This essay will be about public services and the way austerity has played a massive part in the way the services have been funded. It also looks at the way organisations can respond to austerity, both in terms of keeping staff morale and effectiveness on target, as well as developing strategies to work more effectively with less funding. Examples of good practice are provided.
The United Kingdom government started making cuts all over the board in different areas such as social services and police forces in 2010 following the global financial crisis of 2008 (Mueller, 2019). The Government introduced these austerity measures to try and reduce budget deficits. The effects of these measures in clued a large increase in homelessness, which has risen by 169% since 2010, the crime rate also rose, schools and hospitals felt significant amounts of pressure and the income gap between the poor and rich widened (Harper, 2019). The Financial Times analysed overall impact of austerity policies on working age adults in each county. In Swansea for example, the average adult if £559 per year worse off, while in Carmarthenshire the figure is £579 per year (The Financial Times, 2013). The social impact of this is the poor people will get poorer and need much more services.  However, the services they require are facing large cuts to their funding.  Therefore, these organisations need to adapt in order to continue to provide services in challenging times.
The ability to adapt depends on an organisation’s culture and climate. Mullins (2016) says there are many ways of classifying organisational culture. For example, Handy (1993) identifies power culture, where control is centralised and there are few regulations; role culture, where roles are key there is high level of bureaucracy, as with National Health Service, , task culture is project based culture; person culture, where people working in the organisation the central focus.
The way an organisation feels to work in its organisation climate (Mullins, 2016). It is by working hard together that makes this work and help gets all the values staff deserve by being in a very strong organisation. When there are positive relationships between staff and the organisation and between management and their subordinates, there is a healthier organisational climate (Mullins, 2016). There are six dimensions of climate identified by Atkinson and Frechette (Mullin 2016):  clarity everyone’s understanding of the organisational principles; commitment to common goals and achieving them; standards ,relating to improving standards; responsibility ,the way people acknowledge their own responsibilities; recognition ,were people are appreciated and rewarded for their contribution; teamwork , the feeling of being a part of a positive organisation.
When there are financial cuts, the morale will go down and some people may not be able to perform to the best of their ability and when this happens the organisation’s productivity may be less. When cuts happen people may lose their jobs or their hours may be cut. The people that may be still employed by the organisation would have to work longer hours and work a lot harder to get the jobs done. This may have a reverse effect on the way the employees feel about themselves and the organisation they work for. Mullins (2016) says in times of change it is important for employees to be informed of what is going on in the organisation and the reasons why. They would need that the cuts are down to austerity measures introduced by the Government.  It is very important to involve staff to get honest opinions and ideas about how things could get better in the organisation.  People who work in the public sector are often motivated to help individuals and families, so managers can work with this to promote the sense of the common goal.
Organisational effectiveness is affected by its structure and the people who work in the organisation. In order for a organisation to run smoothly, good communication between staff and management is extremely important. When measuring the success of an organisation, it is important to remember that effectiveness will be different in different cases as each organisation is not the same and have different goals. A after school club will have a different measure of effectiveness from a children’s ward in a hospital, for example.
The successful management of change is important for maintaining effectiveness. Mullins (2016, p.560) describes thirteen points of effective change management:
1. Agree the implementation strategy.
2. Agree timeframes.
3. Draw up detailed implementation plans.
4. Set up a team of change champions.
5. Establish good programme management practices.
6. Communicate clearly.
7. Ensure participation and help to minimise stress.
8. Personalise the case for change.
9. Be prepared for conflict and manage it effectively.
10. Motivate your employees.
11. Develop skills.
12. Maintain momentum.
13. Monitor and evaluate.
Every checklist would need to be adaptable for each different organisation the thirteen points are an  excellent start. 
The House of Commons Committee of Public Accounts (2005) recommended methods of providing ways to try and save money in public services. These are: plan ahead before introducing changes; make sure the people in charge of the organisation manage projects correctly; make processes simpler and reduce bureaucracy; Make the organisation  more productive by reducing sick leave and using resources more efficiently; be more business-minded; deal with fraud; be more effective when introducing policies, making sure they are brought in at the right time.
