Human resource management is a process of managing individuals talents to achieve business objectives, this includes recruitment, compensation and benefits, industrial relations and labor and management of employees health and safety within the organisation (Haslinda, 2009). The history of human resource management within the 19th century where a combination of scientific management and industrial psychology of workers was proposed and suggested by Frederick Taylor (1991), that identified, individuals should be managed not only in relation to the job and its efficiency, but the psychology and the wellbeing of workers. Human resources management processes are embedded, specific, dynamic mechanisms into a company that attracts, motivates, trains, evaluates and compensates its human resources. Human resources management leads to enhancement of productivity and strategic flexibility, which creates value to the company and allows it to carry out chosen market strategy (Amit et al, 1991). HRM is established by exchanging and developing information throughout the business, which will increase the companies adaptability, also adapting and drawing on past experiences to ensure effectiveness of the process and make alterations to meet changing needs of the company. HRM is continuously processed in order to fit the firm's strategies, the process is valuable to the company's stakeholders when in conjunction with the process of product development, customer services, HRM process contributes to a firm's realization of superior profitability with its strategic assets (Amit et al,1991).
De-investment can impact employee experiences, which is critical for employee engagement and productivity, research conducted by Gartner Labour Market survey with participation of over ten thousand managers and employees concluded that cutting cost within HRM department has some adverse effects on employees, analysis identified a decline in employee value proposition, employee engagement and a decline in employees meeting or exceeding performance goals (Dirks, 2020). In order to maintain the area's strengths with the issue of cutbacks, managers should address job performance by considering job rotation as it is beneficial to develop an employee's performance, allowing an individual to learn about their abilities and motivational levels. Management should continuously review positions, in addition to this, job rotation contributes to promoting job enlargement, which involves combining various activities throughout the roles, but at the same level as current position (Kampkotter et al. 2016). An individual that engages in job rotation contributes to achieve high overall future performance within the company, promoting job enlargement while learning a variety of new skills throughout the business. (Kampkotter et al.2016) According to Hertzbergs (1987) motivational factors, growth and promotional opportunities should be implemented for the purpose of advancement and growth within a company, in order to motivate individuals for overall good performance, therefore this should be considered to motivate employees. A result of these findings is supported by a survey conducted on NHS employees that concluded that staff appreciate involvement in decision making, voice their ideas, opportunities for employees to develop their jobs and the extent to which the organization is concerned for employees’ health and well-being (Robinson et al,2004), therefore leadership commitment should be establishing through clear vision, mission
and values, furthermore two way communication is essential, involving individuals and respecting their input, giving people appropriate training and opportunities for advancement (Markos et al, 2010). Using an IPA could benefit managers in identifying possible issues within a company, this is an adequate evaluation tool that can provide usable feedback, using this tool graphically illustrates gaps between the current conditions and future expectations of outcomes, and can identify causes of issues that arise and can effectively improve decision making. (Siniscalchi et al.2008).
Organisational culture involves shared values, assumptions and beliefs, surrounding individuals attitudes and behaviours, with balance of decision making and how activities within the workplace should be undertaken (Waisifsz, 2015). Factors within an organisational culture include the environment and history, also the individuals who participate throughout the workforce, understanding of the culture within a workplace is essential to implement effective leadership, which will influence group attitudes and behaviour (Hatch,2011). There are many factors that influence organisational culture, such as the structure of the organisation, the system and process of the work undertaken, behaviour and attitudes of individual workers, the values and traditions of the organisation and the leadership and management style that is adopted and implemented (Wilson, 2001). Negative organisational culture could arise as a result of change, movement from the current known state to the unknown is daunting, therefore managing organisational change should be considered (Organisational Culture and Cultural Change | Factsheets | CIPD, 2021). Implementing small changes can be beneficial as announcing change at an event can concern employees and potentially cause chaos, therefore management should consider informing and promoting change through storytelling, encourage the organisation to get involved in the vision and encourage their response to change, define the role of management and encourage them to be responsive to the need and desires of stakeholders, also define the role of management enabling them to draw on capabilities of staff, clarify the vision and ensure management are supporting the vision in order to implement it effectively (Elsmore, 2017).
.
Organisational Climate involves individuals' perceptions of how the organisation is run, such as the practices, policies, procedures, routines, and rewards (e.g., A. P. Jones & James, 1979; Rentsch, 1990; Schneider et al., 2011b). Hence, the basis of organisational climate is on the “situation” and its link to awareness, feelings, and behavior of employees. Budget cuts could potentially affect the well being of workers and the morale (Gardner et al 2021). In order to address organisational climate iss

