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Implications of the CIPD Professional Map
Part 1: Behaviors and Working Structure
a. Behaviors and Professional Effectiveness


Effective Human Resource (HR) is an integral part of sustaining a company’s activities and operations. For the most part, effective HR management helps in the recruitment and retention of the best talents to execute critical tasks, improve brand image, and strengthen the customer base. The CIPD professional map sets a benchmark for productivity and success for people in varying professions. Specifically, the CIPD professional framework is designed to drive progress in employees’ careers, support organizational change, encourage employees to act in confidence, and foster better decision-making (Griggs & Allen 2018). HR managers should understand and integrate the CIPD to improve their management strategies and improve relationships with employees. Employees should integrate CIPD lessons in their operations to improve effectiveness, foster better relationships, and advance their careers.

The CIPD introduces eight behaviors for HR professionals: curious, decisive thinker, skilled influencer, personally credible, collaborative, driven to deliver, courage to challenge, and role model (Explore the Profession Map 2022). HR professionals in the UK can imitate and apply the behaviors to improve their working experiences. A curious mindset will guide UK-based HR professionals to be open-minded, inquisitive, future-focused, and explorative of new ways of adding value to the organization. An important part of adding value to the organization is introducing new packages and ideas for attracting and retaining the best talents. As decisive thinkers, HR professionals in the UK will develop an improved ability to analyze and comprehend information quickly. Additionally, HR professionals will develop an improved ability to apply information and knowledge to defend decisions, make robust recommendations, and weigh employee management options (Explore the Profession Map 2022). Successful use of the information will support HR professionals’ abilities and commitment to providing working solutions for addressing employee management issues.

A UK-based HR professional will apply the skilled influencer behavior to achieve the necessary support and commitment from key stakeholders. Increased support from stakeholders will add value to the organization and foster teamwork and collaboration. Still, HR professionals can apply credibility skills to stimulate professionalism, focusing on combining HR and commercial expertise to add value to peers, stakeholders, and the organization. Still, HR professional stakeholders can apply collaboration skills to work exclusively and effectively with diverse groups internally and externally. Successful collaboration will guide HR professionals in developing creative ways of reducing internal conflicts and disagreements. 

According to Romani et al. (2019), the role of an HR professional is to direct the routine functions in the human resources department, including enforcing policies, administering remuneration, and hiring new staff. HR professional in the UK can support their roles by developing the drive and commitment to deliver. Additionally, HR professionals should develop the courage to challenge things or activities that are misaligned with their values, beliefs, and professional experience. Besides HR professionals must be role models, meaning that they should shape their subordinates’ behaviors, communications, and interactions. Here, the objective is to promote positivity and foster better relationships with colleagues. 
b.  Applying the CIPD Map on a Global Scale. 

The CIPD professional map provides meaningful ideas for supporting the roles of HR professionals irrespective of the industry, sector, and organizational size. The CIPD framework covers eight main professional areas: organization design, organization development, resources and talent planning, learning and talent development, performance and rewarding, employee engagement, employee relations, service delivery, and information (Ross et al. 2020). The map’s organization design ensures that the organization is organized to deliver the most impact in the short and long runs. HR professional in all sectors must align their skills, experiences, and contributions with the organization’s design to achieve better performances. Additionally, UK-based HR professionals in multiple sectors should apply the map’s organizational development to align processes, people, and strategies, focusing on optimizing organizational goals. 

HR professionals are responsible for onboarding employees, coordinating hiring efforts, and managing talents (Harsch & Festing 2020). As such, having diverse skills is an advantage for HR professionals. Professionals in diverse sectors should improve resource and talent planning by ensuring that the organization has the right talents, capabilities, and resources to achieve strategic and immediate ambitions. Additionally, HR professionals should rely on learning and development to build their capabilities to operate in multiple sectors and meet employees’ diverse needs. Employees from diverse communities will function effectively if they get a leader who provides learning opportunities and creates a culture of building personal capabilities. Moreover, HR professionals will apply learning and development to generate new ideas for supporting team efforts during the implementation of new ideas for supporting learning and talent improvement. 

Rewarding employee performance is an integral part of stimulating business growth and sustainability. As Delmas and Pekovic (2018) elucidate, employees will move into and stick with a company that rewards and appreciates their efforts and contributions because they are value oriented. The goal of rewarding employees is to increase their commitment to the achievement of set goals and objectives. HR professionals in diverse sectors should apply the CIPD professional map to build and maintain recognize employee experiences, behaviors, skills, and capabilities. Also, HR professionals should build a high-achieving organizational culture to stimulate productivity and organizational effectiveness. Still, HR professionals should apply the CIPD map to engage employees, primarily by strengthening their connections with colleagues, supervisors, and managers. Employee fulfillment is an important part of supporting employee engagement and commitment to organizational goals and objectives. 

