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The aim of this paper is to identify the meaning and purpose of four different sectors within organisations, that is human resource management, organisational climate, organisational culture and managing change, the systems and duties within each of these sectors will also be discussed and debated. The paper will then seek to analyse the function of these four sectors and whether they work effectively or ineffectively, evaluating and contrasting the strengths and weaknesses within all four of the areas. Finally, the paper will then explore how each of these key features within an organisation would survive and thrive through financial hardship and budget cuts, and discover other strategies each division will need to adapt to survive through organisational hardship, chaotic change and other eventualities and how each of these can be successfully implemented will also be explored and deliberated as well as looking into a framework each organisation can implement to survive through austerity.
Heathfield (2020) describes human resource management as the organisational role that manages all issues involving individuals within an organisation. These duties can include, but are not limited to; performance management, recruitment and hiring, wellness, safety, employee motivation, policy administration and training, and aims to identify current and future needs to achieve future organisational goals. Human resource management is a vital component for all successful businesses, Sands (2020) demonstrates this by explaining that Human resources (HR) plays a major role in developing positive business culture and improving employee productivity. Sands (2020) elaborates on this by explaining managing staff takes time and involves a specific set of skills, HR is a crucial area of expertise so the consequences of poor human resource management can be detrimental for a business or organisation, For example if employees do not feel valued and supported and are not being treated fairly their motivation to perform is impacted, therefore if you under deliver on effective HR a knock-on effect will be seen on the businesses bottom line. Cooke and Bartram (2017) clarify that considering the pressures within the health and social care sector for cost reduction and at the same time the need for high quality care, the effective management of the workforce in the health and social care organisations is of critical importance. Harris, Cortvriend and Hyde (2007) mirror this view by asserting that human resource management is notably more important in healthcare settings than any other organisations as people are the product, and if systems fall through due to poor performance it could end gravely. Cunningham (2016) articulates at a time of public service austerity hard health resource management policy will be installed to use employees as a cost like any other to be influenced, persuaded, and disposed of to meet organisational requirements. Recession has led the United Kingdom to budget cuts across many of its private and public service sectors, the result of this in the healthcare sector has been many service reductions, which often cause layoffs, redundancies, and lack of recruitment (Alameddine et al 2012). Nurses, who make up the largest group of professionals in the healthcare sector, are strongly affected by cost reductions, this comes with serious potential negative outcomes such as supply shortage, therefore effective management should support the nursing workforce by creating attractive and stable work environments and positive organisational climate. 
Ehrhart, Schneider and Macey (2014) define organisational climate as the shared significance organisational members attach to the workplace and procedures and policies they experience, as well as the behaviours they see be rewarded, supported and expected. Madhukar and Sharma (2017) take a similar view defining organisational climate as a function of a person and their interaction with the organisational environment, on the other hand critics have previously questioned whether organisational climate should be measured as a perception, and why its relationship with organisational outcomes is not more consistent and effective (Payne and Pugh 1976). Service climate can be shown to relate to a variety of different service-related fields including; financial outcomes, customer satisfaction, service behaviour and customer loyalty (Hong et al 2013). Research continues to demonstrate that customer loyalty is more strongly related to service behaviour when climate levels are high, the idea being that the more an organisation values the individuals within it the more attractive it becomes to customers resulting in greater customer satisfaction and loyalty to the organisation (Grizzle et al 2009). Williams and McMurray (2003) outline the key aspects of organisational climate are trust, fairness, recognition, supervisory encouragement, organisational support, and rewards for effort if all these are in place for individuals within an organisation innovative practice is supported. Rozman and Strukelj (2020) agree with this statement by illustrating organisational climate components such as leadership, employee relations, employee satisfaction and employee motivation have a significant positive impact on work engagement, therefore if an organisation does not put the work in to create a positive, encouraging and supportive work climate it will have a knock-on effect on the employees willingness to carry work out to high standard, employee wellbeing and have a negative on the organisation in general. The financial crisis has added urgency to the need to develop innovative systems in organisations within the health and social care sector, mostly based on co-production, mutualism and localism. For these approaches to be effective they will need to be done with strong leadership and long term thinking (Evans, Hills and Orme 2012). Organisational climate can often get confused with organisational culture, while the both may share some similarities organisational climate focuses on environment, and can fluctuate and vary based on surrounding conditions, organisational culture is at the core of an organisation. 
