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Introduction
    Human Resources (HR) management has become an important area for employees’ development of in an organisation. HR managers take part in recruitment and training new staff, distributing employee benefits and holidays, ensuring safety compliance. 
    HR management is defined “as a strategic and coherent approach to the management of an organisation’s most valued assets – people working there, who individually and collectively contribute to the achievement of its objectives”. The purpose of the area is to ensure that the organisation achieves success through people. (Armstrong, 2008)
    The employees’ performance is directly impacted of HR managers’ activity. As workers are supported by being given proper opportunities, proper hours of work and rest, their activity is performed well and with more enthusiasm. The HR managers need to take into consideration individual and group needs and skills of the workers, work style and their aspirations. (Armstrong, 2008)
   The following report will analyse the importance of HR management for UK’s businesses, especially in finding solutions for employment shortage in public and private sector. 

Part 1:
1.1 The importance of CIPD Profession Map for an effective HR management
CIPD Profession Map is a set of standards for the profession developed in 2009 by Chartered Institute of Personnel and Development (CIPD). Being updated and changed over the years, the Map is a tool created for HR managers to help them to practice a great job. 
According to the organisation, the Profession Map focuses on 3 parts: the knowledge, behaviours and skills, needed by a manager to create value and make an impact at work. The tool moves the attention and efforts from generic best practices to values-based decision-making, helping to discover best ways to build capability of workers. (CIPD, 2022)
The first CIPD Profession Map was launched in 2013, but, with a lot of professions changing over the time, it has gotten a final outlook in 2018 (presented and explained below):
[image: ]
(CIPD Profession Map 2018. Source: Internet)

The self-assessment of the CIPD Profession Map requires 3 steps:
Step 1: Identifying the Level of the role
The Map is divided in 4 distinct levels, each of them related to the individuals working goals and to the impact of it on the company’s workers:
1. Fundamental Level: short-term value; used for day-to-day tasks. It expects developing of good relationship with people (customers and employees of the company), integrity and fairness;
2. Associate Level: short to medium-term value; working with stakeholders for operations;
3. Chartered Member Level: medium to long-term value; related to a wider audience, managers and professionals and requires to get information from a wide range of sources, critical analysis before taking a decision;
4. Chartered Fellow Level: long-term value; needs influencing behaviours and attitudes of the other professionals. 
Step 2: Understanding the level standards
The CIPD Profession Map 2018 includes 3 standards, each of them being accorded to the level of the role:
1. Core Knowledge: For getting a positive impact on the work, there are needed 6 areas of knowledge: people practice, culture and behaviour, business acumen, analytics and creating value, digital working;
2. Core Behaviours: Ethical practice, courage and influence, passion for learning, situational decision-making, commercial drive and valuing people are some of the qualities and skills that a HR manager needs to have for facing challenging situations;
3. Specialist Knowledge: also includes skills (presented in the chart) that a worker has to apply to get a positive impact on the company’s activity. 
Step 3: Relating the key standards to the own level
   Every HR manager has to analyse his own core knowledge, behaviour and specialist knowledge in order to identify where some changes and improvements are needed to get a better way of managing people. (CIPD, 2022)

    The above described behaviours and performances are important to be applied in all organisations and companies around the UK. Being a multicultural and ethnic diversified area, there are a lot of different people living, visiting and working in the UK. Most of the organisations around the country has employees coming from different countries and cultures. Also, the companies have to deal with many different customers and clients from worldwide. 
    Thus, an efficient management has to promote the fairness, the politeness, integrity and a good relationship between all employees. Appreciating workers’ efforts to achieve their tasks, especially if coming from other countries, doing their best to speak well and understand English language, will encourage them to achieve more and to put more efforts in their activity. A fair manager will motivate and offer opportunities to every single employee who shows interest in job, no matter if the person is coming to the UK from Romania, Russia, Finland or Africa etc. 
   But a good employee’s management is important for all organisations and businesses around the whole world. The CIPD Profession Map sets global standards for different professions, for different sectors of activity. An effective management, a good planning and controlling ensure the optimal utilisation of the resources, eliminating all types of wastages in all business operations. Also, it can predict what challenges can occur in the future and helps to take the necessary steps to meet the demands of changing environment. This leads to a national and international growth and prosperity.  (Your Article Library, 2022)


