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Human resources are used within companies  or organizations, to facilitate better outcomes on managing their workforce talents and better business objectives, human resource management are embedded within a company, to establish  better outcome for business goals, many sectors are facing budgeting cuts due to the reason pandemic and are preparing for more to come ,the outcome for this on some could ruin an organization, that’s why managing change is key to successful organization to increase and drive a positive team
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 employee's health and safety within the organization (Haslinda, 2009) Proper management of human resource is critical in providing a high quality of health care.
 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. The process of Human resources management is specific, dynamic mechanisms that are embedded into a company in order to attract, motivate, train, evaluate and compensate its human resources, it is said that Human resources management leads to enhancement of productivity and strategic flexibility, this creates value for a company and allows it to carry out the chosen market strategy (What is Human Resource Management (HRM)( 2021). 
HRM is established by exchanging and developing information throughout a company, which will increase the company's adaptability, also adapting and drawing on past experiences to ensure effectiveness of the process and make adjustments to meet any changing need required within a company. HRM is continuously processed in order to fit a sectors  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).Due to increasing costs with in the health and social care sector, and the need to provide high quality care and a safe environment, the need to be equipped with a high quality HR management facilitates a better service for all, the importance of this within the health care sector also provides and orderly run effective facility overall.
 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). 
A person who rotates jobs contributes to the company's overall future success by encouraging work enlargement while learning a variety of new skills. (2016, Kampkotter et al.) In accordance with to Hertzbergs (1987) In order to motivate individuals for overall success, motivating factors, progress, and promotional opportunities should be introduced for the purpose of development and growth within an organisation, 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 can assist managers in recognising potential problems within a company; it is a suitable assessment method that can provide useful feedback; it graphically shows differences between current circumstances and future expectations of outcomes; it can identify causes of issues; and it can effectively enhance decision-making. (Siniscalchi and colleagues, 2008). 
Organizational culture involves shared values, assumptions, and beliefs, surrounding individual's attitudes and behaviors, with a balance of decision making and how activities within the workplace should be undertaken (Waisifsz, 2015). Factors within an organizational 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 behavior (Hatch,2011). There are many factors that influence organizational 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 because 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 issue a transformational leadership should be adopted as this is characterized as fostering closer relationships with workers, thus creating opportunities to share and clarify perceptions (Zohar & Luria, 2004; Zohar & Tenne-Gazit, 2008). Management should raise awareness of the company's mission and explain how their role within the company helps provide a successful outcome within the organisation's process, which will encourage the individuals to feel more invested in tasks, therefore increasing an individual's motivational levels (Maull et al, 2001). Motivational factors should be identified and improved to address organisations' climate, such as positive reinforcement that gives employees the motivation to complete daily tasks, even simple gestures such as providing free coffee or playing background music can boost the workforce morale (Stapleton et al,2007). 
Managing change is a process that requires tools and techniques in order to manage individuals' side of change to reach the desired business outcomes, change management assists individuals in achieving personal transitions, which result in the adoption and realisation of change (Carnall, 2007). Plans without well-formulated goals lack rationale, strategies lack relevance, actions lack direction, projects lack accountability, and organisations lack purpose. (Mullins, 1999; Beardshaw and Palfreman, 1990; Bratton, et al, 2007). Change demotivates individuals (Addison et al, 2008) Before attempting to inspire employees, an organisation should ensure that hygiene considerations are in place. These factors can prevent employees from becoming uncomfortable in the workplace (Hertzberg,1987). Workers are inspired when they understand why their jobs are important; training helps employees understand how their jobs contribute to the company's structure. (Tanner, 2017). 
The unfreezing stage, in which a firm agrees that change is required, is required before change can occur, according to Lewin's (1951) module for change. Second, Lewin's module defines change as a process by which organisations deal with uncertainty and seek alternative outcomes. Finally, Lewin's module addresses refreezing, which happens when improvements are made and workers adopt a new way of working. (Organizational Vision, Mission, Strategy and Change Management, 2020) Individuals resist change which results in conflict (Waddell et al 1998). The Thomas Kilmann conflict change tool should be considered; it offers insight into an individual's approach to conflict situations and aids in the prevention and defusing of conflict in the workplace. (Killman and Thomas, 1977).
 McClelland’s (1987) Human Motivation Theory can help you recognise an individual's motivating drivers, which can help you provide effective compliments and input, as well as keep an individual focused by assigning day-to-day tasks and responsibilities. Conflict causes absenteeism, and compensation is the most important factor influencing absenteeism. (Joseph et al. ,2015). As a result, implementing an absence scheme such as the Bradford factor, which is a method that tracks absences and calculates disturbance caused by the form of absenteeism as a result of transition, would be beneficial to the organisation. (CIPD 2020).Taylor (1911) described money as the most important reward to motivate employees and achieve high productivity. CIPD (2020) supports the claims of Taylor (1911) who claims money motivates employees, by recommending incentives such as cash payments, awarding prizes or gifts, depending on an individual's performance will influence a workers behaviour, attitude and performance within a workplace environment (CIPD,2020). 
Maslow (1943) suggests that people work to live and prosper by financial incentives in order to have job security, a sense of belonging and accomplishment in order to feel significant in society, and most importantly, job satisfaction, which leads to higher workplace results. While rewards can be helpful, they can also crowd out intrinsic motivators, which may be at risk. This approach also supports Mc Gregor (1960) Workers in theory Y prefer feedback and autonomy to control and direction. This also backs up Hertzberg's theory of intrinsic motivators, such as a sense of accomplishment, appreciation, progress, and promotion opportunities, as well as other factors that can influence an employee's efficiency. (Mullins,2016).
Many organizations have faced Funding cuts within the last couple of years , with the reason pandemic there are more to prepare for, more funding cuts make running organizations  difficult along with this has a negative impact on the organization and staff, the use of human resource management ,organization culture ,organizational climate and managing change, facilitates key components for organization thrive under pressure.
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