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Assignment 3: Managing People
[bookmark: _Toc112766293]Part 1-CIPD Professional Map
[bookmark: _Toc112766294]Part 1a-CIPD Behaviors
	CIPD Professional Map tends to be a set of interactive standards used to guide professionals working in the human resources department, to ensure that they always improve and develop the work environment (Emmott 2016). The professional map outlines international standards for the human resource profession. It is used in making better HR decisions, driving HR-related changes in firms, and ensuring HR professionals act in their work with confidence and grow in their careers. The map offers core behaviors that should be followed by human resource professionals in any industry. These core behaviors are shown in the CIPD professional map below;
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Figure 1: CIPD Map core behaviors (CIPD 2022).
Figure 1 shows the core behaviors that should be followed by HRs working in the United Kingdom. One of the core behaviors is an ethical practice. According to CIPD (2022), ethical practice entails HR professionals building trust through acting as role models in ethical behaviors as well as applying values and principles consistently when making decisions related to human resource management. This means that the core behaviors are key in making UK HR professionals ethical in their behaviors, such as acting in the best interest of the employees, rather than personal interests. Work inclusively is another core behavior that HR professionals in the UK are supposed to demonstrate in their work. Emmott (2016) indicates that working inclusively involves HRs collaborating and working across boundaries inclusively and effectively to attain positive outcomes. Working inclusively is important for UK HRs to ensure that they do not engage in discriminatory practices, in areas of hiring, promotion, and employee development on basis of race, ethnicity, nationality, or religion. 
	Additionally, HRs in the UK should have a passion for learning. CIPD (2022) argues that passion for learning involves HRs demonstrating a high level of curiosity as well as making efforts to take advantage of opportunities presented to them to innovate, learn and improve their knowledge and skills.  Furthermore, the core behaviors are vital as they ensure that HR professionals engage in behaviors that demonstrate value for people. This means that they respect, and value people based on their beliefs, culture, values, and social background. The core behaviors are also vital in ensuring that UK HR professionals are guided by commercial drive in the course of their work. CIPD (2022) indicates that commercial drive entails a professional demonstrating drive, commercial mindset, and creating an enabling environment for change to create value for a firm. The core behaviors also play an instrumental role in supporting UK HR professionals by ensuring they have focused insights in all they do. CIPD (2022) reveals that insight-focused involves asking questions plus evaluating ideas and evidence presented, to come up with an understanding and insights of different human resource management issues. For instance, when HR is presented with evidence of compensation policies as the key to influencing employee motivation, it is essential to evaluate the idea, to ensure that decision made on whether to implement the policy or not is supposed by evidence and deep insights. 
	Furthermore, CIPD core behaviors are important to HRs working in the UK as it ensures that they engage in situational decision-making. CIPD (2022) reveals that situational decision-making is concerned with one making pragmatic and effective choices or decisions on basis of a certain context or situation. Also, the core CIPD behaviors are helpful to UK HRs, as they act with professional courage as well as influence on behaviors of employees in their respective workplaces. 
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	The CIPD map can be applied by HR professionals working on a global scale despite their sector or organizational size. The CIPD map is shown in figure 2 below;
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Figure 2: CIPD professional map (CIPD 2022)
Based on the information presented in figure 2, one way that HR professionals can apply the CIPD map is by ensuring that they observe certain core behaviors in the course of their work. Some of the behaviors that they should observe include ethical practices, valuing people, professional influence and courage, situational decision making, commercial drive, and passion for learning. Mathis et al (2016) indicate that employees in an organization should engage in continuous learning and development of their skills, to improve their skills and competencies in different fields. The same thing should apply to HR professionals, they should have a passion for learning, whereby, they learn from other employees and also take personal initiatives to acquire knowledge on different emerging human resource issues. 
	Secondly, the map can help professionals to make evidence-based HR decisions in the future. CIPD (2022) argues that HR professionals should act and take evidence-based decisions, whereby, they add weight to professional judgments by offering strong evidence obtained from different sources to support their decisions. This means that HR managers should always develop their strategies and tactics affecting employees, such as employee development and training programs using evidence from a wide range of sources. The CIPD map can be used by HR around the world as a way of acquiring core knowledge needed to perform their work. Stone et al (2020) indicate that HR managers require core knowledge of people management issues. Some of the core knowledge required by HR professionals in all economic sectors in the world include change, people practice, people and technology, business acumen, evidence-based practice, and behavior and culture (CIPD 2022). Also, the map can be used by HR professionals as a tool for ensuring that their actions are out-come driven. The act of being outcome-driven entails professionals in the field of HR always taking actions geared towards making positive change in society and the organization. Stewart and Brown (2019) indicate that human resource management practice should be guided by certain core principles and theories. Applying the CIPD map would allow the HR professionals to be always guided by the following three principles in their work, namely, work matters, professional matters, and people matters.  