Part 2:
2.1 The problem of the skills shortage in the UK
   The “Labour market outlook-winter 21/22”, a research made by CIPD, has revealed that 46% of employers of the UK have difficulties with filling job vacancies. There are 53% of hard-to-fill vacancies in the public sector, 45% - in the private sector and 41% - in the voluntary field. According to the report, the most lack of workers (64%) is identified in healthcare. Also, the building companies around the country and other public sectors have mentioned that more than a half (51% and 52%, respectively) of vacancies are open to the public. (CIPD, 2022)
    According to many researches made in the last time, the shortage of skills in the UK is a result of Brexit and Covid-19 pandemic. The consequences of the pandemic and the new entering the country rules, put in place from the beginning of 2020, have determined a lack of migrants. During the lockdowns, which affected the country economically, a high number of the non-British citizens have left the UK and went back to their countries. The UK decision to leave Europe also has lowered the migrants flow, as the entering and living in the UK rules have become harder. 
   A “Search” report from 2021 informs that in the NHS alone, around 14% of staff members are from outside the UK, made up of over 200 different nationalities. The distribution of the roles within the wider healthcare industry suffers, as well. More senior care workers are needed in the NHS sector, but these roles only make up about 10% of the overall social care workforce. Adding this to the shortage occupation list would only have a small effect. It is also affecting that many of the roles are ineligible for the post-Brexit skilled worker immigration route, as well as for the shortage occupation list.
   The skill shortage also affects the current workforce, not only the recruitment process, current. The same research shows that about 40% of managers have asked their staff to work longer hours, as the sector does not meet the number of staff it is needed. This adds extra pressure to internal teams and makes the retention of staff tougher, as many of them leaving because of the harder work environment. “With the average healthcare recruitment lead time hitting highs of 4.6 months, keeping skilled workers in roles is more important than ever”. (Search, 2022)
Construction sector also is affected by the lack of migrants, due to Covid-19 pandemic and the Brexit. According to a CITB research, on London building sites, half of the workers are migrants. The report mentions that in 2020, the number of the construction employees coming outside the UK fell by 15%, in comparison to the year before - from 145.000 to 125.000. (CITB, 2021)
 The employers also had problems in training new people for the job. The same source of CITB identifies that seven in ten building companies reported sourcing materials difficulties in 2021. The easing Covid-19 restrictions, the rising cost of raw materials, combined with a surge in job demand, despite the continuing skills shortage, have put a pressure on employers to increase the salaries. It has affected the possibility to train and hire more new workers in construction sector. (CITB, 2021)
 When hiring people, especially migrants, employers also have a lot of concerns. For example, some potential workers, with good force skills, have a lower level of English than the required one by the building company. The CITB reports shows that sometimes employers are not able to identify if the qualifications from other countries are suitable for a non-UK worker to be sponsored for the new Point-Based Immigration System (PIBS). Another problem is the low rate of the building companies that have the license to hire non-UK workers. According to the research, the signing up process involves more expenses and efforts for the organisations (more paperworks required, the lack of experience, costs of workers leaving the job after a short time etc.). (CITB, 2021)

  2.2 Labour market developments to address the healthcare sector skills shortage
As the healthcare sector is the most affected by the skills shortage, the government has to act urgently to improve the situation. 
CIPD addresses some recommendations that can help to deal with the unemployment rate:
· Increasing the salaries of healthcare workers. Many employers have mentioned the low payment rate, especially for the entry level positions, as the main reason of the lack of applicants for the vacancies;
· Offering some benefits and discounts for renting properties or traveling. As the CIPD report says, many applicants meet difficulties about the location of the job (too far) and hesitate to apply for because of it. The government can think about offering properties near the workplace for a reduced price or to reduce or cancel the commuting fares;
· Progression plans for staff and skills investments can be put in place (more trainings and apprenticeships, as a problem it is also the low qualification of the applicants);
· Some employers take into the consideration recruiting from schools and colleges and wider vacancies advertising. (CIPD, 2021)



Conclusion
    Human Resources Management is the key to a successful organisation activity. HR specialists are important for an effective recruitment and retaining of the employees, for maintaining a healthy and fair working environment. Human Resources managers plays a big role in developing, reinforcing and changing the culture of the company. 
   A right identification of the challenges and possibilities occurred in a developing activity of the organisation will lead to the right decision making, as a result – the productivity of the business. 




















Reference list
1. Armstrong, M., 2008, Strategic human resource management. A guide to action, 4th edition, Kogan Page, pp.14-20
2. [bookmark: _GoBack]CIPD, 2021. Addressing skills and labour shortage post-Brexit https://www.cipd.co.uk/Images/addressing-skills-labour-shortages-post-brexit_tcm18-102313.pdf  (Accessed on 8th of September, 2022)
3. CIPD, 2022. Explore the Profession Map  https://peopleprofession.cipd.org/profession-map  (Accessed on 23th of August 2022)
4. CIPD, 2022. How to reference CIPD Profession Map  https://cipdassignments.com/blog/how-to-reference-cipd-profession-map/  (Accessed on 7th of September 2022)
5. CIPD, 2022. Labour market outlook. Winter 2021-22  https://www.cipd.co.uk/Images/labour-market-outlook-winter-2021-22_tcm18-109270.pdf  (Accessed on 7th of September 2022)
6. CITB, 2021. Migration and UK construction report 2021  https://www.citb.co.uk/media/cxxlqsps/citb-migration-and-uk-construction-report-2021.pdf  (Accessed on 6th of September 2022)
7. Search, 2022. How will Brexit affect the healthcare skills gap? https://www.search.co.uk/blog/2021/05/how-will-brexit-affect-the-healthcare-skills-gap?source=google.co.uk  (Accessed on 7th of September, 2022)
8. Your Article Library, 2022. Importance of Management to a modern business  https://www.yourarticlelibrary.com/essay/importance-of-management-to-a-modern-business/27885  (Accessed on 8th of September, 2022)

7

image2.png
Core
knowledge
« People practice
* Culture and
behaviour
« Business acumen
« Evidence-based practice
« Technology and people

ist kn,
gpect?!t KOWlegg,

)

3

{
H PURPOSE

o,
"eco"'“_,\

Core
behaviours
« Ethical practice
« Professional courage
and influence
« Valuing people
* Working inclusively
+ Commercial drive
« Passion for leaming
« Insights focused
* Situational
decision-making

-‘“—-‘

woran®

. Specialist

« Employee experience

« Employee relations

« Inclusion and diversity

« Learning and development

* Reward

« Talent management

« Resourcing

« Organisation development
and design

* People analytics




image1.jpg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




