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[bookmark: _Toc121591020]Part 1
[bookmark: _Toc121591021]1 a) Core behaviours Effectiveness for HR professionals working in the UK
The CIPD offers UK-based HR professionals essential core behaviours that promote overall effectiveness over the course of their careers. Collaboration and curiosity, two key behaviours which are part of the CIPD professional map, support HR and professionals in the UK in carrying out their duties and obligations in an efficient and effective way. These ideas, strategies, and solutions needed to advance their professions as well as the organisation are accelerated by the key characteristics of teamwork and questioning. Thus, in the several band levels, the Core behaviours reinforce the idea of HR professional competence (Coetzer and Suseno, 2017). Furthermore, Davies (2017) argued that Collaboration helps UK HR professionals to carry out their duties with a diverse group of employees both inside and outside the firm in an equal and productive manner. For example, band-one level UK HR professionals who joined the business are expected to assist their co-workers with administrative tasks and other procedures. By doing this, they can become more familiar with the efficient methods by that teams and groups can carry out their tasks. 
Armstrong and Brown (2019) stated that mutual behaviour is crucial for HR professionals because it improves team communication at the band-two level by allowing team members to identify problems before offering appropriate solutions. The CIPD framework indicates that inquisitive behaviour from the core behavioural drives HR professionals to appreciate enthusiasm and open-mindedness whilst focusing mostly on the future, which leads to the creation of creative solutions which provide a competitive advantage to the organization. For example, a perceptive band-three UK HR professional might address the problem of under-motivated employees by looking at the fundamental problems within a business in a method that enhances its medium- and long-term productivity. Similarly, band-four professionals, specifically executives, can use awareness to highlight the essential strategies which boost the HR department's productivity. By directing the behaviours of specialists at differing levels, the CIPD basic behaviours map improves HR professionals (Crawshaw and Budhwar, 2020).
[bookmark: _Toc121591022]1 b) CIPD Profession Map
The CIPD Profession Map offers the key components for global professional competencies in human resources (HR). The CIPD Professional Map would be a dynamic framework of standards designed to assist HR professionals in constantly developing as well as better the workplace. The Profession Map's objective is to encourage a common professional identity among all HR professionals within the business by encouraging them to abide by similar guidelines and principles (Harrison and Elliott, 2021).
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Figure 1: CIPD Professional Map
Source: (Harrison and Elliott, 2021).
[bookmark: _Toc121591023]Core Knowledge
The innovative CIPD Profession Map offers professionals working in the field the best starting point for sound decision-making. The map outlines the key knowledge domains that HR professionals who work globally may use to influence changes, add value, as well as develop the field of their work (Taylor and Woodhams, 2022).
[bookmark: _Toc121591024]Culture and behaviour
This includes behavioural sciences, which could also offer HR professionals a wide range of knowledge about how behaviours might affect an organisation’s workforce and culture (Crawshaw and Budhwar, 2020).
[bookmark: _Toc121591025]Business acumen 
This area provides HR professionals with useful business knowledge, such as financial education, corporate strategy, and supplier relationships (Coetzer and Suseno, 2017).
[bookmark: _Toc121591026]Analytics and creating value 
Through this domain, global HR professionals gain knowledge of the role knowledge might play in guiding intelligent management decisions and demonstrating the actual worth of individuals in the organisation (Crawshaw and Budhwar, 2020).
[bookmark: _Toc121591027]Core behaviours
The HR sector has always been working to enhance workplace practices for businesses and people, including in unique and difficult circumstances. In order to be a competent HR professional in an unpredictable workplace, it is important to understand the basic behaviours which drive success (Hunter-Hill, 2019).
[bookmark: _Toc121591028]Ethical principles
The incorporation of ethical principles into organisational behaviour is known as ethical practice. It is applicable to many dimensions of organisational behaviour, particularly governance practices, recruiting procedures, business strategies, strategic alignment, financial reporting, and concerns with both personal and business responsibilities (Hunter-Hill, 2019).
[bookmark: _Toc121591029]Speciality Knowledge
For professionals to examine, the HR sector has always given a broad range of choices. As a result, the CIPD Profession Map includes a variety of speciality categories to teach HR professionals working globally how to utilise their specialities to have a significant contribution, at any level. This could also widen their growth in a field of specialisation and help them consider future career possibilities (Harrison and Elliott, 2021).
[bookmark: _Toc121591030]Employee experience
As specialists in the employee experience, HR professionals must also recognise the manager-employee connection, take the well-being agendas seriously, as well as encourage a culture of trust inside the company. They have the power to shift the company into a trusting culture using effective listening and actions. HR professionals as well as employee engagement specialists might influence how employees feel regarding their employment (Harrison and Elliott, 2021).
[bookmark: _Toc121591031]Employee Relations
An HR professional employee Relations Specialist informs and advises employees on the company and regulatory laws, and regulations, including processes, as well as the requirement for compliance. A specialist in employee relations might also perform the following activities: pieces of advice to workers on issues relating to their jobs, families, or personal lives (Harrison and Elliott, 2021).
