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[bookmark: _Toc119435137]PART 1: CIPD Profession Map
[bookmark: _Toc119435138](a) Explain how important these behaviours are for effective HR professionals working in the UK. 
The Profession Map is now widely recognized as the benchmark of excellence by which the human resources sector is assessed all around the globe. Make use of it to improve your judgment, increase your self-confidence, take your performance to the next level, drive change in your company, and speed up your professional development. Human resources specialists place a significant amount of emphasis on the improvement of working environments as well as working life. Through creating employment, chances, organizations, and working environments that bring out the best in people and contribute to great business results that power our economy, we can make it a social consequence that work be wonderful, fair, and inclusive. This can be accomplished by designing jobs. Creating jobs, opportunities, organizations, and working environments that are conducive to reaching this objective and motivating workers to provide their best effort as a result (CIPD, 2021).
The CIPD Profession Map not only establishes a standard for professionals working in the field of human resource management all around the globe, but it also describes the many ways in which HRM delivers the most significant and long-lasting value to both businesses and individuals. The road map outlines the most stringent requirements for people who operate in the field of human resource management in terms of their level of professional competence (CIPD, 2019). Discussions on how to manage human resources successfully and efficiently may be found throughout all of the subfields that come together to form the HR discipline. This graphic outlines the roles and obligations that human resource professionals have inside an organization, as well as the skills and knowledge that these professionals are required to possess. Additionally, the map is utilized to monitor and assess the training and development programs offered to employees. Even when faced with novel and difficult circumstances, the human resources (HR) business works tirelessly to find ways to enhance the working life of organizations and their people. In spite of this, there will always be some patterns of thought and behavior that need to be maintained in a constant and universal manner. This is where the fundamental behaviours come into play; they outline what it takes to be a successful human resources professional in a world of work that is fraught with uncertainty. The fundamental behaviours have been presented based on the findings of academic research and the comments made by industry specialists such as Ethical practice, professional bravery and influence, valuing people, working inclusively, commercial drive, passion for learning, insights-focused decision making, and situational decision making are the eight pillars of the ethical practice framework.
[bookmark: _Toc119435139](b) 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 map may be used to discover characteristics and skills that can assist with professional growth and the planning of a career path, either for yourself or for the team that you are leading. The criteria provided by Profession Map may be used to establish a baseline for performance at the individual, team, and organizational levels, which in turn helps to enhance business results (Mayne, 2021). Experts in the field of human resources and companies employed the handbook to assist in transforming HR into a strategic driver of the long-term success of the organization. HR professionals are able to better confront strategic problems and gain credibility thanks to the CIPD framework, which in turn enables them to offer challenges to the organization as a whole. By using the map, companies have the ability to cultivate a culture of innovation and high performance as well as enhance their competitive advantage.
Many HR professionals find themselves functioning according to concepts that are considered "best practice" without ever considering whether or not they are the right principles for their company, which may result in poor decision-making. This map provides an overview of six fundamental domains of knowledge that may assist in driving change, creating value, and having a positive influence on the world of work. These categories, which were developed using the most recent research and insights, are applicable to all HR and people professionals and lay out all you need to know to be a successful practitioner, regardless of the job you play or the area of specialization you pursue (Mayne, 2021).
1. The practice of people, which includes everything that pertains to the employee lifecycle as well as how each of these practices affects one another and is related to one another.
2. Culture and behavior — This encompasses behavioural science, which can provide a rich source of insight for HR professionals on how practices can impact the people and culture of an organization. 3. People and culture — This refers to how an organization treats its employees and how it treats its customers.
3. Business acumen - This portion focuses on providing HR professionals with real company skills, such as financial literacy, business planning, and supplier management.
4. Analytics and the creation of value – You will understand the role that data can play in guiding wiser business choices and unearthing the genuine worth of people in organizations if you focus on this topic area.
5. Working digitally - This topic focuses on gaining a greater knowledge of the role that technology plays in the workplace, as well as the ways in which it may boost productivity and cooperation among workers.
These principles can be applied by HR professionals in every part of the world in order to improve their decision making and make their place of work successful as well as with a positive business environment. The CIPD principles can ensure that HR professionals all over the world have confidence and knowledge in their work, and they can also ensure that you are doing everything in your power to ensure that your company is adhering to the highest possible industry standards on a global scale.
[bookmark: _Toc119435140]PART 2: 
[bookmark: _Toc119435141]a) Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate. 
It was recently reported by the Office for National Statistics (ONS) that the number of official vacancies in the UK had reached a record high of 1.2 million, making it abundantly clear that businesses are finding it more difficult than they ever have before to fill roles. Even though the furlough program was successful in reducing layoffs, the pandemic was nonetheless responsible for a large reduction in employment across a number of different sectors. The Office of National Statistics (ONS) said that between October and December 2021, employment in manufacturing was 9% lower and employment in hotel and food service was 11% lower than it had been before to the outbreak (ONS, 2021). There are several reasons for the skill shortage in the public sector such as the skill gap, unemployment resulted from COVID-19, automation  of jobs and Brexit with restrictions of working visas. 
