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BUSINESS MANAGEMENT

Executive Summary

Business management is the application of commercial enterprise that makes use of
different aspects in overseeing and supervising business operations. This study will
demonstrate how the behaviors in the CIPD Professional Map are significant for the HR
professionals to be functioning in UK. The paper will also demonstrate an understanding of
how this map can be applicable to working on a global scale regardless of the size and sectors

within organizations.
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BUSINESS MANAGEMENT

Part 1

Answer a

In an organization, there are external and internal factors that influence the working and
management of the personnel. Creating a positive employment balance is driven by employers
to make hire staff by reducing their staff levels. 11% of employers are making redundancies
with a small portion being adept to the proportion in the market. The intentions in redundancy
provide higher retention at the place (Jang and Lee, 2018). Working and analyzing resourcing

in an organization is demonstrated by internal as well as external factors.
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Figure 1: CIPD Map
(Source: Peopleprofession.cipd.org, 2020)

The profession map sets an understanding of the ways in which individual’s profession

are benchmarked. Utilizing better progress levels and acting in confidence requires an
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organization to progress at one’s career (Peopleprofession.cipd.org, 2020). This map creates

relevancy to individual’s profession and develops optional ideas based on the dependent roles.

In the areas of core knowledge, it can be stated that there are six main areas needed to

bring in change which includes creating a positive impact into the world. This includes:

e People Practice:

Understanding onto a wide range of services implies how these practices are significant for

effective people professionals.

e Culture and behavior:

Developing an understanding about the behavior of the people is essential for building up

a right culture.

e Business acumen:

The business acumen implies understanding of the commercial context as well as the

extended world.

e Evidence based practice:

The evidence-based practice requires establishing insight and solving problems along with

developing and measuring the effect it can have.

e Technology and people:

This behavior implies comprehending the effect of technology at work.

e Change:

The behavior involves developing an understanding of how to enable change in an effective

manner.
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In the area of core behavior, it can be explained that a major shift is needed for making

people valuation. This includes:

e Ethical practice:

Developing trust is significant for role-modelling in ethical behavior that implies

application of values and principles in decision making process.

e Professional courage and influence:

Developing a proper knowledge implies speaking up and skillfully gaining knowledge for

a better buy-in.

e Valuing people:

In valuing people, bringing a shared vision is necessary for enabling development of

people, their wellbeing and voice.

e Working inclusively:

For working and developing collaboration across boundaries, individuals need to establish

proper outcomes.

e Commercial drive:

Establishing a proper mindset implies demonstrating a drive and developing change to

initiate proper value.

e Passion for learning:

Demonstrating proper knowledge comes through ensuring newer opportunities to learn as

well as innovate and improve.

e Insights focused:
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Developing questions and creating an evaluation of the ideas to generate an understanding

related to the entire process.

e Situational decision making:

Having a specialist knowledge requires organizations to deal with the how to apply the

expertise to develop a positive effect. This includes:

The core areas of learning specialist knowledge show how these knowledge areas can

create a positive effect. These are:

e Employee experience:

Developing a holistic approach implies how this enables the workers to have a voice for

their best.

e Employee relations:

Creating a relationship between organization as well as people is developed through

transparent practices as well as relevancy in laws.

e Equality, diversity, and inclusion:

Here the inclusion of knowledge and inclusive cultures is demonstrated through which

people can thrive.

e | earning and development:

Ensuring workers have the knowledge, skills as well as experience to accomplish their

individual and organizational needs and ambitions become significant.

e Organization development and design:
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Developing organizational models and systems is needed for establishing a behavior and

culture in order to demonstrate strategy and performance.

e People analytics:

Utilizing analytics is significant for decision making by the organization.

e Resourcing:

The aspect of resourcing involves attracting, detecting and recruiting the right people for

the organization.

e Reward:

Establishing remuneration as well as rewards demonstrates how the approaches are

developed for the future and present needs in market conditions.

e Talent management:

The main potential here involves the identification of talent and planning for engagement.

e Wellbeing:

Here, this involves developing a holistic approach to enhance the wellbeing at the

workplace.

Employees therefore identify new opportunities with the help of these core ideas and skills
to deal with the challenges to advertise more jobs by stressing on upskilling the staff. They also
look for opportunities to enhance well-being. Widening recruitment strategies might cause
upskilling current staff to limit the need externally (Kaye, 2021). As a result of widening
strategies people, management and developmental practices enhance job quality in order to
mitigate the measures of growth pressure. The UK Government also needs to address the policy

failings in order to support a greater level of investment.
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Answer b

In any organization, the behaviors are reliant on the internal and external factors
prevailing within and outside it. As a result of challenging conditions, the demand for staff is
high and the supply is limited due to distinguished reasons. Employers are looking for dealing
with staffing challenges by making jobs flexible and focusing on upskilling staff. Almost all

employers are applied on a global scale regardless of the sectors and sizes on the organization.

The main weakness is that employers expect to ensure an enhancement in the difference
to enhance staff levels to reduce steady safety. Two-fifth of the employees find it difficult to
focus on working practices like enhanced flexible working arrangements. Therefore, raising
the incumbent workforce is focused on employee well-being. The proportion of planning
redundancies stands at 11% as compared to 10% in the pandemic (llo.org, 2022). Therefore,
retention is significant to manage workforce size. This includes reduced wage growth pressure
and the UK Government reducing growth pressure in the market. There is a specific need to
levy cost-effective training for existing staff. In specific, there is a growing need to levy

flexibility for more flexible and cost-effective training by existing staff (Hemi et al. 2021).

The behaviors of effective HR professionals indicate that in order to get a clear
understanding of the personnel they need to work and analyze how the management is
resourcing as influenced by internal and external factors. Mapping on this, HR professionals
need to be working to be common in healthcare. As such it is influenced by professionals

working on a global scale.