Lyall and Bua (2015) discuss various responses to austerity local authorities and third sector organisations. For example, Islington Law Centre and the Cripplegate Foundation have set up a out reach service with advisors in community and children’s centres and schools who advise on debt, welfare and housing. This is an example of empowering service users  to manage their own lives so they need less support from organisations. Another example is Bristol City Council working in partnership with the Society of Merchant Venturers in a new community interest company for social investment. It is a partnership of the public sector, charities and businesses for investment in housing, education and green projects (Lyall and Bua, 2015).
Another example is the Children’s Society’s Pause service. This is a partnership with Forward Thinking Birmingham which ‘combines voluntary sector experience with the expertise of Birmingham Children’s Hospital, Priory Group and Worcestershire NHS Trust’ (The Children’s Society, 2019). The charity says that this partnership was set up to:
provide an innovative response to the commissioning of a 0–25 mental health service across Birmingham. Working together with these other organisations has produced a positive impact on the mental wellbeing of young people in Birmingham that well exceeds the sum of its parts. Pause is in a city centre location, open seven days per week and does not look or feel like a clinical setting: there are no appointments, and children, young people and parents are able to turn up when they like and stay for as long as they like. Last year there were almost 9,000 visits to Pause and 199 onward referrals into higher level mental health services meaning that the vast majority of cases were held at a lower level. Pause adds around 50% of the capacity to Forward Thinking Birmingham but utilises 2% of the budget (The Children’s Society, 2019).
While many initiatives are working, staff in local authorities and children and young people’s services feeling under pressure. For example, some people may get asked to  work less hours for same pay some people may get asked to leave. The way the organisation runs may not be as efficient with the cuts made. Human Resource (HR) Management can make a difference. 
‘One of the key areas many HR departments have already identified is staff retention; particularly ensuring public sector bodies are able to hold on to talent, as these are the people who will need to drive through the necessary changes and help the sector thrive in the future’ states  Creasey (2015). HR professionals have introduced a number of strategies, including flexible working, training opportunities and working from home to retain staff. Also, empowering staff by asking them what they think could be better, letting the staff make decisions such as writing time tables up and allowing flexible hours. Empowerment requires organisations to be more democratic. As Gratton (2004, p. 188-9) states:
The re-appropriation of choice from senior members of the organization to individuals themselves implies trust on both parts, but particularly on the part of senior members. It is they who have to cede power to individual employees and to trust them to behave in an autonomous manner and make decisions and take action that serve their personal good and the good of the organization. Democracy implies the giving of authority to individuals to make choices within the context of obligations and accountabilities. Authority, obligations and accountability are deeply bound up with trust. Trust without accountability and obligation is likely to become one-sided, that is, to slide into dependence. Accountability without trust is impossible because it would mean the continual scrutiny of the motives and actions of individuals. 
Keeping staff motivated is very important as if organisations are capable of doing this they will get the best out of their workforce. Blanchard (2011,p.26) identifies eight needs of employees if they are to be passionate about their work, something which is needed for staff working with children and young people in challenging times: 
1. Meaningful work so they feel their work means something to themselves and the organisation
2. Collaboration so they feel they can co-operate with colleagues
3. Fairness so everyone is treated equally 
4. Autonomy so they can influence their work
5. Recognition so feel like are receiving positive feedback
6. Growth so they can get more skills
7. Connectedness with leaders who they can trust 
8. Connectedness with colleagues so they can have good relationships. 
The last point relates to teamwork. Mullins (2016,p.300) says ‘harmonious working relationships and good team work help make for a high level of staff morale and work performance).
An effective working group leads to shared aims. Dealing with young people and children, everyone is working towards the same goals. They want everything to run in a positive manner and to be as smooth as possible so that the service is effective. 
The conclusion from the above discussion is that in the face of austerity organisations are bound to come under a lot of pressure. The main factor is cuts to public spending which leads to losing staff and putting more pressure on the staff that are still working in the organisation. This can lead to low morale and negativity in the workplace. There are many ways that organisations can adapt to the cuts and challenges, such as promoting a good organisational culture and climate, enabling a sense of a common goal, developing good communication, managing change effectively, empowering employees, keeping staff motivated through meeting their needs, and developing effective teamwork. Efficiencies can be gained through partnership working and empowering the service users.
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