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[bookmark: _Toc113979463]Introduction 
The CIPD profession map is a collaborative collection of standards to direct those who work in HR (Human resources) to always be improving and developing the world of work.  The main aim of this map is to assist introduce a division of professional identity across the industry, with every person who works in HR applying a similar set of values and standards. The report will be based on the importance of this map behaviors for effective HR professionals working in the UK. Along with that the report also highlights to what extent this map is applied to HR professionals working on a global scale regardless of the size and sector of the firm.

[bookmark: _Toc113979464]CIPD profession map for effective HR professionals 
As per Pepple and Zhang, (2021), CIPD professional map helps HR professionals to reflect on their characters and the essence of effective performance. To meet the expectations of the stakeholders, Hr professionals implement their skills and knowledge to maintain themselves, teams, and groups across the organization. the curious and collaborative behaviors that HR professionals hold at the various bands of the CIPD profession map help in nurturing their career improvement, thereby supporting HR professionalism. 
A sense of shared purpose is crucial for granting the industry HR maintains a collective identity with the standards of the industry to assist everyone in the profession. As per SMITH and MITCHELL, (2022), The map breaks down the professional values of the industry into various categories such as principles-led, outcome-driven, and evidence-based. 
[image: ]
Figure 1CIPD profession map 2021
(CIPD People Profession, 2022)
Principles-led: As per CIPD People Profession, (2022), see beyond the rules to do what is right by the 3 key principles such as work matters, people matter, and professionalism matters.
Work must be used as a force for organizations, for good and employees as well as the societies and communities they make up, and keep in mind that it must be safe and inclusive, understanding the contributions in a fair manner (TAYLOR et al., 2022). Better work exists to benefit both individuals and organizations, managing economic sustainability with social responsibility.
People must always have contact with their HR professional and the chance to work. With the support and improvement and the resources to be effective, a single person has personal accountability for their work.
Professionalism matters a lot in the HR profession as they are committed to persistent development as well as improvement, granting to always take value-based decisions.
Evidence-based
 As per CIPD People profession, (2022), Annex weight to the judgment of the profession by supporting case with the robust evidence from diverse sources. With an understanding of the psychology of humans, having great knowledge of science inside how people can take decisions under behavioral science and academic research.
Analytics of people permits us to better get to understand the workforce, providing insights into what adroitness gaps have, areas of unique expertise, etc. Permits organizations to invest strategically in their workforce and creates more opportunities for the staff members under the organizational data.
Practitioner experience lends itself to professional decisions and is vital for implementing evidence into practice. It generates the basis of adroitness that is needed to improve effective solutions from a different variety of insights.
Outcomes-driven 
As per CIPD people profession, (2022), “The champion better work and working lives by making an optimistic difference on every stage such as personal, professional and social”.
  This can be classified into 4 categories and the following are categories such as the impact on work, people, professionalism, and individuals.
Core behaviors 
The main subject considered under the core behaviors is working inclusively. The industry of HR is stably uprising to develop the working lives of the employees and organizations even in challenging and novel situations. With work being offered across boundaries, cultures, and geographies, it’s epochal that people are enabled to work together and be listened to (Wall et al., 2022). Working collaborative and inclusively along with encouraging, facilitating, and setting up cross-boundary working, generating great trust connections, and maintaining conflict constructively.
Valuing people is also a crucial subject of core behavior as people professionals put people at the center of this approach, compassion, fairness, and balancing consideration and support each other to follow the same. Generating a sense of shared purpose and offering people a meaningful voice on the matters that affect their working lives.
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Figure 2 Core behaviours of CIPD professional map
(CIPD people Profession, 2022)
Specialist knowledge
 There are 9 areas of disciplines for effective HR professionals to work but one of the major disciplines required for HR professionals is to generate inclusive cultures where a person or individuals can flourish (Wall et al., 2022). Everyone in a workplace must understand this discipline and the role they should play and will look at this throughout the core behaviors and core knowledge areas of the map.
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Figure 3 Core Specialist Knowledge  of CIPD professional map
(CIPD people Profession, 2022)

[bookmark: _Toc113979465]Implementation of CIPD map on the HR professionals on different sectors 
Global work has been always altered which is why this map is required to alter it. With the novel technologies, priorities, and working ways, the control of HR has changed forever. Human resource management must not be a department focused exclusively on recruiting people and dealing with them with salaries. It is an epochal segment of any business industry that is able to motivate and influence the processes improved by top-level management. This map can play a crucial role in developing organizational performance. This map covers the areas, values, and behaviors to ensure the talent within the organization whatever the industry is and whatever the size of the firm (TAYLOR and WOODHAMS, 2022). This map will allow HR professionals to build ability in themselves, their teams, and every size of the organization. drive sustainable change in the organization and be more decisive, confident, and credible people professional. Most importantly the current CIPD map can fill with the confidence that HR professionals and different companies regardless of sectors and sizes are doing everything possible to grant the business managing the greatest global industry standards. The ethical practice under the core behaviors can generate trust by role-modeling ethical behavior and allowing these principles and also values consistently in the process of decision-making. Every HR professional must make decisions grounded on better principles as decisions are not going in favor of outcomes then manage them in the best way by behaving ethically. The newly designed map has standards segmented between several levels and each of them is as per the individual’s goals and the effect they can make on the people in the organization (TAYLOR and WOODHAMS, 2022). The HR professional must understand which levels align with their work. The level comprises fundamental level, associate, chartered member, and chartered fellow level.