Organisational culture is a term that is used regularly in workplace discussions (Willcoxson and Mullet 2000), Parker and Bradley (2000) highlight a process of organisational change has complemented managerial developments in both the public and private sector and is directed towards the development of post-bureaucratic culture. Bureaucratic culture can be defined as a formal organisation structure whose members share common attitudes, values, beliefs and sentiments. Gochhayat, Giri and Suar (2017) demonstrate that cultures have been found to predict the organisational effectiveness, so it is imperative organisations focus on strengthening organisational culture to improve effectiveness.  Due to organisational culture referring to the beliefs and values that have existed within an organisation for a period of time, the beliefs of the staff and value of their work will influence their attitudes and behaviour. Administrators will usually adjust their leadership style and behaviours to achieve the mission of the organisation (Tsai 2011). Kane-Urrabazo (2006) agrees with this by declaring culture within an organisation is very important, as it plays a large role in whether or not the organisation is a happy and healthy place to work, when individuals within an organisation are happy and healthy it will in turn result in more proactive employees, which then has a knock on effect in terms of profit, innovative systems and general high standard of work which will result in enhanced job satisfaction. Dark et al (2017) asserts organisational culture as a whole is relatively robust and resilient, and an organisation will tend to have a finite capacity to absorb change, consequently the limitation of financial cuts must be taken in to account in the timing and planning of major service reform wherever possible. Bordia (2004) disagrees with this by arguing that budget cuts contribute to the feeling of job-related uncertainty and are heavily linked to psychological strain, individuals in this position are far less likely to be delivering a high standard of work despite the organisational culture and where the organisations values, beliefs and sentiments lay. Studies suggest that when individuals within an organisation feel valued, part of the “bigger picture” and can participate in the decision making within a company job uncertainty is less likely as is psychological strain and work related stress. Managing change is essential to ensure organisational success and resilience. 
The purpose of every change management initiative is to successfully implement strategies and methods for effecting change and helping within an organisation accept and adapt to change. In todays organisations leaders must be prepared to manage organisational change. Change in the workplace is inevitable, especially in the ever changing technological world, so the effective management of change plays a large role in success and survival for an organisation. Al-Abri (2007) expresses one of the key concerns in health care management is the managing change, individuals may want to support it, be indifferent to it, and be passive or participate in it, for this reason the effective management of change is critical, especially as the pace of change has increased dramatically. Burnes (2003) agrees with this by asserting effective leaders are at a all time high and change seems to be the “order of the day” therefore, it is important organisations align organisational change and management development strategically in order to maintain and increase their competitiveness. It is well known that managed change within an organisation can result in unpredictable outcomes, and can often come with resistance to the change often brought forward by the fear of the unknown, but handled correctly by using tried and tested change techniques change can be brought about successfully, achieving set goals and objectives and budget (Edmonds 2011). The most common examples of when change management is necessary to successfully implement change include but are not limited to; implementation of new technology, change in leadership and times of a crisis. Successful change management practices in organisations should therefore take better account of unpredictability, uncertainty, self governance, emergence and other eventualities during “chaotic change”. Chaotic change occurs in an organisation when the external and internal complexity is high which can be said for a large number of public and private organisations in the current climate (Karp and Helgo 2008). Ultimately the successful implementation of change is dependant on the active support of the employees, and there is no simple recipe to successfully manage change, it is a complex undertaking that must start at three points; the corporate structure, the affected individuals and the corporate climate (Lauer 2021).
The United Kingdom (UK) has been living through austerity for over a decade, austerity has reshaped the way UK citizens live, and how a number of organisations operate. The budgets for policing, housing and welfare have taken a massive hit and many organisations have not survived (Mueller 2019). In order for businesses to thrive and survive through very difficult financial times it is therefore extremely important that all operations are both effective and efficient, ideally organisations would aim for effectiveness and efficiency to be perfectly balanced, this is extremely hard to achieve and organisations need to be flexible, adapt to change, and open to feedback from all individuals within the organisation. A robust plan in place for all negative eventualities would also be beneficial for organisations to survive crisis’s whether they are foreseen or unforeseen.  
In summary it is evident that human resource management, organisational culture, organisational climate and change management all play vital roles in ensuring businesses stay afloat, efficient, and more importantly a safe, fair environment for all individuals within it. Through research it is clear that not one of these areas is more important than the other, and rather that they go hand in hand and are constantly balancing on a knife edge, especially in the current climate with the financial crisis and budget cuts, it is now more important than ever that businesses invest in each and every one of these sectors to allow innovative systems whilst still protecting their values, employees, and future organisational goals.   
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