BA Business Management

LCBB5004

Managing People





      Name: Caraus Irina
      ID     : 2114611


 















Managing People
Introduction
The Chartered Institute of Personnel Development (CIPD) is a renowned professional organisation that advances the HR and L&D fields in the UK and throughout the world. It accredits and awards professional human resources (HR) qualifications. The CIPD credentials in HR and L&D are accepted as industry standards throughout the public, corporate, and nonprofit sectors in the United Kingdom. The CIPD profession map is used by HR professionals to make better decisions in the organisation, act with confidence, and progress in career. This map introduces new approaches and techniques to the new HR professionals and makes them an expert. The UK is facing skills shortage in many sectors. Among these sectors, the healthcare sector is one of them and this shortage can be solved by taking proper steps there is the importance of CIPD profession maps and its behaviours as well as its standards that are recognised over the world.

Importance of CIPD Profession Map Behaviours
Based on research and feedback from people professionals, the CIPD profession map outlines the knowledge, behaviours, and abilities that each of us must possess in order to have a good career effect. Although the Profession Map's center appears to be a simple circle. However, it is the focal center of the map, from whence everything emanates. It outlines our goal as human resources specialists: to foster better working conditions. The map will talk us through a number of professional ideals that can help us make better judgments in every circumstance rather than telling what to do. All of these principles are important. For example, this can direct people, groups, and organisations as a whole toward successfully carrying out whatever the future holds (Emmott, 2016).
The CIPD profession map serves a variety of functions that give the field its most solid base for making wise decisions. The map contains eight essential behaviours that illustrate in greater depth how professionals should behave in order to contribute to organisational success (CIPD, 2022). These behaviours have an impact that empowers professionals to make value for society, people, organisations and so on. These are listed below:
· Curious
· Decisive thinker
· Skilled influencer
· Personally credible
· Collaborate
· Driven to deliver
· Courage to challenge
· Role model
While working in the UK, these behaviours are absolutely vital for HR professionals. These are discussed below:
· Curious: For HR professionals, curiosity is one of the most critical behaviours. They need to be curious and have a tendency to know more and more about people and employees before making any judgment. Thus, in the virtue category of wisdom, curiosity is referred to as a strength.

· Decisive thinker: This skill aids with data analysis and speedy decision-making to select the optimal course of action. When making decisions, professionals are first inspired to think, then to plan and almost be data-driven by this behaviour. It also encourages speedy decision-making, particularly when it concerns a colleague or employee because it could have a significant impact in the future (Richson, 2021).

· Skilled influencer: Skilled influencers are those professionals who simply possess the capacity to exert influence across a broad area to get the required commitment. This behaviour helps to build solid relationships.

· Personally credible: It defines the responsibility of professionals which is allocated from the organisation. Since many works depend on the team, need to complete those tasks co-operantly.

· Collaborate: Among the behaviours of HR professionals, collaboration is called the central pillar. Collaboration occurs when two people, a group of people, or an organisation shares ideas and resources in order to work toward a common objective. Furthermore, another must-have thing for successful collaboration is clear and thoughtful communication (Richson, 2021).

· Driven to deliver: Self-motivation helps HR professionals to develop a drive and determination. It encourages them to work with more effort. From self-motivation, some people gain the ability to take leadership. Besides making motivate themselves they are also able to motivate others to take the similar challenges.

· Courage to challenge: It refers to acting in spite of fear rather than just being fearless. The CIPD profession map indicates that the ability to show confidence to speak up freely and challenge complex situations in unfamiliar circumstances is called courage (Sunnyzhaoblog, 2016).

· Role model: HR professionals need to understand the psychology and strategy of human resources. In this way, HR professionals are referred to be role models within the company because of their actions, their manner, the trustworthy relationships they develop, and the respect they receive from others.


The extent of the CIPD professional map applied to HR professionals
One of the most prestigious and significant organisations in the field of human resource management is the Chartered Institute of Personnel and Development (CIPD). It has introduced the new CIPD profession map. Many people in the world work in human resources. To guide them, the CIPD profession map is an interactive set of standards that is used as a tool to support the HR professional to adapt to the future demand. In this present world, HR professionals have to update with the relevant skills to meet these demands. Besides, this map keeps HR professionals always developing and improving the world of work (Mayne, 2021). Thus, the necessary skills and expertise are of HR professionals established by learning how and/or when to apply the knowledge in their area of specialization. 
HR professionals work all over the world and they could take advantage by using CIPD professional map. Generally, they give attention on the management of self, teams, and groups as well as manage all areas of the organisation and the left. Therefore, the integration of management roles at different levels is focused on by the HR professional. For all of these purposes, CIPD professionals play a vital role. This map is mainly used to foster the amalgamation of elements, which is necessary for creating a better working environment for workers and firms (IvyPanda, 2020). In addition, CIPD professional map helps to build a good relationship between a firm and its employees. Moreover, this map provides proper guidelines to handle all conflict situations including internal and external customers, etc. of an organisation. 