A significant influence has been exerted by Brexit on both the demand for and the supply of talent in the United Kingdom. Because there will no longer be free movement of labor between Europe and the UK, British firms will no longer be able to hire citizens of the EU to replace jobs that are already vacant. According to the results of a recent poll, a significant number of British companies feel that Brexit is to blame for the present skills deficit in the nation. The findings of the survey indicated that 38 percent of organizations reported having trouble in hiring appropriate workers owing to a shortage of individuals with prior expertise in the region. As a result of the new visa regulations, it is now more difficult for people of countries that are a part of the European Union to enter the country and to seek for jobs there. As part of this process, new systems are being developed, such as a points-based system, that demand job-seekers fulfill specific requirements before they can begin an active job search. In order to participate in this process, job-seekers are required to meet certain criteria. As a direct consequence of this, job-seekers from the EU have shown a significant reduction in interest in the United Kingdom as a possible location to begin or advance their careers. As a direct result of Brexit, it will become increasingly difficult for businesses in the United Kingdom to recruit qualified individuals, meaning that they will have no choice but to place a greater emphasis on candidates from within the country as well as those from outside the European Union (EU) (www.theaccessgroup.com, 2022).
The United Kingdom's Industrial Strategy Council has projected that there would be significant skill shortages in the economy over the course of the next decade. Because of the widening skills gap, it is becoming more difficult for firms to fill unfilled jobs with applicants who have the necessary qualifications. According to reports, throughout the course of the previous year, firms in the United Kingdom spent a total of £4.4 billion on contract employees, recruitment fees, and salary rises as a direct result of the difficulties of finding people with the requisite skills and experience. This transition has brought to light the need of committing to learning throughout one's whole life, of ensuring that employees get enough training, and of actively seeking out skilled new personnel. The development of an accurate knowledge of the kinds and amounts of talent that are needed by a business is essential to the process of workforce planning. This is something that can only be accomplished by developing a skills map.
There has been considerable fear over the effect that COVID-19 will have on the economy of the world, and the labor market in the United Kingdom has reflected this anxiety. According to the latest statistics, the number of available jobs in the UK is at an all-time high, but at the same time, the unemployment rate is at an all-time low. Companies are stating that there is a gap between the skillsets of individuals leaving their job and those needed, and the current skills shortfall may be ascribed to lockdowns, border closures, and high redundancy rates. An estimated one million people have left the country since the start of the outbreak, and many of them have decided not to go back to their usual jobs or duties (www.kingdom.co.uk, 2022).
[bookmark: _Toc119435142](b) Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK. 
As a result of the difficulties many companies are experiencing in filling jobs for talented individuals, many of these companies are re-evaluating their approaches to the recruiting process. A number of other companies are also in the process of formulating strategic personnel plans that include re-skilling and up-skilling programs and are supported by strong performance management frameworks. Companies are in the greatest position to help employee development and avert future skills shortages if they are aware of what skills will be necessary for future employment and can match those needs to the competences of their existing employees. 
Furthermore, organisations can also include better talent management techniques in order to attract and retain talented individuals. Convincing economically inactive people to participate in the labor market might be the solution to the problem of labor shortages. Employers in all sectors may need to find a means to make occupations more appealing in order to achieve this goal through better flexible work options. This might be accomplished by improved recruiting practices that are more inclusive, enhanced working conditions, expanded flexibility, or higher compensation. The availability of on-site childcare and flexible work hours are two amenities that prospective employees put a high importance on. It is very valuable for an employer to provide workers with a comprehensive benefits package that includes a large pension plan and supports them with their families, their mental health, and their financial well-being (www.hays.co.uk, n.d.).
The government can also aid the labour market through the "Way to Work" initiative. This is one of the initiatives put in place by the government to help individuals get back into the workforce. The government states that this is to address the high volume of vacancies across all industries and to place 500,000 individuals on benefits by the end of June 2022.
In-house recruiting may also be accomplished by businesses via the provision of further training for employees employed at lower levels. On the other hand, this will ultimately result in more expenses down the road. Because these individuals lack the knowledge or expertise required to do some components of the work, they are required to participate in additional training that is provided by a third party. 
[bookmark: _Toc119435143]Conclusion
In conclusion, HR management is very important in the business environment as it extends to how behaviours and principles can lead to a successful workforce. The CIPD framework gives HR professionals the ability to confront strategic problems and gain credibility more effectively, which in turn enables them to offer challenges to the organization as a whole. The report has also highlighted the issue of skills shortages in the public sector and what HR professionals can do to help the labour market on long-term basis.
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