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      Managing Organisations 

Human Resource Management (HRM).
[bookmark: _Int_yTJR6yTg]Formerly known as Personnel or Personnel Management, Human Resource Management (HRM) is a process of managing employees within an organisation. The main objective of HRM is to enhance the performance of employees in the workplace, in order to achieve organisational success. HRM are responsible for the recruitment, training and development of staff members, along with ensuring that all policies and procedures are followed accordingly (Opatha, 2009). HRM have several key purposes in their role in organisations, the most important one however, is staffing. For any business to be successful and flourish, the right staff need to be recruited for the respective roles available, at an affordable rate. Incentives such as training and development packages need to be offered, in order to sustain a valuable workforce. With the right staff in place, HRM aims to negotiate with them in an effort to optimise performance. Managing change and all the conflicts and uncertainties that arise from change is another key function of HRM, along with the administrational, reputational and well-being principles (Torrington et al, 2020). Effective management in human resources is crucial in the health and care sector, as healthcare staff are the first in line to deal with and treat patients and residents. High quality healthcare and positive patient outcomes depend greatly on properly trained and competent staff (Kabene et al, 2006). 
According to Deb (2006) the five main functions of HRM consist of managerial, operational, developmental, analytical and strategic. Managerial duties include planning, organising, directing and controlling. These processes are in place to ensure that organisations are run effectively. Operational functions apply to recruitment procedures, health and safety regulations, salaries and employee relations. Developmental assignments focus on career and training development and performance management, amongst other important responsibilities. Analytical tasks require problem solving tactics and strategic plans that focus on the organisation reaching their targets and goals. 
Recruiting and selecting staff for social care organisations can be a complex task for HRM as high-quality standards of care depend greatly on the selection process. Current legislation, laws and regulations must be followed in the procedure, to ensure maximum protection for clients. In England, staff recruitment must comply with The Health and Social Care Act 2008 (Regulated Activities) Regulations 2014. In Wales, it is the Regulated Services (Service Providers and Responsible Individuals) (Wales) Regulations 2017. Within these regulations, requirements include at least two references, full employment history, identity checks and Disclosure and Barring Service (DBS) checks (Croner-i, 2022). Equally as important as the recruitment process in all healthcare organisations, is appropriate staff training and performance management. Each of these functions of HRM are essential for positive patient outcomes. Staff training is required to provide employees with the relevant and up-to-date skills and knowledge needed to perform job roles and responsibilities effectively. The confidence gained as a result of training processes, have a direct effect on quality of care. Performance management is an ongoing communication procedure between HRM and employees and is designed to offer feedback and review developmental goals. In healthcare establishments, clarity on specific job roles is identified and this instils confidence in the staff members. Confident staff, who feel of value to a health organisation, leads to better patient care (West et al, 2006). According to Rich, LePine and Crawford (2010) organisations are progressively seeking to improve employee engagement. Studies show that workers who feel supported by and in harmony with an organisation’s beliefs and values, perform better and are more confident in their work.
Organisational Culture. 
According to Chartered Management Institute (2015) The culture of an organisation is the way that things are done within an organisation and is often referred to as the personality or character of an organisation. It is the collective pattern within organisations and comprises the shared values, beliefs and behaviour expectations. Organisational culture determines how decisions should be made and how work processes are carried out and is widely influenced by the organisation’s history, environment, leaders/management and employees. Many approaches, previously developed by management thinkers, can be referred to in the quest to classify the different types of culture. Charles Handy categorised four main types of organisational culture. Power culture usually comes from the centre and filters through via personal communications, there is little bureaucracy and few rules. In stark contrast to power culture, role culture depends greatly on structure. Branded as a bureaucracy, the focus is on the position rather than the individual. Task culture involves teams of experts unified in a bid to solve problems. Person culture is where all the individuals concerned, consider themselves to be superior to the organisation. Examples of this are groups of doctors, consultants or barristers, sharing the space of an office. Each organisation has its own distinctive culture, with many companies having a mixture of cultures in different parts of an organisation. Employees are far more likely to be happier and therefore perform better if the culture within the area that they work, matches their own personalities. This then leads to organisational success (Mullins and McLean, 2019). 
