Managing People 
Student ID: 2030045
Student Name: Anca Georgiana Cretan 
Module Code: LCBB5004



Table of Contents
Introduction	3
Part 1	3
a) The way how CIPD behaviors are important for effective HR professionals working in the UK	3
b) Explaining to what extent that the CIPD map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organizations	4
Part 2	6
a) The reasons why do public sector in the UK is facing skills shortages despite the high unemployment rate	6
b) The long-term labour market developments to address the skills shortages in healthcare sector professions in the UK	7
Conclusion	9
References	10



[bookmark: _Toc123756984]Introduction
Whether or not a company, industry, or economy achieves its goals and objectives depends heavily on the efforts of its personnel It is the responsibility of HR to guarantee that all employees, regardless of their area of expertise, adhere to the standards established to encourage professionalism in the workplace. To raise their standards across sectors, HR and L&D professionals can refer to the CIPD professional map, which details the best practices they should adopt. The report will also cover the reasons behind the skills shortages and the developments to address the skills shortages in healthcare in UK.
[bookmark: _Toc123756985]Part 1
[bookmark: _Toc123756986]a) The way how CIPD behaviors are important for effective HR professionals working in the UK
Entry-level certifications in human resources (HR) are based on the CIPD's "professional standards," which have served as a reliable groundwork for tens of thousands of persons just starting out in the field (Armstrong and Brown, 2019). However, HR practitioners' roles are evolving so rapidly that the institution has concluded a dramatic re-visioning is required to prepare the profession for the challenges ahead. 
The CIPD commissioned market research last year, and the results dramatically confirmed the shifting business environment. In one of the largest HR surveys ever conducted, 4,500 individuals provided in-depth responses to questions about their work, their requirements at the office, and their career goals (Wadsworth et al., 2016). The findings demonstrate that HR professionals are being asked to do more than ever before, including learning about the factors that influence company success and focusing on how to best equip their workforces for the future.
Half of HR professionals consider themselves generalists, while the other half see themselves as specialists in areas like pay, training, and employee relations, as well as more broad areas like acting as a business partner. The basic and advanced training they receive should be more specific and in-depth, according to them. Thirty percent of people's jobs involve some sort of foreign component. This is only one example of how the organizations in which they participate are growing increasingly intricate. Human resources experts could better serve their organizations and plot out their careers with a more strategic view of the field.
Twenty-nine percent of the population is occupied with education. This includes new hires pursuing CIPD certification, students at all levels of higher education pursuing a wide variety of master's degrees, and professionals who are always learning and growing in their fields (Armstrong and Brown, 2019). As people advance in their careers, they have a greater need for formal education and certification.
The map is currently undergoing rigorous field testing across a variety of settings, from Shell and Tesco to the Cabinet Office. With its educational partners, who deliver many of the CIPD's certifications, the institution is also planning ways to include the map into courses beginning in the fall of 2019. Feedback thus far suggests that this is a thorough portrait of HR excellence, that it is accessible, useful, and applicable to the issues that more and more HR practitioners will confront in the future. 
Scholars has addressed this difficulty within its own HR professional structure by identifying three tiers of responsibility that include all 1660 graduate HR practitioners across the globe (from entry-level to global vice president) and then offering the necessary skill training for each tier. Programs in "HR strategy" for mid- and upper-level management are taught at prestigious institutions including Cornell, and IMD. Tesco's in-house retail, logistics, and administrative teams are all well-developed. The CIPD's "professional areas" are comparable to Tesco's "operational skills," its "behaviors" to Tesco's "leadership skills," and its "bands" to Tesco's "work levels” (Wadsworth et al., 2016)
[bookmark: _Toc123756987]b) Explaining to what extent that the CIPD map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organizations
Notably, the map defines the foundational elements necessary for excellent HR management in at least ten areas of expertise and supports at least 8 professional behaviors for effective practices, making it a valuable resource for both individuals and businesses (Maheshwari et al., 2017). Assesses the definition of a human resources professional and how well the CIPD professional map supports that description. In addition, this article would analyze how these two professions and at least two behaviors contribute to "HR Professionalism." At the end of the presentation, I'll discuss the rationale, significance, and practical applicability of the four CIPD circular pattern of HR professionals.
