Managing organisations

The U.K. government's dominant economic policy since 2010 has been austerity – mainly in the form of drastic budget cuts with comparatively limited tax increases. The U.K. is one of the European economies that had been severely affected by the global financial crisis. The global financial crisis that started in 2008 resulted in the first banking collapse in the U.K. since 1866 and a near-collapse of the banking system 12 months later (Hodson and Mabbett, 2009).  Ellison and Scott (2020) explain that the cumulative sum of funds owed by the British government to the private sector or other purchasers of U.K. gilts is known as the U.K. national debt, and the debt has exceeded £2 trillion. The gap between government revenue and expenditures, generally calculated over a single fiscal year, is known as the deficit (Irwin, 2015). The U.K. cuts demonstrate that there was less money in the health and social care sectors, affecting hospital sectors and prices of pharmaceuticals. People's needs remained the same; therefore, organisations need to change their working way since they are required to provide the same with less money. 

Human resource management is a critical aspect of any organisation, and it will be particularly relevant during periods of budget cuts, so this assignment will focus on this area. Torrington et al. (2014) note that human resource management, or HRM, is the method of managing workers in an organisation. It may include recruiting, firing, training, and empowering employees, as well as ensuring that professional working practices are enforced at all times. Furthermore, the roles of HRM includes conducting job analyses, hiring the most extraordinary people, orienting and coaching, controlling wages and salaries, delivering rewards and promotions, assessing results, resolving conflicts, and engaging with all workers (Parameswari and Yugandhar, 2015). According to Pillai, Senthilraj, and Swaminathan (2019), within healthcare organisations, it is crucial to evaluate the efficiency of all levels of staff at the beginning, and the review should be replicated at regular intervals. Since the healthcare workforce is mainly responsible for the client's care experience, health and social care staffing are essential to patient satisfaction, meaning that filling staff positions efficiently and with eligible applicants is a critical component of patient satisfaction (Farr and Cressey, 2015). 
Breaugh (2009) explains that human resource managers must first recruit the most bright employees before hiring them. Recruiting workers is a difficult job. Even in a down economy, it can be challenging to fill those types of positions, so recruiters must make critical decisions about who to target, what message to send, and how to manage recruitment efforts. If not managed properly, an organisation's recruiting efforts could result in unqualified candidates, a lack of diversity or job offers might be declined. After hiring the most fitting candidates, training them is necessary. Training is a continuous HRM framework that enables workers to adjust to new situations or environments while also enhancing problem-solving and decision-making abilities in these settings (Ozkeser, 2019). Muhammad and Fard (2013) further justify that organisations use training to provide growth and increase new and current workers' productivity in a structured way. Training is characterised as a structured approach to learning and development that benefits the individual, the community, and the organisation. Organisations set goals, establish expectations, delegate and review jobs, and administer incentives through the performance management process.  In practice, it is used to enhance the organisational, team, personal performance and growth, with techniques to ensure that objectives are regularly met in a timely and efficient manner (Mcmahon, 2013). 

As corporations battle to cut costs and adjust to changing consumer demands, downsizing has become a way of life. Since cuts would lead to lower staff within an organisation, motivating is essential because a motivated workforce leads to a highly active workforce, all of which contributes to achieving organisational objectives. As mentioned earlier, staff training within organisations is crucial, especially when facing cuts and having to downsize on staff. Employees have to take on new roles and responsibilities; therefore, the training aspect of HRM would be unavoidable (Plessis, Douangphichit, and Dodd, 2016). Employees are motivated by incentives, such as gifts and rewards, in some cases, while others are inspired by success or security in others. As a result, human resource managers need to consider what motivates their workers when they are asked to achieve and tackle new roles (Lee and Raschke, 2016). Sabir (2017) demonstrates the more driven workers are, the more committed they are to their jobs and the company.  An organisation with a group of engaged and loyal employees has a better chance of gaining a positive image; therefore, HRM must maintain a positive attitude with staff. A motivated workforce is more likely to work openly and enthusiastically on the tasks at hand. As a result, these workers show increased and enhanced levels of ingenuity and imagination on the job.

Organisational culture refers to the long-standing principles and values of an organisation and the staff's beliefs and the expected importance of their jobs, which can affect their attitudes and actions (Findlay and Estabrooks, 2006). Watson et al. (2005) continue by explaining organisational culture can affect staff attitudes and activities because it represents the ideals, beliefs, and behavioural norms that workers of an institution use to give credibility to the circumstances they encounter. A positive organisational culture is influential because every organisation has a culture, which could be either positive or negative. Organisational culture is crucial for establishing a good working environment and excellent social relations, which empowers workers to perform duties and give their best effort toward achieving organisational goals as well as individual ambitions (Kumar, 2016). Organisational culture has a significant effect on employee efficiency, contributing to increased efficiency and enhanced organisational performance. Employees who are loyal and share the same norms and principles as the organisation could improve efficiency and help the institution achieve its overall goals. Therefore, positive organisational culture is observed to have a satisfactory impact on employees' work performance (Shahzad et al., 2012). Owoyemi and Ekwoaba (2014) analyse that managers' decision-making, information handling, and internal organisational environment management are influenced by corporate culture. Internal control is an aspect of organisational culture that aids in managing knowledge and the attainment of stability.
According to Tsai (2011), the culture of a company is highly significant since it determines whether or not it is a pleasant and safe place to function. Employee recognition and acknowledgement of the organisational culture can affect their work actions and attitudes when interacting and promoting it to them. When managers and workers have a positive relationship, the latter will contribute more to team coordination and teamwork, as well as be motivated to complete the organisation's task and goals, resulting in increased job satisfaction. The efficiency of the individuals who work in an organisation, and by extension, the organisation's performance, is primarily determined by the culture of that institution (Odor, 2018). Every corporation has its own culture. Patient satisfaction outcomes, such as reduced mortality and length of stay, improved quality of life, and lower pain levels, are linked to a healthy organisational or workplace culture. Patient mortality rates are approximately 48% lower in facilities with positive work environments, while surgical mortality rates are 60% higher in clinics with worse workplaces. A unified, positive, constructive, and inclusive community has a more substantial positive impact on patients since employees would provide empathy and understanding towards their clients, increasing satisfaction (Braithwaite et al., 2017). 
Throughout the midst of a crisis, most emphasis is on evolving regulatory systems and regulations that influence corporate governance and financial markets. Before, during, and after difficult times, managers must implement change and take the appropriate steps to preserve and adapt their culture by adequate preparation. To create a thriving culture change, managers must define the current culture, proactively shape the organisational performance, revisit the core mission and principles, communicate and strengthen the values to tackle the needs and create a thriving culture change (Sabri, 2013). While the organisation faces a financial crisis, managers must maintain a positive culture throughout the workplace since employees' conditions could be stressful and uncertain. Through tough times, communicating with employees is crucial, mentioning the negative and positive news.

