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Introduction

Human resources (HR) is an important department in every firm since it is in charge of discovering, cultivating, and maintaining talent, as well as managing employee relations and assuring compliance with legislation. The Chartered Institute of Personnel and Development (CIPD) is the premier professional organisation in the United Kingdom for HR and learning and development (L&D) professionals.
The purpose of this essay is to investigate the CIPD's role in developing the HR profession and influencing how HR is done in the UK. We will also look at how HR professionals may utilise the CIPD Profession Map to manage their professional development and improve their competencies as HR practitioners. Finally, we will look at the present situation of HR employees in the UK as well as the factors influencing the need for HR specialists.









































Part 1

A)

According to the CIPD, the Profession Map is a framework that defines the knowledge, skills, and attitudes required of HR and L&D professionals. It is made up of ten professional fields, eight behaviours, and three bands of expertise. (CIPD, 2021).

The eight behaviours are as follows: 

· Leading and communicating (CIPD, 2021). This behaviour necessitates the capacity to lead and influence people, as well as successfully interact with a diverse set of stakeholders. 
· Collaborating and partnering (CIPD, 2021). This behaviour entails the capacity to form connections and collaborate successfully with others, both inside and beyond the company.
· Making effective decisions (CIPD, 2021). This behaviour requires the capacity to assess information, consider many points of view, and make informed judgements that are consistent with the organization's aims and values. 
· Global and cultural effectiveness (CIPD, 2021). This behaviour entails the capacity to function well in a global and varied environment while taking cultural differences and the effects of globalisation on the business into account.
· Building relationships (CIPD, 2021). This behaviour entails the capacity to form strong, good connections with a diverse variety of stakeholders, such as employees, managers, and other HR experts.
· Driving results (CIPD, 2021). This behaviour entails the capacity to provide outcomes that are consistent with the organization's goals and objectives, as well as the ability to constantly improve performance.
· Ethics and integrity (CIPD, 2021). This includes behaving with integrity and adhering to ethical values in all facets of the human resource profession. 
· Service excellence (CIPD, 2021). This behaviour entails the capacity to deliver excellent service to all stakeholders, including employees, supervisors, and other human resource experts.

These behaviours are vital for effective HR professionals working in the UK because they reflect the talents and traits required for HR success. They also reflect the CIPD's principles and ideas about what it takes to be an effective human resource practitioner.

B)

In terms of how far the CIPD Professional Map may be applied to global HR professionals, the map would probably be useful to a diverse variety of HR professionals working in various industries and sizes of enterprises (CIPD, n.d.). The map includes a variety of issues that are likely to be significant to global HR workers, such as cultural understanding and sensitivity, worldwide employment law and practise, and international HR management (CIPD, n.d.).
Nevertheless, it is important to note that the CIPD Professional Map's unique relevance to any one HR professional will rely on the individual's job and responsibilities, as well as the specific context in which they are functioning (CIPD, n.d.). As with any professional development tool, HR professionals must assess how the CIPD Professional Map matches with their own objectives and priorities, and apply it in a manner that is personalised to their own situation (CIPD, n.d.)




Part 2 

A)

There are a number of reasons why the public sector in the UK may be facing skills shortages despite high unemployment rates. (ONS, 2021). Some of these reasons include

1) A mismatch between the skills available in the labour market and those required in the public sector: Even though unemployment is high, there may not be enough employees with the specialised skills and credentials required in the public sector (CIPD, 2021).
2) Competition for talent: The public sector may experience talent competition from the private sector, particularly if private sector companies offer greater wages or more appealing benefit packages (CIPD, 2021).
3) Difficulties recruiting and maintaining top talent: The public sector may struggle to attract and retain top talent owing to issues such as lower compensation, less flexible working conditions, and a perceived lack of career growth prospects (CIPD, 2021).
4) An ageing workforce: As older workers retire and are not replaced by younger workers with the required skills and certifications, the public sector may face skills shortages (CIPD, 2021)
5) Changes in demand for certain skills: If there has been a shift in demand for specific skills, such as those connected to technology or data analytics, the public sector may face a skills shortage (CIPD, 2021)

Overall, despite high unemployment rates, the UK public sector may face skills shortages due to a combination of factors, including a mismatch between the skills available in the labour market and the skills required, competition for talent, difficulties attracting and retaining top talent, an ageing workforce, and changes in demand for certain skills (CIPD, 2021)

B)

A variety of long-term labour market trends in the UK might potentially alleviate skills shortages in healthcare professions. These are some examples: 

1) Investment in education and training: Investing in education and training programmes that educate individuals for employment in healthcare is one potential answer. Apprenticeships, internships, and degree programmes in healthcare-related disciplines are examples of such efforts (NHS, 2021).
2) Another method is to develop recruiting and retention techniques that attract and keep healthcare professionals, such as attractive compensation and benefits packages, flexible working arrangements, and possibilities for career progression (NHS, 2021). 
3) Immigration policy: The United Kingdom may want to reconsider its immigration rules in order to allow for the recruitment of healthcare professionals from other countries, particularly in places where competent applicants are in short supply (BMA, 2021)
4) Automation and technology: To solve skills shortages, the healthcare sector should consider employing automation and technology, such as using robots or artificial intelligence to undertake jobs that are now performed by human workers (BMA, 2021). 
5) Collaboration with industry and academia: The healthcare sector may also consider collaborating with industry and academia to identify and address skills shortages, such as by collaborating with universities and other educational institutions to develop training programmes or with private sector companies to develop new technologies (BMA, 2021).

Overall, overcoming skills shortages in the healthcare sector will almost certainly include a mix of measures centred on education and training, recruiting and retention, immigration policy, automation and technology, and partnership with industry and academics (NHS, 2021; BMA, 2021)



Conclusion


Finally, the CIPD Profession Map is a complete framework outlining the knowledge, skills, and attitudes required of effective HR and L&D professionals. The behaviours highlighted in the map are significant because they reflect the abilities and traits required for success in the HR and L&D professions, and they are consistent with the CIPD's values and views about successful practise. The UK public sector may face skills shortages as a result of issues such as a mismatch between available and needed skills, competition for talent, challenges attracting and maintaining top talent, and changes in demand for certain skills. To solve these shortages, the government should consider investing in education and training, developing recruiting and retention initiatives, modifying immigration regulations, and cooperating with business and academics. The healthcare industry in the United Kingdom is likewise confronting a skills deficit, which might be handled using comparable tactics.

HR plays a very important role over all industry and ensures the welfare of the employees as well as of the company. 
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