Hannah Parsons.
Student number: 2011029.

Managing Organisations.

Austerity is an economic policy created to reduce government spending in order to reduce the government debt. The UK government began austerity policies introducing large scale public funding cuts, numerous policies were introduced to reduce debt and financial crisis, including polices which result in reduced funding being accessible for health and social care services, meaning that although the needs of service users stay the same, the financial support is no longer as wildly available (ESRC, 2018). Austerity was introduced as the argument regarding the fact that a rapidly rising public debt is dangerous, causing its economic performance to suffer so was deemed necessary to stop the debt rising, although there are many arguments regarding whether it was necessary at the time of implementation or could have been held off for longer (Fender, 2015). 
While austerity restores financial health, it is rare that introducing such policies will encourage growth in economy (Wharton, 2015). These cuts have led to many organisations having to make cutbacks in spending and staff so that the organisation can survive the period, no organisation can survive without a dependable and productive workforce, which is why it is absolute necessary that correct training and exceptional management is provided to deliver impeccable services, even in financially difficult times (UKessays, 2018).
 
Human resource management (HRM) is the function in organisations which ensure the correct people are recruited to suit the job role, as well as monitoring performance, providing support, and ensuring that correct training is provided to employees as well as the safety of staff being maintained (Heathfield, 2021). HRM is also responsible for other aspects involving recruited staff, including encouragement of commitment of employees to increase performance within job role and encouragement of flexibility, as employees are often expected to adapt willingly to change within the organisational structure with avoidance of disagreement or argument arising (Osibanjo, 2021).
 HRM also need to focus on recruitment costs, this can be done by assessing the experience the candidate already has in the selected job role and considering the amount of training which will need to be provided in order to achieve high standard services, as well as focusing on reducing staff retention by providing correct services which keep staff motivated and happy at work as well as contacting references provided by candidates in order to create a check on how the individual performs and works in order to determine whether the candidate is appropriate for employment within selected vacancy (Selvam, 2000). 
HRM is an important element throughout organisation services and in specific health care sectors, HRM is an essential element of a health systems inputs as the factors which need to be considered to select the appropriate employee in a healthcare sector are very specific and cannot be dismissed (Gupta, et al. 2003). Training and policy awareness is essential within healthcare sectors and often changes, which is another reason highlighted to show the importance of HRM within healthcare sectors specifically, the staff are under pressure and support needs to be available for them if necessary as well as all areas of training provided to ensure service users to receive impeccable levels of care and work with the employee to improve the quality of services as well as patient satisfaction with use of impeccable communication (Kabene, et al. 2006). 
HRM must ensure that policies are always adhered to, this is especially important in an organisation which may be faced with making cuts. Throughout cutbacks, it is possible that if immediate cuts are necessary than the company will resort to staff being let go. If this is implemented, HRM must work to address rumour control as well as providing staff with as much information as possible, as well as providing job placement services, assistance programmes and generally pointing the employee in the correct direction and providing appropriate support to the individual (Benjamin, 2017). 
As a result of staff cutbacks in response to global economic conditions, there is the danger regarding individuals becoming overloaded, as initially there will be less members of staff to provide the same quality of work. This can result in stress levels increasing and ill health occurring. Staffing decisions should be made on a rational basis with all factors considered, ensuring that support is provided, and workload monitored so that health and safety is maintained, and staff feel able to communicate about any issues they may have (Anderson, 2021). The importance of staff being more effective is especially important if cutbacks are made to ensure the level of work is maintained with less people to contribute, this can be achieved by individual development plans being created to keep staff motivated, constructive feedback given, initiatives that will boost engagement and performance metrics being provided which will also help provide evidence regarding how successful activities or approaches are for future use (Olenski, 2015). 

