[bookmark: _ct3hkyyaruw0]Assessment 2 

Module: Managing People

Module code: LCBB5004                

Individual Report

'CIPD Profession Map’






Simona Filipova Vasileva
University of Wales Trinity Saint David, London Campus,  
BA Business and Management, London, United Kingdom
 2030587@student.uwtsd.ac.uk

Table of Contents
Introduction	3
Part 1	3
1.1	3
1.2	4
Part 2	5
2.1	5
2.2	7
Conclusion	8
References	9



[bookmark: _Toc109923337]Introduction
This assessment will take an attempt to demonstrate a critical comprehension of the business settings, wherein people professionals work and analyse the way managing resources for an organisation is impacted by internal and external factors, in light of the professional map and labour market outlook presented by the Chartered Institute of Personnel and Development (CIPD).
[bookmark: _Toc109923338]Part 1
[bookmark: _Toc109923339]1.1 Behaviours in Professional Map for Effective HR Professionals Working in the UK
The Profession Map establishes an international benchmark for the people profession by CPID, and this map reflects and anticipates the changing role of the human resource (HR) professionals (peopleprofession.cipd.org, n. d). HR professionals utilise it for making better decisions, acting confidently, performing at the peak, driving changes in their organisations and processing their careers. The map comprises fields related to every person's professional, such as values and purpose, core behaviours and core knowledge, and optional fields based upon their role, like specialist knowledge. The second layer of core behaviours is a representative area for a substantial transition for people professionals. These behaviours empower the professionals with a greater concentration on decision-making based on ethics and evidence for empowering them in the creation of values for people, the company and the society as well as their profession (Armstrong and Taylor, 2020).
Whilst using evidence to support their organisations, HR professionals must pay attention to factors more than just numerical data when applying an evidence-based approach. It aids in studying human psychology from the perspectives of both behavioural science and academics (Mayne, 2021). People professionals can better comprehend how people make choices if they have a better grasp of human psychology. With surveys, evaluations, and benchmarking, HR professionals may better understand their companies. Behavioural science is an essential component of HR practitioners' fundamental expertise, which includes a thorough understanding of organisational culture and how people behave. HR professionals may learn a lot about how their practices affect the individuals they work with and the company culture.
Professionals in the field of human resources may refer to the CIPD Profession Map to find out what they need to do, know, and act to be successful (Hunter-Hill, 2019). Even in the face of new and demanding circumstances, the HR profession continually seeks to enhance the working lives of organisations and people. Though this may be the case, there are still specific universal and consistent patterns of thinking and behaviour that must be maintained. As an HR professional in today's unpredictable workplace, one must understand and embody the following vital behaviours (Clayton, 2021). With academic research and the input of industry experts, we have defined the most critical behaviours. The HR professionals can use the information they have gathered about the eight areas of core behaviour, which include ethical practises in the sector, courage and impact in their profession, valuing their people, inclusive working attitude, drive toward commercial behaviour, passionate mindset for learning, focus on knowledge, as well as decision-making based on the situation, to come up with new initiatives.
[bookmark: _Toc109923340]1.2 Application of the Map to HR Professionals Working on a Global Scale
It is essential to know what a career is in order to succeed. A profession is a paid career that requires significant or long-term training to give persons in the sector the skills, knowledge, and competencies they need to serve their companies (Buhai, 2012). Several HR professionals follow best practice ideas without considering if they are the correct principles for their firm, which might also lead to ineffective decision-making (Mayne, 2021). To counteract this, the CIPD has updated its Profession Map to show how values-oriented decision-making may have a more significant effect than generic best practices, assisting in creating good change in workplaces all around the globe. The framework's goal is to develop worldwide standards that may be utilised to advocate for improved work and work lives.
A person's conduct while offering advice or services that require skill and adhering to commonly recognised norms of behaviour, as established by Armstrong and Taylor specifically, is considered professional when (Armstrong and Taylor, 2020). HR professionals will find this to be one of the most applicable definitions. A professional's performance may be distinguished by its connection to a framework or basic principles that show a person's practical training and continue to explain (Dawson, 2018). With this map, the CIPD has given HR professionals a means to benchmark their abilities and expertise against a standard set of values and then strive to improve their performance in that area. According to the CIPD, the HR Profession is clearly defined by the organisation's map of professions. As a result, it may be used by HR professionals from all over the globe and in various industries and organisations (Hunter-Hill, 2019). There are six “core knowledge” areas, eight “core behaviours” areas, and nine “specialist knowledge” areas on the map (peopleprofession.cipd.org, n. d). The new map uses these three viewpoints to depict the field from a functional, skill-level, and action-oriented perspective. The whole map would take up more than half of this magazine, but it has included a few sample views to give everyone an idea of what to expect.
Due to the constant evolution of the workplace, the CIPD map has to be updated to reflect these shifts. The function of HR has been transformed forever by changing goals, technology, and methods of working (Hunter-Hill, 2019). Value-based choices may be made by utilising the CIPD Profession Map, which can benefit both organisations and HR professionals and their workers. When the map is used to reveal the entire worth of each person, new possibilities will arise that were previously unavailable (Mayne, 2021). Nevertheless, the essential benefit of the new CIPD map is that it may provide people, as HR professionals, peace of mind knowing that they and their firm are doing all necessary to sustain the highest worldwide industry best practices.
[bookmark: _Toc109923341]Part 2
[bookmark: _Toc109923342]2.1 Public Sector in the UK Faced with Skills Shortages Despite the High Unemployment Rate