[image: ]The Chartered Institute of Personnel and Development (CIPD) equips human resource (HR) and learning and development (L&D) professionals with essential habits that increase their productivity over the course of their careers (Fontaine et al., 2020). The CIPD professional map includes several helpful behaviors for HR and L&D professionals to exhibit in order to carry out their duties effectively. When people work together and show genuine interest in one another, they are more likely to come up with the innovative ideas, methods, and strategies that will help them and the company succeed (Maheshwari et al., 2017). As a result, the actions elevate the idea of "HR professionalism" throughout all levels of the organization's hierarchy.
By working together, experts can complete their tasks with a wide variety of people both inside and outside the company. HR professionals, for instance, are expected to help out wherever they can, from assisting with paperwork to providing moral support. By working together, they can learn more efficient methods of performing their duties. In addition, L&D experts value reciprocal behavior since it improves band-two contact in a way that pinpoints problems before implementing solutions.
The Chartered Institute of Personnel and Development (CIPD) aids workers of all levels of expertise in performing their jobs to the best of their abilities, which in turn satisfies the needs of the many people who have an interest in any given business or economic sector. The CIPD's four concentric circles serve to improve efficiency by outlining where professionals should put their attention (Maheshwari et al., 2017). Consequently, the four bands on the map aim to encourage the formation of a clear route while simultaneously persuading the experts to zero in on their own development plans and niche projects within the larger context of the business.
In other words, the HR specialist can use the expected standards necessary for their professional engagements and development, as represented by the four concentric circles. As a result, individuals with varied levels of expertise are able to collaborate more effectively across departments and departments to generate more value for the organization as a whole. Therefore, employees should maintain an active role throughout their careers to aid in their ongoing development.
Several areas of expertise are highlighted by the practical implementation of the four bands. To better connect HR professionals with their customers, the circles are set up to do so (Fontaine et al., 2020). In addition, the specialists are influenced by the four bands to concentrate on the proper tasks that contribute to their development as professionals. More so, the CIPD's concentric circles highlight where HR experts should focus their efforts. The four rings also make it easier to evaluate and appraise the HR expert's achievements.
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[bookmark: _Toc123756989]a) The reasons why do public sector in the UK is facing skills shortages despite the high unemployment rate
An Oxford University study found that workforce shortages in the United Kingdom have become even more severe over the previous year, especially in industries that rely significantly on immigration (Mayhew and Anand, 2020). The data shows that the number of EU workers in industries like the hotel and corporate support services industries has decreased while the number of job openings has increased, and companies have less opportunities to hire from outside the EU (Brunello and Wruuck, 2019).
The scholars did not find any indication that businesses have raised pay to compete with the bloc in order to hire persons born in the United Kingdom to fill positions previously filled by EU nationals. The authors of a recent study were careful not to place all of the blame for labor shortages on Brexit, given that many nations still recovering from the pandemic have had trouble filling positions in industries like travel. In addition to Brexit, the early retirement of workers over the age of 50 has wreaked havoc on the UK labor market.
Yet the sectors most reliant on EU labor prior to the pandemic experienced the greatest shortages and vacancies in personnel. These industries were unable to take advantage of new visa pathways to hire foreign labor because of low wages. Both the hospitality industry and ancillary services like warehouse and security personnel were represented.
According to the research, there has been a significant change from EU to non-EU migration in the health and agricultural sectors due to access to workers from outside the EU through special visa programs (Mayhew and Anand, 2020). The statistics only went up to June 2021, however the percentage of EU people working decreased by 6% compared to the same month two years earlier, while the percentage of non-EU migrants working climbed by 9% (Butterick and Charlwood, 2021). Statistics demonstrated that "limiting free movement has made it tougher for companies in low-wage industries to recruit personnel," as stated by the report's co-author and director of Oxford University's Migration Observatory (Sumption, 2019). However, she did warn that increasing the number of visas available to foreign-born employees with lesser skills wasn't always the solution to this problem.