A systematic interpretation of one's organisation and individual effect on the workplace environment could be characterised as organisational climate, which influences an individual's actions and work-related behaviours (Madhukar and Sharma, 2017). Structures, processes, laws, regulations, feelings, concerns, and expectations must all be encouraged to have a beneficial impact on workers to foster innovation within an organisation (Prabhu, 2011). Mafini (2016) illustrates that  Every corporation has its own culture, which can be flawed, no specific patterns, or dominant, clear indicators of positive and negative behaviour, but it sends a message to its staff. Barberoglu (2018) notes that the management within an organisation most likely impacts the workplace climate; therefore, higher levels of organisational engagement are associated with a favourable corporate environment, which is vital in terms of staff perceptions. Managers must be aware of their workforce's human resources, attitudes, and habits in order to increase efficiency and results and maintain a strong relationship with staff (ElKassar, Chams, and Karkoulian, 2011). Similarly to organisational culture, the climate within clinics impacts the experience of patients, and patient satisfaction is linked to a healthcare environment that encourages cooperation and cohesion. Medical care is unique in that it involves a very close interaction between the patient and the service providers, including honesty, communication, and empathy. Patients frequently form assumptions about such partnerships, which affects their perception of the organisational climate between workers (Ancarani, Di Mauro and Giammanco, 2009). 
During a financial crisis, the climate within organisations is nerve-racking, causing employees to feel tense and pessimistic since they would have to achieve more work. Furthermore, Employees are anxious about their work's security during tough economic times because the risks of their jobs being unstable seem to be high (Shatonhoka and Yazdanifard 2015). According to Winn et al. (2011), maintaining a positive climate during a financial crisis Encourages workers to work harder, increases productivity, raises the company's profile, and attracts new talent. Therefore, as in organisational culture, managers must communicate and incorporate daily meeting with staff to encourage them and recognise their work.

Managing change is described as a corporation's methods and procedures for defining and implementing change in both external and internal processes. Managing transition within organisations is a significant challenge for H.R. practitioners because any change affects the people who work there (Raja, 2016). There are several factors, internal and external, that affect transition, and these aspects have an effect on the organisation's goals and priorities both directly and indirectly (Lynn, 2001).  Personal loss is almost always a factor in organisational change, whether real or perceived, and this threat could range from job protection to simply disrupting a daily routine. Creating change begins with the creation of a vision for change, followed by the empowerment of staff to serve as change agents in order to achieve that vision. Plans that include a complete systems approach are practical, future-focused, and are expected of empowered change management agents (Lorenzi and Riley, 2000). 
Organisational change may cause stress and anxiety in numerous workers, affecting their work performance. On the other hand, some workers are naturally more optimistic about transition and challenges than others, welcoming the change rather than attempting to pick apart a new change and identify all the reasons it will fail (Rees and Rumbles, 2012). Successfully managing an organisational transition will boost employee productivity and encourage constructive team bonding and career enrichment. These factors can directly and positively impact efficiency and quality of work while also cutting costs and narrowing production cycles (Daniel, 2019). 
Jalagat (2016) notes that the recognition and effective introduction of change in the organisation makes for a more seamless experience of the favourable effects of change for both workers and the organisation. Throughout a time of financial cuts and change, managers must be aware that employees are demotivated and worried about losing their positions. As mentioned above, because employees have more work to achieve; therefore, listening carefully and assisting staff in overcoming a complicated situation or coping with it realistically is essential for managers. Although it could be tough to throw a small party during a financial crisis, managers could try to implement it to motivate their employees and recognising hard work (Smollan, 2017). 


The global financial crisis that took place in 2008 in the U.K. had a severe impact on numerous organisations; however, people's needs remained the same, so organisations needed to work harder.  Human resource managers are essential within organisations as their roles may include recruiting, firing, training, and empowering employees. A crucial aspect within each organisation going through cuts is staff training because employees are tackling new tasks each day. Organisational culture and climate determine whether employees within a corporation have a positive or negative attitude. Similarly, through tough times, managers must communicate well with employees to maintain a good workplace environment since that could also affect patient outcomes. Incentives could also keep employees motivated. The culture in an organisation impacts patients as well; therefore, managers and employees must incorporate an honest and positive relationship with one another.  Since organisational change could cause some employees to feel stressed, managers are recommended to motivate staff and assist staff in overcoming challenging obstacles, especially when facing a financial crisis. Moreover, it is necessary for managers to keep in mind that workers are worried about losing their position during challenging times in the organisation. 
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