at things, due to the growing population, of service users that need full time care. 

As well as organisational culture, organisational climate is just as important, they both tend to be shared by all members of an organisation. The culture includes deep held values assumptions, and beliefs. Where the climate on the other hand is more about recurring models of behaviour. Climate is easier to change than culture as the climate of the organisation, is to do with the feelings or the atmosphere that people get within the organisation. You can usually tell when you walk into a place what it feels like, the atmosphere whether it is welcoming or not, if you sense good or bad vibes and how you generally feel about it. Climate can change very quickly as it is based on people’s reactions, incidents, and events Wright & Morrison (2009).Human nature is based on the nature of our climate, we are essentially experiencing social organisational and behaviour problems, insufficient attention given to issues on how to address complex problems Hartal &Pearman (2010) suggest that   management changes and behavioural changes need to be identified, the need for ongoing, further disciplinary, and international research is now necessary.  Setting values and rules that must be followed by all staff in the organisation is good practice in organizational climate. Schneider (2013) suggests that climates have also been found to be more effective in smaller groups of people, stronger and less diverse. Jackson (2002) indicates that relationships in any organisation were more beneficial in stronger climates. Therefore, the more effective the organization is the more climate it will have within the organization.



Change management is a collective term for all approaches in supporting and helping teams, individuals, and organisational change. Dealing with a lot of change lately in connection with COVID-19, has been very trying for everybody especially managers in healthcare organisations. Think about the staff and the implications it might cause to the organisation as well as the service users and their families. Appropriate workplace measures need to be taken to keep running the organisation, as well as minimising the risk of the disease spreading. By changing the way things were done the staff needed to update on the situation, this was done by video conferences and online to avoid too many people in one room at a time. Behaviours had to be changed in terms of not shaking hands anymore, more hand washing, social distancing and use of more personal protective equipment. By regularly assessing reliable sources and keeping the staff up to date helps to keep everything under control Cleland (2020). Resilience to change is being able to adapt well in the face of threat just like that of COVID-19 as well as the economic crisis in 2007. Not everyone likes to change but it is necessary in organisations, to be able to deal with whatever comes their way. Instead of dreading the changes of a situation it is best to see them as challenges, an opportunity to learn. Change is inevitable in healthcare, and organisational change can lead to both negative and positive outcomes. Numerous studies found that positive effects to resilience and training were effective.  Brown (2020) suggests resilience training can improve resilience, while reducing stress levels, promoting employee wellbeing as well as improved performance.
Keeping organisations strong is not an easy task, for managers especially with all the cuts they have had since 2007. To be able to do this effectively, they must be prepared to work within teams, get ideas from the teams as well as involving them in decisions that affect them. Inspiring staff to follow by showing example, showing staff that leaders are competent, honest, and reliable, building trust and creating credibility, by always following through on their word. Making sure staff have the support and resources they need to work to the beast of their ability. Making fair decisions and being a true collaborator, by providing effective feedback Xavier (2002). Providing good quality communication, clear and conscious will help in keeping your staff agile and flexible to get their job done.  The Human resource manager is a big part of the organisation, but without a good team not much will get done. Having good organisational culture along with quality organisational climate goes along way within an organisation. Being able to adapt to situations very quickly, managing change in the organisation, as well as providing enough information to staff on what needs to be done. The most important part of any organisation is the team and allowing them to not just be employees, but to be part of the organisation and have a say in what goes. Also, by praising your staff and rewarding helps in the good function of a team.
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