Within a company, adaptability is crucial. It is more likely that shortages will affect companies that have to renegotiate adjustments in staff shortages and wages. One possible explanation is that these businesses are less adaptable. Moreover, businesses with large workforces or that employ part-time workers are less prone to have shortages. This supports the hypothesis that they have the flexibility to fill in where there are vacancies in the workforce. Earlier evidence supports these findings as well; the MSC discovered that demarcation issues exacerbated shortages and larger enterprises were less likely to experience shortages (Brunello and Wruuck, 2019). The nature of the company is significant. Employment shortages are less common in places where workers have the option to join a union, receive pay based on performance, or where layoffs have not occurred. The MSC also uncovered evidence of the union effect. Also, businesses that have stronger oligopoly power or that are less vulnerable to international competition are less likely to have shortages.
The findings agree with the theoretical framework and the existing evidence about the root causes of shortages. The potential for reverse causality is heightened by the fact that the data are cross-sectional. This situation, though, might not be as dire as it seems. By analyzing cyclical variables, for instance, one can predict that rising shortages would lead to decreased output and, by extension, firm sales. If shortages were to worsen, output would likely fall as a result. Additional shortages may reduce employment, but only if skilled employees are a necessary supplement to the unskilled.
[bookmark: _Toc123756990]b) The long-term labour market developments to address the skills shortages in healthcare sector professions in the UK
New talent strategies should be planned and implemented ahead of time because talent shortages in the healthcare business are only predicted to worsen in the future years. As the baby boomer generation matures, there will be a greater need for medical care. Furthermore, a sizable proportion of the healthcare workforce is approaching retirement age. Younger workers aren't being produced fast enough to meet demand. According to Duell, Thurau & Vetter, (2016), comprehensive workforce planning, developing a strong talent pipeline, concentrating on retaining current employees, and appealing to youth of today that shall be required to move into those roles are all things health care organizations should be doing now to prepare for the future.
Each company will face a unique future. A healthcare provider in a region like Florida or the Southwest, where there are many seniors, will have different staffing demands than one in a hip urban location in the Pacific Northwest or East Coast, where the average age and health of the population is much higher (Sumption, 2019). 
Workforce planners can benefit greatly from data analytics. The American Hospital Association advises businesses to conduct in-depth analyses of relevant data, such as workforce demographics as they currently stand, projected workforce needs in the future, and the influence of external factors like the rise of independent clinics and emergency rooms and the rise of healthcare delivery platforms like healthcare.gov (Sumption, 2019). By using predictive and prescriptive analytics, healthcare companies may better anticipate their staffing requirements and assess how potential decisions can affect those requirements. 
The Society for Human Resource Management claims that careful workforce planning can cut costs by preventing both under- and overstaffing. Organizations can have a better idea of when and how certain talent gaps will affect them if they use predictions (Duell, Thurau and Vetter, 2016). Health care firms may use this data to make educated decisions about how to best cultivate relationships, boost retention, and attract and retain a younger workforce.
Increasing the number of young people who choose careers in the health care sector is an important strategy for addressing the current lack of qualified health care professionals. Human resources departments tend to have a myopic view of the workforce. They are mostly concerned with those who are already working in the healthcare field and have the necessary training and experience to do such tasks as nursing, medical assisting, and phlebotomy (Butterick and Charlwood, 2021). Not enough people are now in training or education to meet demand. The health care industry as a whole need to widen its focus and begin recruiting new talent from the younger generation. They must reach out to these potential employees earlier than ever.
[bookmark: _Toc123756991]Conclusion
In conclusion, pay increases should be considered as one component of a comprehensive strategy to deal with labor shortages. While migration and retirement rates among health professionals may help alleviate shortages in the near term, these factors rarely resolve the underlying structural problems that cause them. Professionals in human resources are aided by the CIPD professional map in contemplating their functions and the core of efficient performance. The HR team uses its expertise to manage its own operations, those of its departments and divisions, and the entire business in order to fulfill the needs of its stakeholders. 
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