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	Data from CIPD shows that the UK public sector has been experiencing high levels of skill shortages, despite the economy having high unemployment rates. Skills shortages have adverse effects on an economy. A study conducted by George et al (2021) reveals that skill shortages in the construction industry resulted in UK construction costs going up. In the public sector, skill shortages mean that the government is unable to deliver quality services to the people, particularly in the field of healthcare. One of the reasons for skills shortages in the UK economy is under-investment training and the development of a workforce with appropriate skills, knowledge, and competencies to work in the public sector. There is a skill gap, whereby the training offered to people in the UK is not aligned with the needs of the public sectors. For example, the public sector may be requiring people with knowledge of public administration, but graduates from colleges and universities in the UK are not trained on how to handle public governance issues. The outcome is public sector lacks an adequate number of people applying to fill vacancies available in the public sector, as they lack the requisite skills and experience needed to work in those positions.
	Another factor that could be contributing to high skill shortages within the UK public sector is the differences between retraining rates and turnover. According to New Economics Foundation (2021), the Department for Educations Skills Needs Survey projected that in the UK there were 210,000 SSVs (skills-shortage vacancies) as of 2019, an increment from 85000 shortages experienced in 2011. This shows that the number of people leaving the public sector in the UK is high compared to new employees who are retrained to work in the same sector. As a result, many government offices are left without an adequate number of people who can work in different areas, as the available labor force does not have the skill capacity to work in the public sector. Houston and Sissons (2022) indicate that the leveling policy could be contributing to skill shortages in different economic sectors. Certain districts in the country record high skill shortages compared to others. Hence, in some areas, government offices and institutions lack adequate employees to fill available vacancies, as those employees are working in other districts.
	Lastly, compensation in the public sector is lower compared to the private sector. According to Mathis et al (2016) compensation is a major factor that influences employee motivation and turnover rates in an organization. In the case of the UK market, the public sector employees are paid less, compared to those working in different private organizations. Hence, people with the appropriate skills and competencies needed to fill different vacancies in the public sector, always prefer to work in the private sector. This means that when there are two vacancies available for a certain position, one in the public sector and another private sector, a job seeker meeting the qualification for the two positions, will always choose the private sector opportunity over the public sector one. This means that poor compensation and working conditions make it, unattractive for many to work in the country’s public sector, leading to a skills shortage gap.
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	The UK healthcare sector has been experiencing a skills shortage, hindering its ability of it to deliver quality and affordable care to members of the public. One of the strategies that need to be implemented to address the skills shortage in the long term is investing in nursing training. According to Monahan (2015), the UK labor market has not been able to produce an adequate number of graduates who have majored in nursing. This means that the government should direct more financial resources towards the training and development of nurses and other healthcare professionals within the UK institutions of higher learning. The first step would be targeting young people from when they are in lower primary school. They should be encouraged to develop a passion for working in the healthcare sector. This would ensure that number of students taking healthcare majors, such as nursing increases in the future, helping the economy to address skills shortages in the public healthcare system. 
	The second strategy would be acquiring immigrant labor, as a way of addressing the skill shortage experienced in the healthcare sector. Green et al (2020) reveal that immigrant labor can help in bridging skills shortages in the local economy. The same case should apply to the UK market, whereby, the government should allow healthcare professionals from other countries to come and work in the country. There are countries with a high number of trained healthcare professionals who are unemployed and should ease their ability to get a working visa so that they can be hired by public and private healthcare organizations to offer their labor services to the people of the United Kingdom. 
	Lastly, the government needs to invest heavily in the public healthcare sector, particularly in areas of remuneration and work environment. Mathis et al (2016) indicate that the working condition of employees should be better with an aim of attracting a new talented and experienced workforce to an organization. The same case should apply to the healthcare sector, whereby, the working conditions of workers should be improved. Some of the challenges experienced in this sector relate to long working hours, poor remuneration, heavy workload as well as burnout. The government and private sector players should find strategies of increasing workers in the sector and compensating the employees with better wages and other benefits, as a way of making the sector attractive to future generations of young people in the UK market. Sectors with the best working environment and compensation attract a high number of students seeking to get training and skills to work in them. This should apply to the UK healthcare, whereby, strategy of making its better in terms of compensation and work environment can increase number of students willing to major in different healthcare subjects, such as nursing in the future. 
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