BA Business Management
Module: Managing People
Module code: LCBB5004
Assessment 2: Written assignment
Student ID: 2115611
[bookmark: _GoBack]Student Name: Milena Andonova












Contents
Task 1	2
CIPD profession map behaviors for Human Resources professionals	3
HR professionals working on the global scale	4
Part 2	5
Skills shortages despite the high unemployment rate	5
Shortages in healthcare sector professions in the UK	6
Referencing list	8












[bookmark: _Toc123727286]Task 1 

[bookmark: _Toc123727287]CIPD profession map behaviors for Human Resources professionals 
In the UK, there has been a case where Human Resources (HR) experts have used "basic" practice recommendations without thinking about whether they are the best for their firm, leading to poor choices. For this reason, the Chartered Institute of Personnel and Development, also known as CIPD, created their profession map to highlight the “ content choice abilities. These abilities are intended to have a greater and more effective effect than any standard practices, thereby helping to promote an improved performance in workplaces on a world stage. In addition, the profession map shows an interactive set of recommendations that HR professionals may use to help them continuously adapt and enhance both their personal and business experiences at work. Therefore, if everybody in the HR sector follows the profession map norms and principles, this would improve the development of a shared professionalism and result in a more productive working style. The map is not intended to provide accurate and detailed directions, but instead to motivate and provide a variety of concepts that can aid HR workers in making wiser decisions under every given context. These guidelines are in place to help people, organizations, and businesses successfully navigate challenges and situations in the future. Obtaining and developing a shared purpose is crucial for Hr practitioners working in the UK since doing so will help the organization keep a sense of what is important and what it stands for. This particular foundation of accepted standards assists HR practitioners to maintain and boost the self-assurance and productivity necessary to effect transformation at work (Thomson,2012). It is certain that implementing the CIPD profession map will give HR professionals more confidence and assurance in their daily job operations.
According to CIPR, Hr practitioners can use the map to improve an individual leadership skills by motivating HR staff to adopt a more conclusive precise mindset, encourage the advancement of knowledge in new practice settings, advertise long-lasting transformation within the organization, and inspire the advancement of credible potential in both individuals and organizations. A show of knowledge in the workplace, particularly when collaborating with individuals and organizations, is also established via the professional map. The CIPD framework is adaptable in that it concentrates on crucial HR themes like diversity, staff satisfaction, and statistics, which are created to alter and develop over time. The CIPD has created a new "basic" level to emphasize efficient working practices in order to better assist HR professionals who are just beginning their careers. The map's goal is to demonstrate the new competencies required of human resources personnel in their workplace, which is always shifting and evolving and necessitates rapid and effective adjustment (Szamosi,2018).

