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Introduction
In this essay, we will discuss how the CIPD Profession Map is effective for HR professionals, how it can be applied globally, and explore why the public sector in the UK is facing skill shortages despite high unemployment rates. We will also delve into long-term labour market developments that could be implemented to address the skill shortages in the healthcare sector in the United Kingdom. Overall, this essay aims to provide a comprehensive understanding of the importance of the CIPD Profession Map and the challenges facing the HR profession in the United Kingdom.
PART 1
Explain how important these behaviours are for effective HR professionals working in the UK.
The professional body for human resources (HR) and people development in the United Kingdom is called the Chartered Institute of Personnel and Development (CIPD) (McNeill, 2021). It is dedicated to elevating the HR and people development fields and establishing industry benchmarks for its members. In order for HR professionals to be effective in their responsibilities, the CIPD has created a Profession Map that describes the knowledge, skills, and attitudes they need to have (McNeill, 2021). For a number of reasons, the CIPD Profession Map is crucial for HR professionals operating in the UK. It primarily offers a structure that HR professionals may adhere to as they advance their knowledge and abilities (McNeill, 2021). The Profession Map assists HR professionals in focusing their learning and development initiatives and ensures that they are well-equipped to handle the wide range of challenges they may encounter in their roles by outlining the key areas of HR and people development that HR professionals should be competent in (Mayne, 2021).
Secondly, the CIPD Profession Map is a crucial tool for HR professionals to show their subject-matter knowledge and dedication to ongoing progress. HR professionals may demonstrate that they have the knowledge, skills, and behaviours necessary to carry out their tasks successfully as well as that they are committed to upholding and enhancing their professional competence by adhering to the requirements outlined in the Profession Map (Mayne, 2021). In the HR field, where there are high stakes and serious penalties for subpar performance, this is especially crucial. HR professionals may ensure their employers and peers that they possess the skills and knowledge required to tackle the wide variety of issues they may face in their employment by adhering to the standards defined in the Profession Map. Employers seeking to acquire and develop HR specialists might benefit from the Profession Map (Mayne, 2021, McNeill, 2021). It offers a clear concept of the knowledge, abilities, and conduct that HR professionals need to exhibit, which may assist employers in choosing the best applicants for HR positions as well as in designing and putting into action efficient training and development plans for their HR teams (Mayne, 2021). Employers may be sure that they are hiring HR professionals who are committed to continual learning and development and who have the skills and knowledge required to be successful in their jobs by utilising the Profession Map as a benchmark. By doing this, HR teams may be better prepared to face the difficulties of the modern workplace and assist the organisational success as a whole (Mayne, 2021).
Explain to what extent that this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations.
The CIPD Profession Map is highlighted as a significant resource for professionals working in the UK as it develops one’s skills and knowledge, which are of essence for an effective HR practice. However, the issue of whether HR professionals operating globally, irrespective of industry and size of business, might use the CIPD Profession Map is raised. Focusing on common HR abilities is one of the main aspects that makes the CIPD Profession Map applicable to HR professionals operating internationally. Regardless of the industry they work in or the size of the firm they work for, HR professionals should be knowledgeable in certain key areas of HR and people development identified by the Profession Map (Paydata, 2019). These fundamental competencies include motivating and mentoring others, understanding your business and your customers, and being effective on a personal level. Regardless of their particular function or the industry they operate in, HR professionals may build on the basis of knowledge and skills laid forth by the CIPD Profession Map by concentrating on these universal competences (Paydata, 2019). This is especially crucial in today's increasingly linked and worldwide world, as HR practitioners may be required to collaborate with individuals from various cultural backgrounds and within a variety of organisational contexts (The Nautical Institute, 2013).
The CIPD Profession Map's focus on ethical practice and responsible behaviour is another factor that makes it applicable to global HR professionals. It is crucial that HR professionals work with integrity and in line with ethical standards since they have a significant impact on how firms define their culture and values (CIPD, n.d.). In order to fulfil ethical norms, HR professionals should exhibit a variety of behaviours that are included in the Profession Map, such as treating people with respect, equality, and dignity and showcasing openness and transparency being in communication (CIPD, n.d.). The ability to establish credibility and trust with co-workers, employees, and other stakeholders is crucial for HR professionals working in every industry and size business. HR professionals can make sure they are operating in the best interests of their businesses and the individuals they deal with by implementing these habits into their daily job (CIPD, n.d.). However, the CIPD Profession Map is not a one-size-fits-all solution for HR professionals operating on a worldwide basis. Depending on the industry, size of the firm, and cultural setting in which they operate, HR professionals may require certain knowledge, abilities, and attitudes that are different from other professions. Nonetheless, the CIPD Profession Map offers a variety of choices for HR professionals to customise their development to match the unique requirements of their job and business in order to address this issue.

PART 2
Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate.