Organisational culture is the collective values, beliefs and behaviours that contribute to the environment of an organisation or workplace, it is a shared vision influenced by its history, management techniques and individuals, which acts as a motivational factor that can keep employees engaged throughout difficult times allowing a company to grow and individuals to make correct decisions (Forsey, 2018). 
Organisational culture effects the way in which individuals communicate with one another and with service users, a strong culture is crucial for long term sustainability and success within any workplace creating a sense of community among employees and ensuring that everyone understands and aligns with the values and direction of the organisation (Lumen, 2021). Good organisational culture can improve an organisation overall performance, bringing stronger trust, cooperation and fewer disagreements leading to more efficient decision making as well as shared understanding among employees about what is important. Factors that can shape an organisations culture include their values, such as outcome orientation, people orientation, stability, and innovation (SHRM, 2021).
 An organisational culture where employees feel important and part of the growth process of the company can encourage commitment towards their job role, making them feel responsible for the over-all wellbeing of the organisation and therefore enhancing their efforts towards tasks. In turn, the appreciation from management will be suitably rewarded and achieve job satisfaction within individuals, encouraging better work performance, attitude, and goals to work towards as a feeling of importance is achieved (Karam, 2018). 
Organisational culture is powerful, it can impact sales, profits, efforts, and employee morale. In a strong culture, employees feel valued, offering opportunities to grow whether it be promotion, development plans or extra training, each of these factors can contribute to maintaining motivation within individuals which in turn, improves performance as well as keeping employees satisfaction high therefore reducing the need for recruitment and hiring process as staff will want to stay in the job, this reduces hiring, training and recruiting expenses while increasing profits (Good.co, 2015). 
Organisational culture within healthcare sectors is especially important, this is evident as the way service users are communicated with should be of highest standards, therefore the staff morale and values need to be consistent throughout interaction to deliver impeccable levels of care and insure each individual is working in the same way to achieve the best outcomes for the service user and understand the direction in which they are working towards considering the service users needs and communicating effectively (Sutton, 2021). 
Financially cuts can have an impact towards organisational culture, this is due to stress levels increasing due to cutbacks in staff, and workload becoming higher but wages staying the same. Increase in stress can cause attitudes to alter and staff morale to decrease, but if correctly managed the effect it has can be limited, this can be done by management listening to employees (Seay, 2021). By making efforts to understand employees, an environment of trust will arise so that in times of difficulty, changes to ease stress levels can be made rather than the employee losing job satisfaction and ultimately, changing career paths (Pierce, 2020).

Organisational climate is a perception of the work environment, or an atmosphere as such which has negative and positive effects on people’s behaviours within the workplace and reflects the degree of employee motivation, as well as the support that employees feel they receive (Spector, 2019). There are several factors which contribute to creating positive or negative organisational climate, including responsibility, structure, feeling confident, tolerance of conflict and support received and given by management and other employees (Venkadesh, 2021).
Organisational climate can have positive or negative effects on employee commitment and performance, when employees feel valued and respected by an organisation, they are more likely to contribute positively to business outcome and communicate more effectively with positive attitudes and a feeling of job satisfaction creating high team spirit with no fixed mental impressions about one another, when organisational climate is successful it also creates a basis where employees are not afraid to approach their superiors or discuss their feelings (Kubendran, 2013). Positive organisational climate not only has positive effects on employees but also on service users, Berberoglu (2018) highlights this while explaining that there is a link between organisational climate having positive impact on organisational commitment and performance, which would lead to significant results regarding service in healthcare services (Berberoglu, 2018). 
As identified in the previous section, organisational climate similarly to organisational culture if applied in a positive way will have positive impact on employees and service users, creating a happy place of work encouraging employees to feel supported and understood, ultimately being happy in work and therefore delivering impeccable levels of care.  It is important that even if difficult times are faced, such as cutbacks, organisational climate remains positive and inspiring, this can be achieved by encouragement, positive attitudes, and communication, including asking for feedback from employees and being honest regarding issues the organisation is facing and working together to support one another through difficult times (Lucas, 2021). 

Managing change is proactively making changes within an organisation to benefit the organisation. Although employees do not always accept the new arrangements without question, or without adapting them in some way, perhaps making further changes to the new context introduced. In some organisations, culture encourages change however, in others the culture encourages people to resist change, or be cautious towards it, this can impact the employee reaction to change within the workplace causing disruption and disagreement or change in staff morale and attitude (Boddy, 2005). 
Change can be implemented for several reasons including the need to become more efficient, this can be achieved by identifying inefficient processes and eliminating them to make room for more efficient structures and ideas, providing clear instruction and appropriate management can also help towards efficiency (Cook, 2017).  To be more efficient and meet demands with less resources throughout difficult times managers have the responsibility to ensure that employees are supported with workload and given correct training and encouragement to maintain job satisfaction and accept the changes made, as discussed in previous sections. Comparing and contrasting different approaches with employees will create understanding and willingness to consider the feelings of employees as well as understanding the impact of change could be having on an individual so correct support and training can be provided (Morrison, 2011). 

Overall, the importance of management involvement has been highlighted throughout with recommendation of techniques to support employees and encourage positive organisational climate and culture within workplaces of all vocations. It is clearly brought to light that organisational climate and culture not only influences the employees but also service users regardless of the vocation, showing that a positive workplace can create positive outcomes with better use of communication and understanding towards one another with less chance of disagreement and willingness to help one another. The importance of supporting employees, especially throughout difficult times is also highlighted throughout and must be considered continuously in all areas of management, when employees know that they have a positive support system they are more likely to commit to a job role and put in impeccable efforts knowing that when a problem arises they will be guided and supported through the issue as well as knowing that they can approach management and be listened to in situations, giving a feeling of importance and acknowledgement to ones opinions, feelings and ideas.
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