[bookmark: _Toc123727288]HR professionals working on the global scale 
When considering how the CIPD profession map might be applied to workplaces internationally, the way in which it is appropriate to Human Resources operations in the market on a worldwide scale comes out. This map was developed with the intention of improving the productivity and effectiveness of Hr managers across all industries, irrespective of the industry or size of the organization. Furthermore, the fact that this professional map monopolizes on streamlining procedures and standardizing operating procedures across all fields explains how it can be used to every industry. This framework is in place to support HR personnel' efficient and collaborative work in a way that inspires everyone to operate with the utmost confidence and dependability, no matter the size or nature of the task. It may be argued that the reason this kind of framework is able to function on a worldwide scale independent of organization is because the CIPD professional map is not there to provide HR personnel with advice and exact instructions on how to carry out their jobs. Instead, it serves to illustrate how, in any company, work that is principle-led and outcome-driven results in optimized and probably be the most important (Brown,2019).
The expert map is there to motivate HR employee to complete better decision-making by adjusting, optimizing and continuing to work with the purpose of the business in mind and collective good for the staff members which they are trying to manage. This works in a flow with the constantly shifting, transforming and evolving type of global scale organizations. The career map highlights how scientific proof approach aids people in making better choices in all situations and how preliminary research and evaluation are crucial to produce the best options and solutions. Human resource managers may rest assured that HR teams are developing appropriate solution that support the development of their organizations thanks to the application's core values, use of facts, and focus on performance (Vaart,2020). The map's main goal is to basically enhance people's perspectives at work and ensure that it supports the framework's promotion of improved working conditions. It is a deeply held belief that all institutions should be developed to promote the general justice and enjoyment of employees, and the center of the map is where all guiding concepts and available data flow. This professional map was developed with the expectation that it would be appropriate regardless of the organization's size or process flow, as having an impact on an individual and organizational level provides an example of the kind of encouraging and fostering working culture that old companies need to cultivate. The majority of employment troubles are caused by organizations not providing the mental health and workplace experiences of their current and potential employees even the slightest consideration. Because of this, our professional map takes into account the need to provide HR professionals everywhere with a more uniform, efficient, and motivating environment (Muda,2021).
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Almost half of businesses in the United Kingdom, or 46%, had hard-to-fill open spots, which is significant compared to the 47% of the prior quarter. The significant proportion rises to three-quarters to 75 percent when only taking into account firms with job vacancies, according to the CIPD report "Labour market outlook-winter 21/22." Additionally, 41% of workers are employed in the non-profit sector compared to 45% in the commercial industry, and 53% of businesses in the public sector reported having job vacancies that were challenging to fill (Queen’s,2019). According to this survey, the three sectors with the hardest available jobs to fill are healthcare (64%), public government (52%), and constructions (51%). Although recruiting intentions have slowed down this quarter, it is crucial to remember that they remain high and are still above pre-pandemic peak levels. At the start of the epidemic, the labor market had declining unemployment levels and high hiring expectations, with seven out of ten companies polled (70%) indicating they wanted to hire inside the following three months (Budhwar,2020). The CIPD has emphasized that the present employability environment is akin to the one prior to the epidemic. Additionally, over the last six months of 2021, 2/5 of businesses (41%) experienced increasing employee turnover rate or difficulty retaining personnel. Concerns about employee retention are frequently addressed by focusing on work practices, such as the flexible, expanded employment conditions that 48% of organizations with retention concerns implemented in the preceding six months. The possibility of raising current employees' pay was also preferred, as was placing more importance on compensation and benefits (Brown,2019).
In addition, firms reported openings in 169 different professions, totaling just under 309,000. When placed into context, less than 280,000 graduates joined the workforce in 2017 whereas more than 184,000 UK students have done so at any level of employment, including jobs that do not necessitate a degree. Data contexts do not always visible, as is seen from the studies Ball has done. Great data on the number of graduates have also been made possible by data collection by the Higher Education Statistical Office (HESA) and the regular checks of locations. It has historically been difficult to comprehend some of the discrepancies that emerge within the public sector since it is difficult to get consistent, high-quality data on graduate recruitment. For instance, industry organizations have long identified and are now addressing what appears to be a national shortage of IT professionals in the United Kingdom.  The difficulty in finding qualified candidates for these hard-to-fill positions appears to be related to the lack of training or lax hiring policies for those without knowledge or even the potential to learn, which would allow for better pay (Szamosi,2018).
[bookmark: _Toc123727291]Shortages in healthcare sector professions in the UK
According to Tc Global, a 4% drop in professional nurses has resulted in 41,000 vacant nursing vacancies. Serious concerns have also arisen in adult social services and mental health. The gap is also largely attributable to Brexit, which has led to a significant exodus of European healthcare professionals who were crucial to maintaining the medical system. Since there won't always be nurses in the nation in five years, the Health Foundation predicts that immediate action is required (Budhwar,2020).
The NHS, the biggest employer in the UK, has one out of every eleven unfilled posts, according to the Edge Foundation's Skills Shortage Bulletin, which was released in July 2019. The substantial skills gap that present in the UK for areas of medicine is made worse by this. Despite the fact that steps are being done to solve this problem, such as changing the visa criteria for healthcare workers, a closer examination of labor market movements is still necessary to fully comprehend the scope of the gap (Thomson,2012).
It might be claimed that healthcare systems follow a regular cycle throughout the UK labor market over time. Because of a lack of long-term employee training, the demand and availability of nurses in the UK have now been adjusted in far too many situations. Additionally, the NHS in England has occasionally used aggressive international hiring as a "policy solution"   Research on the current inadequate staffing suggests that little has changed in terms of manpower planning over the years. As per Buchan, the lack of long-term and comprehensive population strategy, which is able to offer for a better control and coordination of the healthcare system, is partly to blame for the present labour shortages in healthcare in the UK (Wilton,2019). Improved staff retention is required, as is greater attention to the mental health requirements of healthcare professionals, which have long been neglected in the labor market. It could be argued that there has always been more emphasis on how productive employees are at work than on providing them with better employment conditions, ensuring their convenience and protection, and motivating them to perform their jobs more effectively by demonstrating greater consideration for the workforce. Because they are the country's backbone, particularly during the high death rate, there deserves to be a specific emphasis placed on making NHS healthcare workers readily available with greater compensation, more respect, and better care for workers' psychological health (Vaart,2020).
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