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Part A
[bookmark: _Toc124196801]Explain how important these behaviours are for effective HR
Firstly, in this essay I will write about the business environment and try to analyse how the management of resourcing and organisation is influenced by internal and external factors.  By using the current CIPD Professional Map I will also try to explain how important behaviours are for effective HR. 
Secondly, according to an online article, written by the CIPD group (2021) the professional map is made of values, core knowledge, core behaviours and specialisms. The HR is trying to push employees to work better and promote a positive business culture.
Values 
Line managers are representing a type of stakeholder group. There are a few ways that HR can bring value to the organisation. The ways are hiring requirements, administrative support and motivational difficulties. In the same time HR has also fair expectations in return. 
Core knowledge 
One of the biggest and hardest ability a HR professional has to deal with is to search and find new ways to work with people and their issues. The knowledge map shows six essential subject areas that can assist advance change, add value, and have a beneficial influence on the workplace. The six core areas are people practice, culture and behaviour, business acumen, analytics and creating value and digital working. 
Core behaviour 
It develops positive working connections. It encourages team members in gaining personal and collective goals.  Even in novel and difficult circumstances, the human resources (HR) sector never stops working to make organisations and people' working life better. Despite this, there are some behaviours and modes of thought that must always be constant and universal.
Specialisms 
In an organisation, a human resources specialist oversees a particular category of human resources activity. Typically, they concentrate on one or two crucial aspects of human resources, such hiring and recruiting.
A) Explain to what extent that this map could be applied to HR professionals 

The CIPD professional map can be applied to HR professionals through many ways. HR professionals and the employees can gain value-based decisions by adopting the CIPD map. If the HR will focus on the map, then they will be able to have a clearer understanding on how to help people on a daily base. 

The CIDP map can make many HR professionals feel like they are confident enough to maintain the business at its highest level. 

In an interview, which was published in People Management on January 15, the CEO, Jackie Orme, has said that the professions shifting focus as „a shift from a primary focus on supporting line managers to manage their people well to a primary focus on ensuring your organisation has the sustainable capability it needs to deliver its aims both today and in the future". 
Since Orme took over the reins at the institute a year ago, a comprehensive programme of consultation with senior HR practitioners and other leaders in business, the public sector, and management education has shaped the HR map. The message is clear: In order to provide "sustainable capability," HR professionals must: - have a thorough understanding of their organisations, which, in Orme's words, entails "truly understanding the drivers of sustainable business performance, and the barriers to achieving it"; and - be able to work across organisational boundaries.

The map is currently undergoing rigorous field testing in a variety of settings, including Shell, Tesco, and the Cabinet Office. The institute is also talking about how the map will be integrated into programmes starting in the fall of next year with its educational partners, who supply many of the CIPD's certificates.






























Part B 

[bookmark: _Toc124196802]Explain why public sector in the UK do is facing skills shortages despite the high unemployment rate. 
Removal of the shop class 
Shop class used to be a well-liked choice in middle and high schools. Dan Taddei, the National Association of the Remodeling Industry's director of education and certification, claims that these classes were one of the main entry points for students to learn about careers in the skilled trades.
Taddei points out that the No Child Left Behind Act's passage in 2002 was one of the causes of this. With a particular emphasis on preparing students for college, the Act mandated that schools devote extra time to reading and mathematics.
There is less desire to take over the family enterprise.
Numerous family-run enterprises are involved in manufacturing, plumbing, electrical, HVAC, and other specialised trades. However, it has been more common in recent years for owner children to investigate professional opportunities outside of the family firm.
In fact, a PricewaterhouseCoopers poll from 2017 indicated that only 52% of family business owners who plan to retire in the next five years anticipate passing their company on to other family members. This percentage decreased from around 74% just two years prior.
Reduced morale 
Existing employees have been forced to pick up the slack because there aren't as many workers as possible to complete the work. Less time off and greater hours have resulted from this. For some employees, the increase in compensation has been a nice benefit, allowing them to live more comfortably and pay off debt.
Others, however, have experienced fatigue, dissatisfaction, and defection as a result. According to a 2019 Deloitte survey, 91% of workers said that burnout had harmed both their professional and personal relationships. Additionally, it is predicted that employee burnout will cost the economy between $125 and $190 billion in lost productivity and medical expenses.
Lower standards for hiring
Employers were forced to accept less competent employees since there were fewer applicants to choose from. Less qualified workers provide subpar work, incur higher expenditures, have disgruntled clients, and hence generate lesser revenues. Not to mention the effect on workplace safety, since 34.9 percent of newly hired, inexperienced workers in the construction business sustain an injury during their first year on the job, according to data from the U.S. Bureau of Labor and Statistics.
Training expenses 
More training was necessary to get less-skilled hires up to speed. Of course, investing in more training is more expensive. Additionally, because there are so many employment openings, there is a temptation to leave for a better deal. In that case, companies are left with little choice but to bear the costs of training and decreased production. In reality, many firms are preparing workers for their rivals.
[bookmark: _Toc124196803]Identify and discuss long-term labour market developments
Any system that enables the exchange of any kind of commodities, services, or information between buyers and sellers is referred to as a market. The system that makes it possible to buy and sell labour services is known as a labour market. 4 In a labour market, individuals looking to hire employees are known as "buyers," and those looking to find employment are known as "sellers."
 Nursing shortages cycle through the UK labour market in predictable patterns. Nursing supply and demand in the UK have an underlying problem of a lack of long-term and strategic workforce planning, which makes it rare for them to be in sync. There have been times when the NHS in England has turned to active international recruitment as a policy fix.
Nursing shortages cycle through the UK labour market in predictable patterns. Nursing supply and demand in the UK have an underlying problem of a lack of long-term and strategic workforce planning, which makes it rare for them to be in sync. There have been times when the NHS in England has turned to active international recruitment as a policy fix.
Despite the paucity of studies on the dynamics of the health labour markets in low- and middle-income nations, recent evaluations of underlying market scenarios are starting to show how crucial it is to comprehend such dynamics and to customise policy responses to the particularities of each nation. We'll look at a few examples of analysis that shed light on the dynamics of the health labour market to demonstrate this argument.


References List
Anand S, Bärnighausen T. Health workers at the core of the health system: framework and research issues. Health Policy. 2012;105:185–91. doi: 10.1016/j.healthpol.2011.10.012
Fields G, Andalón M. A toolkit for analyzing labor markets in the health care sector in Africa: health, nutrition and population, AFTHD Africa Region Washington: The World Bank; 2008.
Sales CS, Schlaff AL. Reforming medical education: a review and synthesis of five critiques of medical practice. Soc Sci Med. 2010;70:1665–8. doi: 10.1016/j.socscimed.2010.02.018.