As per the current monthly labour market numbers, the UK has more job opportunities than jobless persons for the first time since records started. Ever since the completion of the first COVID lockdown in the summertime of 2020, there has been a near-fourfold increase in employment openings to over 1.3 million, which has fueled this increase (Houston and Sissons, 2022). If such circumstances lead to “mismatches” between the talents and locations of employees and openings, that is not surprising. Many job applicants, for instance, possess expertise in professions in decline, such as skilled manual labour. Unemployment may seem optimistic when there are so many open positions, but this may not be the case. Employers in all areas of the economy are having a hard time filling open positions that has a negative impact on economic growth. A pre-pandemic “bounce back” does not explain the dramatic increase in job openings that have taken place. Most industries have seen significant salary increases, even though hospitality suffers from the most extraordinary scarcity of qualified personnel.
Employers are struggling to fill over half of their open positions, according to the CIPD (2022). Vacancies in healthcare (64%), public administration, as well as other public sectors (52%), and construction (51%) are the most difficult to fill. An essential matter of supply and demand makes business owners today difficult. The record number of openings and the forward-looking metrics on recruiting intentions in this study show a great demand for workers. In contrast, the availability of qualified individuals is severely constrained for various reasons. First, the unemployment rate is low, meaning fewer individuals seek jobs. As a second effect, fewer people are looking for work than there were prior to the outbreak of the pandemic virus. An essential contributor to it is the early retirement of elderly employees, but it is also due to remittances from immigrants who have returned to their nations of origin (Allas, Canal and Hunt, 2020). The third factor cited in this survey is that firms are doing all they can to keep their employees. This analysis shows that the official redundancy rate is at an all-time low and that future-looking redundancy intentions are also lower than before the epidemic. A company's ability to retain and grow its personnel is just as vital as finding new employees.
Between September 2016 and September 2021, total employment climbed by 2.0%, though several lower-paid and lower-skilled professions saw declines in employment (Casey and Murphy, 2021). For example, employment declined by 36.0% and 33.5% in the categories of elementary cleaning professions and primary level sales occupations, having elementary cleaning occupations with the highest absolute drop of 265,000 workers. On the other hand, several high-paying and high-skilled professions witnessed growth in employment between September 2016 and September 2021. A 42.1% growth in IT and telecommunications jobs was followed by a 30.1% gain in business, research, and administrative professionals’ jobs during the same period. IT and telecommunications specialists saw the most significant rise, numbering 407,000 new hires. 
[bookmark: _Toc109923343]2.2 Long-term Labour Market Developments Addressing the Skills Shortages in Healthcare Sector in the UK
When it comes to employment issues, employers are thinking beyond simply compensation. They are offering more positions as flexible and putting greater emphasis on upskilling their current personnel. Also, they are trying to enhance the well-being of their employees. According to CIPD (2022), flexibility may bring in individuals who would not have considered a career in HR otherwise, and upskilling existing employees can cut down on the need to hire from the outside, which is an encouraging matter. Without any doubt, expanding recruiting tactics and enhancing people management and development procedures to improve work quality will assist reduce the constraints of a tight labour market, including decreasing wage growth pressures. Nevertheless, the UK Government must also fix the flaws in its skills programme to encourage more private sector investment. As the quantity of apprenticeships for young individuals declines, there is an increasing need to change the Apprenticeship Levy so that firms may utilise the levy for various types of flexible and cost-effective training for current employees.
Health care organisations worldwide struggle to find enough qualified workers to meet the growing demand. The structural shortfall becomes evident whenever an external shock, like the Covid-19 outbreak, exacerbates the lack of labour in clinical practice. Industrialised nations widely use targeted migration strategies to alleviate labour shortages. Low- and middle-income nations implement targeted worker migration programmes, worsening their labour shortages. When it comes to dealing with the problem of a lack of healthcare workers, Michaeli and Michaeli (2022) offered extensive recommendations. Due to low salaries, supply falling behind demand and societal perception, there could be shortages. Scholars have shown that the earnings of doctors and nurses are inelastic; hence the authors claim that pay rate modifications will not be adequate to boost the supply of health care professionals. Working circumstances, job happiness, and intrinsic motivation are all at least as essential as monetary rewards in motivating employees. To summarise, wage increases are merely one component of a comprehensive strategy to alleviate labour shortages in the economy. Temporarily alleviating labour shortages may be achieved by increasing the number of health care workers moving or retiring, but this seldom affects the root causes of the problem. Long-term structural policy possibilities include expanding the number of seats available in nursing and medical institutions, as well as boosting both financial and non-financial incentives for personnel.
Working conditions such as a minimum wage, a more extended period of advance notice and job security are just a tiny part of the importance of sound policy. It is equally important to build an educational ladder so that employees of all ages may continue to grow professionally and advance in their careers (edge.co.uk, 2021). It is a good sign that the pandemic's negative impacts on employment are waning. However, returning to the way things were before the epidemic is not enough; policymakers must now concentrate on achieving gains that will last for the foreseeable future. Efforts to alleviate the UK's labour deficit must be tailored to some country areas (Michaeli and Michaeli, 2022). Investment in infrastructure and human capital is typically required to create the jobs that are most needed, especially those that pay the highest salaries. To aid places in need of additional employees, imaginative solutions such as firms providing appealing packages that include training, flexible working, and inexpensive local housing will be necessary.
[bookmark: _Toc109923344]Conclusion
Part one of the report has analysed the profession map for people professionals provided by the CPID. It showcased that the map's behavioural areas help HR professionals understand the psychological aspects of people working in their organisations. Part two proceeded with the labour market outlook, based on the CPID report on the labour market outlook for winter 2021/2022. It has outlined recommendations for the most affected sector in the UK, which is the healthcare sector.
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