A report by the CIPD from the states, that approximately 46% of employers have positions that are difficult to fill, similar to the 47% reported in the previous quarter (CIPD, 2022). When considering only employers with vacancies, this percentage increases to 75% (CIPD, 2022). The public sector had the highest proportion of hard-to-fill vacancies at 53%, followed by the private sector at 45% and the voluntary sector at 41% (CIPD, 2022). Moreover, the sectors with the most difficulty filling vacancies were healthcare at 64%, public administration and other public sector at 52%, and construction at 51% (CIPD, 2022).
Despite high unemployment rates, there are a number of reasons why the public sector in the UK may be experiencing a skills gap. First off, it may be challenging to recruit personnel who meet the public sector's unique needs for knowledge and abilities in the employment market (The Conversation, 2022). For instance, the public sector may need workers with specialised expertise in fields like public health or policy development, as well as particular technological abilities like IT or engineering. There may be a scarcity of certain abilities since they are both in great demand and challenging to locate in the labour market (The Conversation, 2022). Secondly, the private sector may compete with the public sector for qualified labour. Oftentimes, the private sector could pay more and provide better benefits, luring qualified workers in. Due to skill shortages, this may cause talent to leave the public sector and enter the private sector (Edge Foundation, 2022). Thirdly, the public sector may also experience difficulty attracting and retaining qualified individuals because of things like a perceived lack of career advancement, few possibilities for professional growth, and demanding workloads (Edge Foundation, 2022). Due to these elements, the public sector may become less desirable to competent individuals, creating a skills gap. Lastly, due to the unique requirements of public sector occupations, the public sector may sometimes experience difficulties attracting talented individuals (Edge Foundation, 2022). For instance, public sector employees may be asked to work on the weekends, holidays, or in remote or rural areas. These requirements may make it more challenging for the public sector to recruit and keep qualified personnel, which will worsen the skill shortage.
Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK.
Due to a lack of skilled workers in the healthcare industry, particularly in key professions like nursing, midwifery, and medicine, the UK has recently experienced major difficulties. The healthcare system has been negatively impacted by these shortages in a variety of ways, including greater workload for current personnel, longer patient wait times, and difficulties in providing patients with proper treatment (TcGlobal, 2022). The UK government and healthcare industry must identify and put into practise long-term labour market improvements in order to alleviate these shortages. Increasing the amount of training opportunities for healthcare workers is one potential solution to the skills gap in the industry (TcGlobal, 2022). To satisfy the rising need for healthcare employees, this can entail expanding the present training programmes or creating new ones. For instance, the UK government may fund more training positions for nursing and midwifery students or collaborate with universities and colleges to launch new physiotherapy or occupational therapy programmes (Holt, 2022). By addressing the issues that cause staff turnover, it may be possible to increase the retention of medical personnel. This can entail raising pay and benefits, enhancing working conditions, and offering chances for career advancement (Holt, 2022). Additionally, the healthcare industry may think about establishing flexible work schedules or part-time opportunities, which might be appealing to professionals who might have other responsibilities like looking after children or elderly relatives (Holt, 2022). To fill skills gaps, the healthcare industry can potentially think about hiring medical personnel from other nations (Holt, 2022). Although this strategy could be challenging, it might be a good method to temporarily cover labour market voids. It is crucial to invest in training and development programmes for these employees to support their integration into the UK healthcare system and to provide them with the skills and knowledge required to be successful in their employment if we are to make sure that this strategy is long-lasting (Holt, 2022). Last but not least, it is critical that the UK government and healthcare industry engage in research and development to find creative ways to overcome the skills gap in the industry. This could entail looking at new training techniques and technological advancements, as well as investigating how to make better use of the current staff (Holt, 2022).
Conclusion
In conclusion, for UK-based HR professionals, the CIPD Profession Map is a crucial tool. It offers a framework for acquiring the information, abilities, and attitudes necessary for effective HR practise and aids HR professionals in showcasing their expertise and dedication to lifelong learning. It is also a helpful tool for firms wishing to hire and educate HR professionals, assisting them in selecting the best applicants and creating and putting into action efficient training and development plans. Although the CIPD Profession Map is primarily intended for HR professionals working in the UK, it might be utilised to some extent by HR professionals working globally. 
The Profession Map's basic capabilities and ethical standards apply to HR professionals working in any industry or size of business. It's crucial to understand that the precise knowledge, abilities, and conduct required of HR professionals may differ based on the industry, size of the firm, and cultural setting in which they operate. Despite high unemployment rates, there are a number of reasons why the public sector in the UK may be experiencing a skills gap. The rivalry from the private sector, the perceived lack of opportunity for career advancement and professional growth, as well as the particular demands of public sector labour, are a few of these. Furthermore, a variety of long-term labour market changes can be put into place to alleviate the skills shortages in the UK's healthcare industry. These include expanding the number of healthcare professional training programmes, enhancing employee retention by addressing the causes of staff turnover, hiring healthcare workers from other nations, enhancing the use of technology and automation, and making investments in research and development. The UK can make sure it has a qualified and capable healthcare staff to satisfy the demands of patients and the healthcare system by putting these advancements into practise.
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