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Human resource management (often abbreviated to HRM or simply HR) is the tactical method for the efficient management of employees in an organisation or corporation with the intention of earning their company an advantage over competing corporations. Human resource management is intended to encourage an improvement in the performance of staff members who are under the employment of the corporation. As the name would suggest, the main focus of human resource management is the management of the people employed in the company with particular focus on the policies and procedures within the company. It is the duty of human resource departments to supervise employee training, performance appraisal, employee recruitment, reward management, and managing the pay and benefits of employees. Other responsibilities of the human resource department are the balancing of practices within the organisation or working relationships and institutional changes. ‘Human resource management’ or the verbose ‘strategic human resource management’ are terms that have overtaken the phrase ‘personnel management’ in the past several decades (Legge, 1995).
Funding cuts in the human resource department have an undoubtedly notable impact within a company. Firstly, cuts in funding would mean that staff members will be laid off which subsequently affects the human resource management in a negative way. Layoffs result in businesses becoming short staffed and it is often the case that management try to make up for this fact by overscheduling their employees. It is the responsibility of the human resource department to ensure that there are a sufficient amount of staff members under their employment to efficiently carry out all essential tasks within their job role and to cover shifts when necessary. Moreover, it is the duty of human resource management to monitor their staff’s working hours, supervise work schedules and manage overtime to ensure that they comply with labor laws in the industry (Reynolds, 2018). The overscheduling and extra responsibilities caused by staff layoffs are highly likely to have a negative impact on staff morale and it is the duty of the human resource department to maintain morale at these difficult times. It is common for employees to feel anxious and insecure following a series of staff layoffs as they are likely to feel concerned about their own position within the company and question how secure their job and income is; this means that they will need to be assured of their circumstances moving forward and that these concerns are addressed to improve morale. Members of staff within the human resource department must be fair when choosing which staff members will be laid off from the company first. It is essential that there are no indications of nepotism during these periods and that these decisions are made impartially. Implication of favouritism may cause conflict between the remaining staff which will negatively impact staff morale. Another unfortunate consequence of funding cuts and layoffs in an organization is wage freezes. Wage freezes (also known as pay freezes or salary freezes) are the stopping of increases in employees’ pay in a company, often due to funding issues (Cambridge, 2021). It can be the responsibility of human resources to direct reductions in salary as well as wage freezes within the company. In some cases, a selection of employees will possibly be asked to go into retirement earlier than planned as a measure to save costs in the business. Staff in the human resource department must manage these. Funding also impacts human resource because employees leaving the company due to layoff could be eligible for unemployment benefits. This then causes a large amount of form-filling and book-keeping as a result of upholding precise records of past and current employees to support said unemployment claims. Overall, funding cuts cause an abundance of additional responsibilities working within the human resource management.
Cuts in funding will always be difficult; however, there are actions that managers can take to keep human resource management strong. Managers may choose to confront variable costs as well as fixed costs rather than fixed costs solely. Variable costs within an organization are everchanging due to changes in circumstances while fixed costs are permanent expenses that do not change. Managers should look to eradicate fixed expenses where possible and to reduce or eradicate variable costs where possible (Dirks, 2020). Often when making cuts, managers can make the mistake of not cutting enough costs early on which can result in needing to reexamine funding cuts at a later point in time which can make productivity seem pointless. Making regular cuts can cause staff to feel insecure in their positions also, so it can be more effective in some cases to be severer with funding cuts initially to avoid this.
Organisational culture can be defined as being the compilation of principles, hopes, and methods which work to manage and advise members of staff within an organisation (Wong, 2020). It can simply be considered as an assortment of attributes and qualities which make a company a company. A flawed organisation embodies traits that are harmful towards organisations of all standards while a good culture demonstrates positive attributes that result in an improvement in performance. Organisational culture is connected to – but should not be mistaken for – mission statements or goals for the organistion despite both contributing to its definition. An example of company culture would be shown in the way that staff are able to adapt to the demands of customers, how a supervisor or manager addresses their staff, or how a chief executive officer reacts to and handles a disaster. In the past, there has been debate amongst investigators about organisational culture and its exact definition. It was defined as encompassing a selection or elements containing “pattern of basic assumptions” gathered by team members through dealing with issues (Schein, 1990).
