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Introduction

The CIPD Profession Map is a set of recommendations created by industry experts that human resource professionals can use to advance their careers and improve the workplace. The CIPD Profession Map exhorts HR professionals to adhere to the same standards and values in order to promote shared professionalism across the industry (Dpglearn.co.uk. 2022). This study provides an insightful summary of the CIPD map's worth and how it helps HR managers fill up all the gaps identified in every organization. This study highlights the value of the behaviors included in the map for the UK's HR profession's efficiency, as well as how the HR profession applies the map to provide its members with the decision-making skills necessary to alter an organization's management.
Part 1: The current CIPD Profession Map
(a)“Importance of the behaviors in the CIPD Map for effective HR professionals working in the UK.”
The human resource management of a company in the United Kingdom will receive all the essential assistance from the CIPD Profession Map for the benefit of the human resource managers' ability to successfully handle the entire team and the work environment and be able to resolve all crucial concerns by taking prompt, decisive action. A shared purpose is needed to maintain the industry's identity and standards to help all practitioners. This shared values framework helps Human Resources gain the trust needed to implement positive workplace change. The Profession Map sets global HR standards (McDonagh, et al. 2021). Use it to lead organisational change, act confidently, perform well, and make smarter decisions. The CIPD Profession Map reinforces values and helps HR managers build trust and dependability so they can adapt to organisational change. Every business should adopt it. The core behaviours accomplish, explaining what it takes to be a successful people professional in a volatile workplace (Peopleprofession.cipd.org. 2022) . This map is made up of three components that help the human resources specialist gather all the necessary information. The three categories are "core knowledge, core behaviour, and special knowledge." These are the traits that a manager must possess in order to successfully lead his team members and the company's employees through any difficult transitions or situations.                                                                                  
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                                                Figure 1: CIPD Profession Map
                                               (Source: Avadolearning.com.2022)
Core Behavior
The concept of "core behaviour" includes several components that might give an HR manager all the specific knowledge about his or her own behaviour that is needed. These elements include acting morally, respecting others, having a business plan, making tactical judgments, being bold and impactful enough, concentrating on insights, having a career for advancement, and cooperating. The HR department's conduct inside the company is crucial since it affects how well and diligently employees do their tasks. Based on the members of the team, an HR must be aware of the moral behaviour that he has to exhibit inside a business, and how polite and deferential they will be towards HR will depend on them and the other team members (‘Appio, et al. 2021).  Employers should treat all employees equally, provide everyone with an equal chance to grow in their careers, and refrain from any sort of bias or unethical activity, as well as from doing additional acts that are similar to this kind of behaviour. Since team members will only act morally toward one another when HR is able to value the job that workers of the organisation do, people management has a similar relation to moral standards. In a nutshell, the HR department's activities have a big influence on how harmonious and peaceful a company is. Since the internal environment of an organisation is absolutely necessary for HR's performance, HR must abide by all the behavioural guidelines listed in this map (Beauchamp, et al. 2021).

[bookmark: _heading=h.tyjcwt](b) “To what extent that the CIPD professional map could be applied to HR professionals working on a global scale regardless of sectors and sizes of the organization.”
The HR manager must abide by the CIPD map since it identifies three crucial factors that contribute to excellent HR in an organization.
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Figure 2: CIPD and its factors
(Source: Squarespace.com. 2022) 
Core behavior
The significance of "core behavior" demonstrates how the actions of an HR professional have an influence on the company environment. Only when employees are committed to their work will they act ethically, according to the HR department, it is imperative and dedicated to the company, which will help to improve both the employee's productivity and the company's capacity for building trust (Dpglearn.co.uk. 2022). It frequently happens that workers will exhibit the same behavior that their human resources department instructs them to do. For this reason, it is essential that HR be led by this map. Whenever the behavior is unfavorable, the consequence will likewise be negative.



[image: ]

Figure 3: Core behavior
(Source: Littleangels980932633.wordpress.com. 2022)

Core knowledge
The Core Knowledge encompasses a wide range of topics, including interpersonal abilities, business savvy, transformation, environment and behaviour, concepts and technology, and tangible evidence techniques. It will give the manager the knowledge he needs to remember regarding the behaviours and guidelines he must follow in order to manage both his personnel and the company's internal processes (Shiau et al. 2022). He must understand the spectrum of human activities in his capacity as HR. The HR department of a company can comprehend the environment in which the company operates thanks to their business knowledge. In the current age of digitalization, information is the most significant item and HR professionals need to have at least a basic understanding of it. Evidence-based practice constantly assures the HR of the firm's results so that he may base his actions on them  (Nankervis, et al. 2021).
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Figure 4: Core Knowledge
(Source: Noosfera.ro. ,2022)
Specialist Knowledge
The phrase "special knowledge" refers to a subset of the information that an HR must learn to successfully lead the team and the organization's management. Talent acquisition, personnel analysis, training and development, corporate design and production, human relations, and incentive programs all contribute to good HR quality, which is necessary for an organization's teams or workers to be led and managed (Manerko, 2022). To be able to make judgments based on information about workers, an HR professional must have that knowledge and expertise. He or she must also build positive relationships with those same people in order to get their cooperation. HR may have an impact on workers in a number of ways, such as by providing them with the right training to support their growth and development and by recognising and appreciating their achievements.
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                                                  Figure 5: Specialist Knowledge
                                                 (Source: Kansal and Singh,2021)