[bookmark: _Toc113979466]Conclusion 
 The report has been conducted on the CIPD Profession map to know the importance of this map on the HR professionals working in the UK. The purpose and the proposed values of this map associated with the HR professional have attached above. The reasons that this map is applied to HR professionals working in different sectors and sizes across the world are also mentioned above.


[bookmark: _Toc113979467]Introduction 
 The following report will conduct on the skill shortage in the UK associated with reasons. There are several reasons that can create skills shortages in the UK but a few important ones will be addressed below. In a small pool of talent, it is difficult to find the right talent as this can increase the competition for talent. Recruiting challenge is due in the big segment to the high demand for and low supply of skilled workforce required in tech, health, automobile, etc., industries. The lack of talent is even more worsened in countries with the low level of unemployment that can employ employees who are least encouraged to reskill or move fields. To address these challenges there are a few techniques that will be addressed below to come out of this situation.

Part 2
[bookmark: _Toc113979468]Reasons the public sector face skills shortages 
As a segment of the broad economy, the public sector of the UK involving Police, Fire, Education, and NHS make up nearly 6 million employees as of June 2021. But the local government employs just over 2 million people (Elliott et al., 2022). This was up by just 3k people compared to growth of .3 percent in the NHS and .1 percent in the civil service.
 If talk about the tech skills shortages in the UK because of the pressure of digital transformation. Every business is drastically forced to rethink the way they work and digital transmission has become a top priority (Lago, 2021). The proliferation in developing technology investments resulted in a sudden demand for qualified staff, which inappropriately is not readily accessible- causing the challenge of a shortage of skills. Employee attribution is another reason in the UK for facing a stable shortage of tech skills. Limited opportunities for non-flexible work hours, job burnout, and poor training are the ordinary reasons for the dissatisfaction of employees.
If talk about the social care skills shortage in the UK, care providers who are aiming to struggle to hire say issues affecting staffing involve low wages, the coronavirus pandemic, Brexit-associated workforce modification, and also the holiday leave. The talent obstacles that care- provider is suffering from no means new: there is already projected to be additional than approximately 1 lakh 20 thousand social care vacancies prior pandemic. This sector is “hardly hit by the pandemic and the government has measured that in the worst-case scenario as many as 68000 additional care workers would be lost as a consequence of its choice to make vaccination a state of employment in care homes”. Taking figures into consideration the care homes across the UK England faced a staffing absence of nearly 170 k. the Institute of Health and social care management declined care requests in the last month because of an absence of staff (Crew, 2021).
If talk about the HGV driver skills shortages, the foremost thing is that the UK has not had enough drivers passing their HGV tests to maintain or keep up with the demand. The pandemic lockdown experiences over the last few months have meant a backlog in the tests resulted in the rate of novel drivers dramatically declining and led to shortages.
Migration is also the reason for skills shortages (Fernández-Reino and Rienzo, 2020). The combination of BREXIT and the Pandemic with novel rules and regulations inculcated, a large number of foreign migrant employees to leave the country and even not returned because of the uncertainty of their upcoming rights to work and reside in the United Kingdom.
 If talk about the construction skills shortage in the UK, there is one crucial reason behind the skill shortage is that the construction industry of the UK is existing facing an aging population with some portion of good workers being in the elder facets, some being upwards of more than 50. The young people of the country are not interested in this sector because construction is usually understood as one of the United Kingdom’s slightest digitized industries and young people have taken notice of this. A career in this industry that fails to understand the potential of novel tech doesn’t sound good to someone who makes construction feel like a relic.
[bookmark: _Toc113979469]Address the skills shortages in healthcare sector professions in the UK.
Investing in apprenticeships is the best way to address the skills shortage issues in the healthcare sector and generate a capable, dedicated, and long-term workforce that will ensure the nearing future of the health service. Taking on apprentices also provides organizations with a range of advantages.
Provide in-house training, as upskilling becomes more important for meeting the staffing requirements.  As the population ages and face healthcare skills shortages, leverage the experience that the workforce has prior to seasoned retirements of employees and develop mentorship programs that allow them to share and pass on their knowledge and also experience to the next age group in the workforce.
 With the help of in-house training bridging the gap in health sector skills, there is another strategy to overcome this issue in the UK which is to Expand the scope of talent Attraction by looking for candidates who process soft skills akin to collaboration, communication, and flexibility to support colleagues and power patient care on the floor (Rimpiläinen et al., 2018). These skills further open up the talent pool and encourage retention by generating a better work environment that will allow people to take interest in the health sector. Workforce shortages become more ordinary and health systems have leveraged dependent workforce so having a pool of contingent labor is never too severe. 
Hiring international talent is also an important factor to address the challenge of skills shortage because hiring internationally opens up a novel line of talent of the extremely experienced and talented workforce to overcome the skills shortage in the health sector.
As per Keevy, et al., (2021), Certif-ID assists to overcome the skills gap as there are multiple ways to address the challenge but a dedicated adroitness platform is generated on the technology of blockchain.
This platform assists institutes generate and sending internationally understood, encoded certificates on course completion successfully. An individual can get a certificate can apply for jobs in any part of the world. This can assist individuals to prove their desired skills and education level while also helping in filling the workforce skills shortage in the global health sector.

[bookmark: _Toc113979470]Conclusion 
The report has been conducted on the skills shortage in the UK, the reasons are most crucial that were analyzed above. To overcome the fear of the skills shortage there were some techniques to address those challenges. Every strategy to overcome the challenge has its own capabilities to tackle the problem that was stated above.
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