Example: IBM HR employs CIPD professional guide for Payments and Talent Management since it is a completely as well as adaptable system which works on the IBM Platform I (IBM iSeries) (IBM AS/400). This program has a complete integration of the Attendance management component. CIPD Professional Map uses a single worker dataset for all of its components (Arrawatia and Verma, 2020)
[bookmark: _Toc121591032]Part 2
[bookmark: _Toc121591033]2 a) Reasons Public Sector in the UK is facing Skill Shortages
Although more than half of UK enterprises are now facing a shortage of skilled workers A CIPD survey revealed that medium-sized enterprises from England and Wales believed that the ongoing UK skills shortages might damage their ability to expand (Mayhew and Anand, 2020). As shown in the graph below, the UK might not have sufficient highly educated people until 2030 to fulfil the demand for fully skilled employees. Within the next ten years, the UK would experience a shortage of 250.000 highly trained people alone. Through 2030, technology would have forced approximately a third of lower-skilled people out of their existing jobs. While the UK, Germany, and Canada would all have run out of highly skilled employees (Statista, 2022).
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Figure 1: Severe Labour Shortages in the UK
Source: (Statista, 2022)
The percentage of job openings in the United Kingdom (UK), subdivided by profession, in 2021 that have been triggered by skills shortages is depicted in the figure below. The skilled trades were the sector most impacted by a shortage of workers in 2021, contributing to 43% of all vacancies.
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Figure 2:  Job Vacancies that were left unfilled in the UK due to skill shortages
Source: (Statista, 2022).
[bookmark: _Toc121591034]Covid-19
The instability produced by COVID-19 has affected the labour marketplace in the UK and other parts of the world. As per recent statistics, the UK had a record number of available vacancies, however, the unemployment rate for each of them is at its lowest possible level recorded. The existing skill deficit in the UK public sector is attributable to shutdowns, border restrictions, and rising redundancies rates, with experts claiming that there is a discrepancy between the skillset of people who are losing their positions and those required. Since the outbreak of the epidemic, an estimated 1 million migrants had left the nation; several of them had decided not to resume their jobs (Susskind and Vines, 2020). According to the CIPD Labour markets outlook-winter 21/22, companies are having trouble finding candidates to fill positions available. Social distancing policies in the UK public sector had made it more challenging to hire new employees to fill these unfilled positions. This is due to the fact that they are unable to offer the necessary training before employees may begin working in particular fields. In addition, through 2030, the UK public sector skills shortage would cost the nation £120 billion. There would be a shortage of 2.5 million trained and experienced individuals altogether, as well as an excess of 8.1 million persons having generally medium or low abilities (Watermeyer and Phelan, 2021).
[bookmark: _Toc121591035]Ageing workforce
The ageing workforce is another reason contributing to the skills shortages in the UK public sector. The projected retirement of elderly staff in the UK public sector increases the skill shortages. By 2026, 19.5% of the workforce in the UK's public sector might have retired, creating a skill, knowledge, as well as experience shortage (Brunello and Wruuck, 2019).
[bookmark: _Toc121591036]Economic reasons
Economic reasons are also a factor in the skills shortages that the UK public sector encountered. The UK's public sector has been pressured by the financial crisis to cut staff, and as a result, many experts withdrew from the public sector to suffer the crisis. When the public sector of the UK recovered, several employees were unable to return, and skills had been lost or become obsolete. Employers cut back on entry-level roles at the same time period, creating long-term skills shortages (Sampson, 2017).
[bookmark: _Toc121591037]2 b) Ways to address skill Shortages in the Heath care sector in the UK
[bookmark: _Toc121591038]Upgrading the training procedure
Upgrading the training procedure is one method of addressing the skills shortages in the UK's healthcare industry professionals. Appropriate newly hired employee training in healthcare-related professions is also crucial for keeping young employees on board. A wonderful strategy to motivate employees and develop their skills and abilities for the job is to make use of experienced staff and periodic training programs (Oleribe and Taylor-Robinson, 2019). The study by Brunello and Wruuck (2019) stated that the probability of employee turnover in the healthcare sector is double when compared to other industries. In comparison, retention rates are 30–50% higher in the healthcare field having adequate training and development opportunities.
[bookmark: _Toc121591039]Improving workplace conditions and providing exceptional rewards
Improving the workplace conditions and providing exceptional rewards was another way to deal with the skills shortages in the UK's healthcare sector professions. One of the key factors contributing to the unhappiness and eventual resignation of healthcare industry professionals is unpleasant workplace environments. Developing a healthy environment and providing exceptional benefits not only demonstrates a commitment to the well-being of employees but also serves as an important method to stand out in an employment market that is expanding. As per Forbes, 89% of employees in the healthcare sector who participate in well-being programs are more probably to suggest their organisation to others (Caligiuri and Zimmermann, 2020).
[bookmark: _Toc121591040]Encouragement and offering of opportunities for growth and advancement
Encouragement and offering of opportunities for growth and advancement is one method of addressing the skills shortages in the UK's healthcare sector. Employees appreciate the chance to progress in their profession along with excellent supervision and training (Caligiuri and Zimmermann, 2020). A study conducted by Brunello and Wruuck (2019) found that employees who believe that their careers are moving forward at the workplace are 20% more probably to remain employed one year from now.
[bookmark: _Toc121591041]Improving the hiring procedure 
Improving the hiring procedure is one method of addressing the skills shortages in the UK's healthcare sector professionals. The shortage of qualified workers in the healthcare industry has made recruiting a significant problem. Hence, it is more crucial than ever that employers make smart hiring decisions and provide thorough training for potential workers (Marchand and Peckham, 2017).
[bookmark: _Toc121591042]Automating the operations
Automating the operations is one way to overcome the skills shortage in the UK's healthcare sector. In the health industry, automation might not only reduce the amount of labour required to finish specific jobs, but it might also improve services by supporting existing workers with their duties (Sima and Nancu, 2020).
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