
Managing People
3

   University of Wales
Trinity Saint David



Managing people
ASSESSMENT 1







Student                                                                                                        Lecture


Manal Talharchet                                                                                         Charles Oham
       1917140





August 2021



Table of contents

Managing people	3
Core knowledge:	5
Core behavior:	6
Specialist Knowledge	7
References	10






                            

                          



[bookmark: _Toc79554104]    Managing people 
In general terms, an HR professional is someone who knows how to run an organization in any given situation and circumstances whether it is the human resource or working world challenges. HR professionals hold the key tactics and skills which impact the functionality of the organization and also keep in mind the factors that impact the organization from inside and outside. There are certain qualities that are associated with HR professionals worldwide. These qualities are put and weighed according to certain criteria and to follow the criteria it is of much importance that who and what decides the criteria. Along with this, it is of immense importance that why this criterion is being set. The answer for this is that the organization which holds the right and responsibility for setting criteria is the one organization that is given the consent of all the related subjoined entities in the business/ world of work (Syrigou, A., 2018).
In the world of work and specifically business professionalism CIPD (Chartered Institute of Personnel Development) is the one organization that sets the parameters and criteria for the measurement and management of professionalism across the globe. The organization caters to the monitoring of the quality and standard of professionalism. It behaves as a benchmark for other organizations, businesses, foundations, or any other service and product providing workplaces where human resources are involved. CIPD sets the standards for ‘who’ can be called/ considered a professional. ‘Who can be considered a professional involves the knowledge, skills, capability, capacity, and ability of a person who is opting to be a part of an organization as an HR professional. CIPD defines the parameter for these qualities to be measured in order to avoid a substandard mixing in the world of work in the name of professionalism. 
The HR professionals are responsible for the uninterrupted and smooth flow and functioning of the services or the products an organization provides to the customers. HR professionals are the linking source between the employers and the customers. This role makes them the essential and inevitable entities in the business world. The HR professionals manage all the constituents of the organization such as the workforce, financial resources, and procurement. The management of human resources or workforce management involves the identification of the needed recourse type after discovering the gap in the work chain, planning for the fulfillment of the gap with the best possible strategy to launch the hunting, recruitment; scrutinizing the available options through the recommended process such as the profession map guidelines presented by CIPD, and the selection of the resources which fit the standard criteria of CIPD.
CIPD is the best guide in this regard which not only helps the organizations and HR professionals to choose the best options and make the best decision in the challenging movements. It also helps the candidates to develop the qualities and acquaint themselves with the learnings that are accepted, appreciated, and practiced in the organization in order to be part of it. 
The HR professional criteria and qualities of CIPD under the title of ‘profession map’ are mentioned below:
· Core Knowledge 
· Core Behavior
· Specialist knowledge
These major qualities are based on the purposes which need achievements based on the principal-led interventions coming forward with evidence-based solutions driving practical and workable outcomes. The aforementioned standards are multifold and contain further points of consideration that assure the high-quality professionalism possible for the organizations. 
[bookmark: _Toc79554105]Core knowledge:
        In CIPD core knowledge involves the knowledge of people practice that means the HR professional should have the knowledge of the practices involved in handling and managing the human resources and workforce. It also involves the responsibility and knowledge of the culture of the organization along with the environment needed to be developed if the current environment or culture of the organization is not beneficial for the progress. Such as the behavior of the employees is not friendly or positive and is shattering the confidence and lowering the morale of the other employees. An HR professional should be aware of the step he needs to take in order to bring a good change in the culture of the organization. The relationship between the employees and the employers is a very important factor in the overall performance of the company or the organization. A study “HOW HAS THE UK HOTELSSECTOR BEEN AFFECTED BY THEFISSURING OF THE WORKER– EMPLOYER RELATIONSHIP IN THE LAST 10 YEARS?” shows the bad effects of the gap in the employee and employer relationship (López-Andreu, M.et. al, 2019). The role of HR is of immense vitality when it comes to relationship-building among the employees or between the employer and employee. HR professionals have to have the qualities to make strategies to cope with such situations which surely has an impact on the overall performance of the company. Following the principles given by CIPD, HR should also be acquainted with ‘Business Acumen’ capabilities in order to take immediate decisions whenever needed (Ragas, M.W., 2019).  This is also demanded from the professional that whatever solution he devises for the problem must be based on the evidence and the practical measures. Along with this, the HR professional should be adaptive to the technology and the people. HR professionals present the face of an organization if they are accommodating or adaptive they can promote the organization by public opinions. Knowledge of the changing trends is essential for the HR professional so that he could be able to bring change in organizational strategies. 