HR professionals in diverse fields and sectors should apply the CIPD framework to find creative approaches for strengthening employee relations. Here, the objective will be to develop clear roles for individual employees and teams. Additionally, HR professionals should develop team tasks, goals, and programs embedded in the organization’s policies, practices, and culture. Supporting service delivery and information sharing is an integral part of meeting employees’ needs and expectations. Here, the HR professional's role is to support diversity, focusing on enabling cost-efficient and effective service delivery. HR professionals can meet the needs of diverse teams if they understand their preferences and increase their commitment to completing joint tasks. Still, HR professionals should focus on addressing complex social and cultural issues when managing employees’ activities and contributions. 
Part 2: Labor Market Outlook
a. Skills Shortages in UK’s Public Sector

The UK government is responsible for providing ample jobs for citizens and non-citizens. Despite the government’s commitment to providing well-paying jobs for citizens, the unemployment rate remains high. In 2021, the unemployment rate in the UK public sector was estimated at 3.8 percent (Başol & Yalçın 2021). Although the UK government intervenes to reduce the unemployment rate, factors of demand and supply play significant roles in determining the level of unemployment and labor supply.

The main reason for skills shortages in the UK public sector is inappropriate education and training courses. In 2018, UK’s education department received complaints relating to 16 education and training provisions funded by Education and Skills Funding Agency (ESFA) (Complaints about post-16 education and training provision funded by ESFA 2018). Complaints were initiated by parents and employers. Specifically, parents and employers said that the government was diverting funding resources to courses that had little impact on students’ careers and employability. Additionally, employers said that students who completed the 16 courses in question lacked the skills and capabilities to deliver in their organizations. If students take the wrong courses in education and training, they will have paper qualifications but cannot find positions in the public sector. Moreover, employers will hesitate to hire graduates with limited skills in supporting their activities and operations. 

Another reason for skills shortages in the UK sector is the availability of remote and cheap labor from China, India, and developing countries. The increased development and use of technology have facilitated and encouraged remote working. Specifically, the use of advanced technologies and the Internet allow companies to hire and work with employees in virtually any location globally (Adler et al., 2019). Salaries and wage expenses account for a significant portion of a company’s expenditure. With the help of technology, companies have a global reach, meaning that they can recruit employees from any location worldwide. As such, UK-based organizations have shifted to hiring cheap labor from China, India, and Africa as part of their cost-reduction strategy. As a result, UK-based organizations devalue the skills and experiences of local graduates and employees in favor of foreign skills. Moreover, UK-based graduates and employees cannot find a position because they cannot outcompete foreign candidates who are willing to work for lesser pay. 

The third reason for the shortage of skills in the UK is ambitious behaviors in the globalized economy. Globalization has changed the employment dynamics in the UK. For the most part, students realize that they do not work for UK-based companies. Instead, students are looking for diverse and exciting work opportunities from foreign and international companies. When UK-based graduates leave the country in favor of better employment opportunities in the international market, the remaining group lacks the skills and competencies to fill positions in existing companies and organizations. The lack of qualified and experienced candidates in the UK sector has significant implications for sustainability and growth in the UK market. Finding appropriate measures to address the shortages will play an integral role in strengthening the UK public sector and promoting people’s lifestyles. 

b. Long-Term Labor Market Developments to address Skills Shortages
The problem of skills shortages can be addressed by increasing the minimum wage. The minimum wage in the UK is £9.50 for workers aged 23 and above (Minimum wage by country 2022). UK’s minimum wage is considerably lower compared with the wage rate in other developed countries. Australia, Luxembourg, and New Zealand have the highest wage rate globally at £14.54, £13.67, and £13.18 per hour, respectively (Minimum wage by country 2022). The higher wage rate in other countries means that UK graduates and employees will continue to migrate to other countries in search of greener pastures. Moreover, the higher wage rate in other countries discourages foreign employees from seeking employment opportunities from UK-based organizations. The result is reduced availability of talented and experienced workers to fill vacant points in UK organizations. Increasing the minimum wage is a reliable solution for building capacity among local students, focusing on improving their skills, training, and experiences to hold work positions in local companies.   
Another approach to addressing the skills shortage problem is transforming and reorganizing to provide courses that equip students with the skills and experiences required to find a position in local organizations. Here, the government’s role is to develop policies and programs for evaluating education programs and courses to ensure they are aligned with industry needs. Additionally, government officials should work closely with stakeholders in the education and enterprise industries to adjust existing courses and programs to prepare students to work for local companies. Reorganizing education programs will increase their alignment with business and employers’ requirements. An important part of the reorganization program is to organize a consultation meeting with key stakeholders. During the meeting, major issues contributing to skills shortages will be defined and discussed. Then, stakeholders will examine specific areas within the education system that must be changed to improve the education system. Still, colleges and other higher learning institutions should work closely with government officials in introducing programs that are aligned with international employment requirements. 
The third method of addressing the skills shortages problem is the implementation of an employee retention program. UK-based organizations struggle to retain talented employees because they lack a culture that encourages people to stay. Specifically, the UK employment industry has less favorable employment terms, including annual leaves and flexible working conditions compared with the situation in other countries (Fagan & Rubery 2018). The result of less favorable working conditions in UK-based organizations reduces their ability to retain employees. A refinement of employment terms in the UK economy will provide new mechanisms for retaining talented workers and stopping their exploration of new and higher-paying job opportunities in foreign companies. The government’s role is to provide incentives that boost local business activities, growth, and profits. When local businesses generate additional revenue, employees are likely to get higher salaries and better employment terms. Also, incentives to universities and higher learning institutions will be a creative method of improving the national level of education.   
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