Here, based on the Profession Map it can be stated that at four distinguishable levels
the knowledge and behaviors are required for each individual to be based on their specialist

field. In a more strategic manner, the extent of information influences others such as:

Foundational Level:
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In any global organization, the work is likely to be tactical and stressed on daily task
delivery that is used to create information and understand work and profession. Producing

immediate outcomes is the key to securing outcomes for the customers.

Associate Level:

Any global organization whether big or small requires a contribution toward the
analysis of the choices and actions. At this level, functioning with colleagues and members

requires a wide range of stakeholders to create medium or long term value.

Chartered Member level:

Another level in which HR professionals work is in establishing complexity and
delivery of information. Working with and influencing stakeholders implies creating a

momentum for a wider audience.

Chartered Fellow level:

Developing an evidence-based practice requires an important anxiety level.

Establishing evidence-based thinking requires shaping the profession to drive people to change.

Part 2

Answer a

Most employers have difficulty in finding up their vacancies like the last quarter. Upon
looking at employers with vacancies, the hard-to-fill vacancies are reported to have 53% of
employers in the public sector, 45% in the private sector as well as 41% in the voluntary sector.
The expected pay stands to be at 3% in total with 3% for the voluntary sectors. Most employers
plan on a pay review with an enhancement in a popular option at 40% (The Conversation,

2022). The average basic pay is developed in the analysis from the benefit of incremental
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progression or bump in switching jobs. For this reason, the median earnings are higher than its

metrics.
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Figure: Job vacancies and unemployment
(Source: The Conversation, 2022)

As they are most common in healthcare, the planning redundancies stand at 11% as this
retention is taking recruitment in order to manage the workforce of the organization. The main
shortage in hospitality is the rise in pre-pandemic bounce back. The demand for labor is
healthier as the labor force is shrinking and is falling by 1.6% in its first quarter (The
Conversation, 2022). Many people have a reason to be economically active due to the rise in
long-term sickness as well as early retirement. In order to remedy this, it is likely that they
provide a clear indication of the overall pattern. VVacancies that are hard to fill is common for

healthcare organizations in the public and private sector.

The UK has faced nurse shortages for a long time. UK needs to fill more positions than
36,000 to make it a place for those wanting to move abroad. Already 15% of nurses in UK are
trained overseas. Healthcare workers have played a crucial role in training overseas. Healthcare

workers have had an integral role in the frontline business of NHS. In the short supply of nurses,
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they could have opportunities for pharmacists to acquire jobs in the UK. In this respect, it can
be stated that individuals despite of high rate of unemployment. Half of the employers need to
fill up the vacancies like be most common in healthcare. Many vacancies are hard to fill and
most common in healthcare for public administration and construction (Ziegler, 2021). In such
a case, talent shortage in the UK is driven by contributing factors including digital
transformation done disproportionately for the demand of skilled workers over a two-year
period. Due to some evidence, such transformation has accelerated skilled workers over a two-

year time period.

In tech shortage in UK, they have been driven by a range of factors that include a
transformation in acceleration for skilled workers in the previous years. The skill shortages
result from the incapacity to refill the pay as well as employment conditions. For the vacancies,
to exist the present levels of pay and standard conditions must exist to have easy access to a
location (Hardman et al. 2018). Upon reflection of present levels of pay and employment
conditions that exist in the location, they have easy access. Making a massive rise in the cost

of living requires a recession that is facing.

Answer b

The long-term market development addresses the skills and labor shortages in the
developments for the developments that take place in the most affected sectors. Despite of the
efforts, transport and shorten to endure low pay for this period. Despite the efforts, it is clear
to make HR practices. Employers in the low-pay sector need to struggle to make effective
development of funded support. A strong case of publicly funded business is needed for HR as

well as people management and development.

In the context of this, the key attraction is that labor shortages in the healthcare system

for supply shortages. The social healthcare market is complex in nature. In absence of a
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broadening recruitment strategy, it is essential that job quality needs to mitigate the challenges
of tight labor developed in the market (Ferguson et al. 2020). However, UK Government needs
to address the concerns related to the support of investment by employers. A broad level of
recruitment strategies helps in enhancing people’s development to enhance job quality and
mitigate challenges for tight conditions in the labor market. There is a need to address the skills
in order to support a higher level of investment in a flexible and cost-effective way for the

present staff.

There is a high need to enhance local businesses to support services so that they can
encourage more businesses to make an investment into technology, capability as well as
workforce development. The management capability is in boosting the firm’s level of
performance in real wages. Due to widened recruitment strategies, there is a need for enhancing
people management as well as developmental practices to reduce the pressure on wage growth
(Evans et al. 2019). As a result of widened development practices, they need to enhance the

job quality to help mitigate the challenges by the inclusion of the pressure from wage growth.

In such a case, the benchmark for excellence among people is in its organizational
development through leadership as well as independent research. The capability of the
workforce here lies in the business performance to make enhancements in real-time wages. In
order to enhance job quality and mitigate the challenges in a tight labor market there is a need
for wage growth pressure. The global shortage of each talent is fueled by a rapidly changing
landscape (Ansar and Baloch, 2018). As skills gap implies how a shortage is experienced from

skills shortages in order in healthcare sector profession of the UK.

Due to market developments, they need to skill shortages that are most common in
healthcare, public administration, the public sector as well as construction. Half of the

employers have vacancies that are hard to fill under the growth pressure in order to reverse the
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flexible and cost-effective training for the staff. In the present data entry, skills shortages are
based on the situation in UK. This causes gaps in the assignment to review what this gap means.

In such a case, employers are unable to find workers for the skills required in two-thirds of the

position.
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