With funding cuts and staff layoffs being made, staff are stretched thinner and things such as policy reviews are likely to be left unaudited, effectively warping organisational culture in a negative way.
Managers can strengthen organisational culture within their company by understanding the importance of values within said organization (Green, 2019). Staff should have a clear concept of the values within the company, and these ideals should act as a guiding influence to show employees the correct and appropriate way to interact with clients, fellow members of staff and society. When choosing principles, managers should prioritise which values are of more importance to their organization rather than sharing a long list of ‘values’ with staff as this can become convoluted and easily forgotten. Managers should also set a standard for behaviour in the workplace so that staff members have a good understanding of what behaviour is appropriate and expected of them in the company. Ultimately, this alleviates any uncertainties that staff may have regarding company ideals and will help to create a better organization culture.
Organisational climate is an idea which possesses both practical value in the field of business and academic significance within the area of organisational behaviour. Organisational climate can also be known as ‘corporate climate.’ The precise definition of organisational climate is a topic that is still debated today in the field of scientific study. Charles Glisson and his associates noted that there was a difference between organisational climate and psychological climate. They defined psychological climate as the psychological impact of the work environment perceived by the employees (James, 2002). Organisational culture and organisational climate are often mistaken for one another due to their similar names and related topics, but they are not the same. Organisational culture is succinctly the general ideas regarding the priorities that guide a company while organisational climate can be described as the overall feelings caused by shared experiences between the staff within the company (Schneider, 2013). To create a positive organisational climate, companies should show an interest in the working goals of staff and the improvements they make within their working field. Showing an interest in one’s employees individually as opposed to addressing them as one whole unit can make staff feel appreciated and creates a positive work environment.
It is a simple fact that a company can only be truly successful when their employees are performing at their best. For employees to work to the absolute best of their abilities, they must feel comfortable and happy within their working environment (Chen, 2019). It should be a priority of the company to ensure they are creating a pleasant and secure environment where their staff can feel comfortable and happy. Not only does a positive work environment boost staff efficiency and overall morale, it can also result in employees promoting the company themselves which is good for a business and can bring in new consumers. If funding cuts are being made and staff are being laid off, employees may be reluctant to come forward with any concerns or complaints due to fear of losing their job. This causes employees to feel nervous within their environment and causes a negative organisational climate.
When making funding cuts, one way managers may choose to keep a good and healthy organisational climate could be by asking for the thoughts and opinions of their staff when making choices regarding funding cuts. Overall, it is the duty of the manager to make the final decisions on such matters but listening to employees views and feelings on the subject may help them acquire a more concrete idea of what should be prioritized in funding and will ultimately help to create a positive environment where staff feel their voices are heard and appreciated. For those employees who feel apprehensive about coming forward with their own thoughts, it could be beneficial to the company to install suggestion boxes in the staff area so that they may contribute anonymously.
Change management is a common umbrella term which covers every approach to support, aid and prepare whole organisations as well as individual people and smaller teams. Examples of areas of improvement could include the restructuring of organisations, changes due to customer demands, the advancement of technology, crisis responses, assets and unions, and assessments of processes (HUCMI, 2021). Change management involves procedures that redefine or redirect the utilisation of budgetary distributions, business process, resources, additional modes of operation that possess the ability to alter an organization. Change management can be applied with the lone purpose of referring to the way in which employees are impacted by systematic changes while organisational change management takes the entire organization into consideration when deciding what changes ought to be made. Change management includes a variety of subjects, such as corporate solutions, social studies and information technology.
If funding cuts are made, employees who are in charge or work under the change management sector of the company may be affected. Subsequentially, this would slow any progress and change within the company and reduce overall productivity. This will also increase the workload of employees within this division of the organization and cause more stress for employees.
To keep change management strong even in financial crisis, it is essential for employers to promote good communication skills amongst their staff. Communication is essential in all aspects of a business, but arguably more so in change management as it is vital that one is able to properly convey what changes one feels should be made in a concise way to avoid misunderstandings and uncertainty (Hicks, 2020). Effective communication is not solely the ability to convey one’s own thoughts, but also the capability to listen to the feedback of others. Effective communication is key to a strong change management.
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