Reasons for skills shortages public sector in the UK
Nowadays skills shortage has become a great problem in the UK. In compliance with the Open University’s annual Business Barometer report, the United Kingdom is facing skills shortages in more than three quarters, or 68%, of small to medium-sized enterprises, as well as with the figure rising to 86% for large organisations (SIA, 2022). Many businesses in the UK started to turn down work because of skills shortages which have a knock-on impact on company performance. Published by the Office for National Statistics (ONS), a record high of 1.2m official vacancies in the UK shows that organisations are finding it harder than ever to fill roles. There are a number of reasons for this shortage. Including immigrant of workers, the war in Ukraine, the pandemic, the effects of Brexit and rising business costs. The Institute for Employment Studies estimates that 600,000 fewer individuals are employed today than they were before the outbreak. The causes are older people retiring as well as more younger people in further education and so on (Access, 2022). As a result, unskilled employees are increasing and highly skilled workers remain in shortage. Therefore, despite the high unemployment rate, there is a skills shortage in the UK's public sector.
Every sector in the UK has skills shortage for a long time and it's increasing day by day. According to recent national data from Virgin Media 02 Business and Censuswide, more than half of employees in the public and private sectors are suffering from a lack of digital skills (Barker, 2022). Moreover, the report of CIPD also found skills shortage in some sectors in the UK, facing serious challenges with hard-to-fill vacancies. Health and social care are experiencing a 49% talent deficit, manufacturing is seeing a 47% shortfall, and hospitality, arts, and leisure are experiencing a 51% increase from 2020's 12% shortage (CIPD, 2022).


Long-term labor market improvements to solve the UK's skills shortages in the healthcare sector 
The NHS (National Health Service), the public organisation in charge of providing public healthcare to all citizens of the UK, has employed around 1.2 million full-time staff. Moreover, in adult social care, about 1.1 million healthcare workers are engaged. In addition, 46,000 healthcare workers are also employed by private healthcare providers in the UK. One in ten of all workers in the country, according to NHS, are employed in the healthcare industry. Besides, for every 356 people there is one doctor in the UK (Dynamic Health Staff, 2022).  At present, over 41,000 nurse vacancies remain unfilled. Similarly, in medicine and adult social care as well as in mental health, some problems have also arisen.
Skills shortages in healthcare are a part of the national trend in healthcare in the UK. The most upsetting part is that this gap is increasing day by day. There are several solutions to this problem. If the shortfall resulted from a lack of workers with the requisite skills, increasing training is the best short-term remedy, and job redesign and holistic methods are the best medium- to long-term options. Maintaining a balance between immediate fixes for the current skills shortages and lengthy remedies for the forecasted healthcare skills shortages (Kilpatric et al, 2007). The graduates from nursing who are facing a lack of skills need to be work ready and for this all-education institutes should work closely with business sectors more closely which will train skills needed to meet future demand. However, this will not be sufficient to address the extent of the skills shortage problem. Moreover, New Economic Foundation (NEF) also provides some ways to help people return to work after the furlough. These include more upskilling and retraining options.
Healthcare businesses must focus on programs to increase retention, adopt a new approach to skills and current talent optimization, improve nurses' and doctors' engagement, and make sure that new hires have the greatest experience possible during recruitment and onboarding if long-term labor market trends are to address the skills shortages in the healthcare sector professions. In addition, there is a need to add enough scholarship systems for upcoming graduates from nursing. Governance frameworks need to be set up strongly for guiding medical education, health employment, migration of health workers, etc.

Conclusion
CIPD is a set of standards used for people development. The CIPD professional map is designed mainly for HR professionals working all over the world. His map helps professionals provide proper guidelines for the activities, knowledge and behaviours. In this essay, we also get a clear idea about the area where the core behaviours could be used by professionals. But there are skills shortages in UK's public and private sectors, especially in the healthcare sector. The Healthcare sector plays a more significant role than other sectors. To solve this problem, the shortages and obstruct in the healthcare sector are found and the long-term solution to this problem is described above in this essay.
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