[bookmark: _heading=h.3dy6vkm]Part 2: Shortage of skills
1. [bookmark: _heading=h.1t3h5sf]“Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate.”
There are a number of factors that contribute to the high rate of unemployment seen in the United Kingdom, which has been seen to rise over time. Although the rising level of unemployment is an issue not just in the UK, but also throughout the world, the causes of this worldwide crisis are also comparable. One of the causes of this high unemployment rate is the difficulty these companies have in hiring qualified staff. The demographics of the UK are not changing, and there are still available posts in the public sector, yet the unemployment rate is increasing with time. In the United Kingdom, it has been noted that the jobless rate has been rising by 3.6 per cent every three months (Statista. 2022). There is a lack of skills among the workforce for the following reasons:
Lack of competent candidates- Numerous candidates have been seen looking for employment, and the public sector has a significant number of openings. They are unable to prove that they are qualified for the available positions in the government sector, nonetheless. This is because, despite the employees' education and graduation, the candidates do not satisfy the qualifications for the position or possess the competence that a worker must possess. 
Some of these are "interpersonal, critical thinking, decision-making, communication, time management, teamwork, and decision-making abilities,” and many other abilities are required to carry out a work position successfully in every corporation, yet many people lack these talents because of this, businesses cannot take a chance on hiring personnel who are unable to fulfil their job obligations without such talents (Kansal, and Singhal, 2021).
Insufficient expertise and technological knowledge-  Today's modern era has made technological education and expertise a necessity for employment in practically every industry. In the current age of digitization, it has been observed that a sizable portion of people or students lacks the necessary and practical knowledge of technology (Nankervis et al. 2021). A person who lacks technical understanding cannot properly manage technological tasks. and all of today's personnel in each and every corporation are technologically advanced, which has led to a lack of jobs. The public and private sectors now favour experienced workers over fresh graduates, and because they are inexperienced, applicants don't have enough opportunities to gain experience, which contributes to the shortage. This was another widely accepted truth at the time.
[bookmark: _heading=h.4d34og8](b) “Identify and discuss long-term labour market developments to address the skill shortages in healthcare sector professions in the UK.”
Everyone is aware that the UK is experiencing a talent deficit, which leads to unemployment in many kinds of organizations, along with the healthcare industry. It's critical to identify the root causes of the skills gap in the healthcare sector and to provide practical solutions and strategies for reducing the issue of unemployment and the skills gap. In the UK's healthcare industry, the greatest unemployment rate recorded in 2022 is 6% (Manerko, 2022).
Among the essential and successful remedies are:
Availability of efficient instruction- The issue of a skills gap is still very much present in the healthcare industry, but it is bad for both the patient and the organization since experts may make risky decisions due to a lack of competence and information. The healthcare sectors need to improve their education administration and provide their staff with all the necessary skills and information to prevent such issues and results so that they are knowledgeable about every part of healthcare and have the abilities needed for both the advancement of their careers and enhanced efficiency in the healthcare organizations (Shiau, et al. 2022).
Governmental intervention- Government intervention can increase the healthcare industry's activity and awareness of the skills gap issue that the industry is experiencing. Additionally, the administration must take the necessary actions to ensure that all healthcare professionals acquire the necessary skills. In fact, the government could ensure that all academic institutions provide their students with the knowledge and instruction they require in order to be successful in landing jobs in the healthcare sector. Boost the learning environment- Many educational sectors fail to give pupils the comprehensive and important knowledge and skills that an expert must have. Academic establishments must aim to implement instruction that will help pupils understand every idea (Alkashami, 2022). Another issue is that many of these kids miss their lessons during the instructional period for a variety of reasons, causing them to finish it ignorantly. Because of this knowledge gap and the resulting competence gap, the educational sectors need to take a closer look at these concerns and provide viable solutions for the difficulties that pupils have that keep them from attending class.
[bookmark: _heading=h.2s8eyo1]Conclusion
[bookmark: _heading=h.gjdgxs]From the discussion described above, it is concluded that in order to give HR the best advice possible, every organization must use the CIPD Profession Map.  A competent leader may be created or shaped inside an organization owing to core knowledge, which aids in comprehending the HR process and how he needs to make adjustments inside himself as well as increase his experience and understanding to be able to navigate the challenges posed by cultural aspects, technological concerns, and adjustments.  It should be obvious that not everyone possesses the qualifications to work in human resources.If an individual is competent in HR or not, it has been assessed based on certain unique expertise and experience.  The report discusses how CIPD behavior helps HR experts working in the UK, how this map can be applied to all organizations, and how the skills gap is the main reason for huge unemployment in the UK. 
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