The culture of an organisation is shaped by many factors. The foundations, however, are derived from the origins of the business, namely, the founder. As organisations evolve from their starting point, so does the complexity of the cultures within them. According to Mannion and Davies (2018) there are three levels of organisational culture in healthcare establishments. Tangible aspects of healthcare culture include structure, often referred to as the key driving point for culture within organisations. Amongst structure lies role and service distribution and as healthcare is such a multifaceted organisation, manifestations such as deep-rooted divisions between health and social care and divides between primary and secondary care are experienced. Policies and procedures, codes of conduct, risk assessments and the nature of responses to complaints and patient feedback are all incorporated into the structure of health organisations. Other key influences on culture comprise, rewards, such as wages, bonuses and pensions and working environments. The physical environment of an organisation can influence culture as it has a direct effect on communication between staff. Normalised behaviour falls into tangible and intangible categories, as standards are set for work practices. Intangible aspects rely on the behaviour of leaders in health organisations, as their core values and beliefs filter down to staff and therefore have a crucial impact on patients. 
[bookmark: _Int_tTTANGCN]The culture within a healthcare organisation has a direct impact on staff performance and therefore quality of care for patients. Core values around patient-centred care are paramount. Leaders are required to set the standards for conduct and delivery of care. Healthcare staff are too often being put under pressure to deliver quality care, without structure and clear goals by their leaders, leading to staff feeling overwhelmed and stressed. Furthermore, some leaders have a total disregard of respect and compassion when addressing staff members, this can affect staff performance. Leaders must be exemplars in their roles, as their behaviour towards staff ultimately affects staff morale. A culture where staff have the opportunity for continuous learning and are encouraged to reflect on their performances, increases morale and has a positive effect on quality of care. Patients’ feedback drives performance and enables honest, open debate around mistakes and errors made, in a bid to learn from mistakes and avoid blaming tactics. Effective teamworking, collaboration with multi-professional teams and collective leadership, all contribute to a positive culture within an organisation and are fundamental in providing high class patient care (The King’s Fund, 2022). 
Managing Change
Change, in any form and in any walk of life, can cause stress, uncertainty and panic. Strong leadership in organisations is needed to adapt to change and provide the right support, communication and tools to manage change. There are positives and negative reactions to change, positives include excitement, risk taking, and improvement. Negative examples are fear, panic, anxiety and loss, to name a few. Strong leadership is key in addressing change in the workplace (Fullan, 2020). According to Harbert (2021) change management entails having the required knowledge, tools and resources to implement the changes in an organisation. Effective change management demands a systematic approach to deal with the people side of change and achieve a desired outcome, with minimal negative effects. Planned organisational change takes place for many reasons, including government legislation, technological advances and attempts to improve operational success at organisations, amongst other factors. Transformational change has a much bigger impact on organisations and pushes companies and employees out of their comfort zones, upsets the culture and working practices. These changes can spark resistance from employees and the organisations.  Uncertainty arises over job security, job roles, wages and workloads. Successful management at these times is crucial, as change is inevitable in all organisations. The Digital era and new emerging technologies will create more frequent changes in the future, globally (Mullins and McClean, 2019). 
[bookmark: _Int_uBTyeCnv]Managing change in health and social care is not uncommon. Government legislation prompts policy and procedure change quite frequently, environmental factors also demand change from organisations. Austerity and lack of funding and staff shortages also contribute to changes being implemented. According to Martin (2010) leaders are needed for small day to day challenges and for the more dramatic step-changes. Managers and staff alike, must be able to learn to change and learning becomes central to change. With change, comes a certain amount of distraction and leaders must be aware of their role in preparing their organisation and employees for this. Quality of service can be greatly affected by change, due to stress and psychological pressures within the establishment. Leaders need to prepare themselves and their staff members for the tumultuous times ahead and adopt forward planning techniques to counteract this. Teamwork and more importantly flexibility in teamwork is required, so decisions and actions can be made to minimise the disruption. Staff need to be empowered and a change in culture is needed to encourage wider empowerment. 
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