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          	Core behavior involves the ethics of professionalism. In fact, professionalism itself is a work ethic. The ethical command helps the HR professionals to handle difficult situations at a workplace or outside the workplace. The HR professionals are required to be highly influencing personalities so that their presence and absence make a difference for the organization, for the employees as well as for the customers. They should be effective in every practical step they take for the organization. They should be able to take responsibility for their decisions. The approach in catering to the issues of the workforce or customers should be assured that the human/people are valued in the respective organization and their opinions about the services or the products matter. HR professionals are also expected to work inclusively as well as affirm their role exclusively. There must be a commercial derive in their priorities to promote the organization at different but relevant platforms (Braga, B.M., 2019). HR professionals must have the flexibility and willingness to learn new things from the changing trends and work ethics. The professionals should show an open-minded approach towards learning unique ideas and also implement the positive points in their own organizations. All these things related to the behavior and professional and personal ethics involve the level of interest or the passion for their work. Passion is the motivational force that does not gets affected by any good or bad circumstances so HR professionalism should be stimulated by their passion. 
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        Specialist knowledge involves the experience of the employee in the workplace with the people that how they make them feel. The experienced professionals provide a flexible and positive environment to the other employees that they feel valued. The experienced professionals have specialized knowledge about the approaches that which approach should be applied to which situation. The specialized HR professionals should have a great command over employee engagement tools and strategies. The employee engagement strategies bring a very positive impact on the organizational progress as the employees invest their trust and loyalties to bring better outcomes. This involves the relationship of the employee and the employers too as the employers are the ones with specialized knowledge and HR professionals work for them. The nature of the relationship between the employer and employee can bring a huge change in the progress speed of an organization. The culture of inclusion and diversity should be encouraged in all types of organizations and companies. By inclusion, it means that Professionals should not work in isolation. They should involve and also accompany their fellow employees to help them better understand their roles and responsibilities. Diversity allows the organization to have diversified and unique ideas in one place. People from different origins, cultures and having different expertise can surely add to the assets of the organization. The organization should have professionals and specialists who have a positive approach to the learning and development process. The specialists should promote learning and development pieces of training using different modes such as face-to-face learning, via social and collaborative coaching, and virtual training. Motivational and behavioral approaches are also helpful in this regard (Garavan, T.N.,et. al, 2020). 
These approaches/steps are essential for the process of planning the operations, finding the gap in the resources needed to deploy or deliver the services of the products the organization makes or provides. These qualities are also inevitable to be followed while recruiting for the organization as they work as the guiding principles for HR professionals to choose the best options. These principles are also helpful in determining the process of scrutiny for the selection of the best option to add to the working force of the organization. 
There are many other approaches that are being followed to plan, recruit and select the resources for the organization but these principles provide a universal guideline that can be helpful for any organization/ company, business, or foundation of any level. 
For the practical or evidence-based demonstration, a UK-based corporation has been selected. The company “Associated British Foods plc.” is a food processing company. It produces and delivers sugar and sugar made materials and baker’s yeast and related products worldwide.
It also has a retail business and produces clothing and shoes and accessory products. The company is considered to be delivering the best products and it has rapidly progressed over the course of few years. The company’s culture is very positive and it believes in the inclusion and diversity in the organization as its employees come from diverse cultures and backgrounds. Its hiring involves the Japanese, American, Chinese, and Indians as well as English employees. The idea behind this approach is to get and utilize vibrant ideas. This cultural diversity allows the company to count the external factors such as the current trends in the markets across the continents. This prepares the company to cope with the external competition and affirms their approach of hiring more resources from diverse cultures. Along with this the company is highly focused on internal and external risk management policies. During the pandemic Covid -19, business and employment both were badly affected. The hiring patterns changed thoroughly if there was any hiring taking place. The employees were evaluated and put to technical and online system operations. This entirely changed the process of hiring for this rather than every company or organization. The company caters to it smartly because of the best HR planning and implementation policies. Still, their reports show that the company is aware of the internal pressure of human resource shortage and management and this can prolong to the year 2020. The focus on the external risks is also prominent that the company is already preparing for the risk management related to the market. The users from the time of pandemic Covid -19 has shifted to online orders but the company has reservations because of cybersecurity issues which can cause serious reputational issues for the company. The company, considering all these internal and external risk factors has made steps to avoid these threats. This shows that human resource management is not only influenced by internal factors such as culture, environment, and employee engagement as well as external factors such as market and social conditions (Gholami, B., 2017).  
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