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 Part 1
Answer to question no A
The CIPD (Chartered Institute of Personnel and Development) Profession Map is considered to be a framework which is responsible for defining the knowledge, skills, as well as behaviours that the professionals working in that of the field of human resources (HR) and learning and developmental needs.  This framework is required in order to be effective and rational in their roles (Emsley 2000). It is helpful in providing the human resource professionals with a clear and comprehensive guide to the development of Human Resource professionals. Not only this, the CIPD (Chartered Institute of Personnel and Development) Profession Map is used by a lot of organizations as a benchmark for assessing their competencies (Fontaine et al. 2020).
There are eight core behaviours identified that empower the Human Resource professionals working in the United Kingdom for the purpose of creating values for people, organizations, society as well as in their field itself. Such eight core behaviours of the CIPD (Chartered Institute of Personnel and Development) Profession Map are- Ethical practice, Professional courage and influence, valuing people, working inclusively, Commercial Drive, Passion for learning, Insights focused and Situational decision-making. Thus, the eight different kinds of behaviours that are outlined in the CIPD (Chartered Institute of Personnel and Development) Profession Map are considered to be important for the effective Human Resource professionals who work in the United Kingdom (Priambodo et al. 2021). This is because the behaviours are responsible for providing a clear as well as a comprehensive guide to all the skills and behaviours which are thought to be essential and important for being successful in their field (Fontaine et al. 2020).
The eight core behaviours influence the following aspects of the Human Resource professionals to effectively work in the United Kingdom-
1. Involving Professionalism: The Human Resource professionals, through the understanding of Professional courage and influence and ethical practices (two out of eight behaviours of the CIPD (Chartered Institute of Personnel and Development Profession Map), are able to demonstrate a higher level of professionalism in their field of work, which includes being ethical, respectful, as well as committed to a continuous process of learning and development (Budde 2009).
2. Implication of better communication: Human Resource professionals are able to communicate effectively with a wide range of stakeholders, including employees, managers, and external partners through the understanding and practising of the behaviours like valuing people, working inclusively and commercial drive. These practices include being able to listen to everyone actively, speak clearly and concisely, value the opinion of everyone, understand the issues of everyone and write in a clear and concise manner (Weustink et al. 2000).
3. Inducing collaboration: Human Resource professionals are able to work in an effective way as part of a team and collaborate with others to achieve common goals through the understanding and practising of the behaviours like Passion for learning. This includes being able to build and maintain relationships with colleagues, as well as being able to contribute to team discussions and decision-making processes (Alegre and Sard 2017).
4. Initiating problem-solving behaviour: Human Resource professionals are able to identify and resolve problems and issues that arise in the workplace through the understanding and practising of the behaviours by focusing on the insights. This includes being able to analyse problems, generate potential solutions, and implement effective solutions.
5. Incorporating adaptability: Human Resource professionals are able to adapt to changing circumstances and be able to respond to new challenges in a timely and effective manner through the understanding and practising of the behaviours like Situational decision-making (Tolstoy et al. 2021).
Overall, the behaviours outlined in the CIPD (Chartered Institute of Personnel and Development) Profession Map are essential for effective Human Resource professionals working in the United Kingdom, as they enable Human Resource professionals to provide high-quality support and services to employees and organizations.
Answer to question no B
The CIPD (Chartered Institute of Personnel and Development) Profession Map is considered to be the framework that outlines the knowledge, skills, behaviours, and values that the Human Resource professionals potentially get aspiration from for the purpose of being effective in all of their roles (Harrison et al. 2021). This framework was instrumentally designed in order to be applicable to the Human Resource professionals who consider working in any sector or in any organization with no regard to the size or location (Fontaine et al. 2020).
The CIPD (Chartered Institute of Personnel and Development) Profession map is divided into 10 professional areas like Service delivery and information, organisation design, organisation development, resourcing and talent planning, learning and development, performance and reward, employee engagement, employee relations, insights and strategy and solutions, which cover the full range of Human Resource activities, from strategy as well as planning to that of the employee relations and learning and development (SMITH and MITCHELL 2022). Each of the professional areas is again divided into more bands which are helpful in outlining the knowledge and skills that are required at different types of levels of expertise. While the CIPD (Chartered Institute of Personnel and Development) Profession Map is mostly focused on Human Resource professionals in the United Kingdom, the framework is hugely used as well as recognized for being one of the best practice models in other countries around the world as well. This means that HR professionals working on a global scale can use it as a benchmark for their own development and to understand the expectations and requirements of their role, regardless of where they are working. It is important to note that the CIPD (Chartered Institute of Personnel and Development) Profession Map is not a definitive list of all the skills and knowledge that Human Resource professionals need (Sulbout et al. 2022). It is regarded as a guide which can be used in the conjunction with that of other resources as well as professional development opportunities for the purpose of ensuring that Human Resource professionals do acquire the important and necessary skills and expertise in order to be effective in all of their roles.
Part 2
Answer to question no A
There are several reasons why the public sector in the United Kingdom may be suffering from skills shortages even though the prevalence of a high unemployment rate is there. One reason can be that the public sector is not able to compete with the private sector in terms of salary and benefits. This issue makes it difficult to attract as well as retain top talents, especially in areas where there is high demand for skilled workers in the private sector. There may be a mismatch between the skills and knowledge that are available in the labour market and the skills and knowledge that are required for certain roles in the public sector (Carillo et al. 2021). This could be due to a lack of investment in education and training or a lack of alignment between education and training programs and the needs of the labour market. Another reason could be that the public sector may have specific requirements or qualifications that are difficult to find in the labour market. For example, some public sector roles may require specific security clearances or professional certifications that are not widely held by job seekers. In addition, the public sector may be facing a skill gap due to retirements and a lack of investment in training and development. As older employees retire, there may not be enough qualified candidates to fill their roles, especially if there has not been a focus on training and development for younger employees (Johnson, Huang and Doyle 2019). Finally, the public sector may be facing skills shortages because of changes in the demand for certain skills and roles. As the needs of society and the economy evolve, the skills required in the public sector may change, making it difficult to find workers with the right expertise (Fontaine et al. 2020).
From the mentioned excerpt from the question, it can be understood that it appears that a significant percentage of employers in the United Kingdom are experiencing difficulty filling vacancies, with 46 per cent of employers reporting hard-to-fill vacancies (Fontaine et al. 2020). This is particularly common in the healthcare sector, where 64 per cent of employers report hard-to-fill vacancies. Other sectors in which filling up the vacancies are common include the sectors of public administration and other sections 52 per cent, and sector of construction 51 per cent (Urbancová et al. 2020). There could be several reasons for this, including competition with other employers for top talent, specific requirements or qualifications that are difficult to find in the labour market, and a lack of available candidates with the necessary skills and knowledge (Fontaine et al. 2020). Human Resource professionals may need to explore strategies such as investing in training and development, recruiting from a wider pool of candidates, and offering competitive pay and benefits in order to address these shortages (Fontaine et al. 2020).
Answer to question no B
There are several long-term labour market developments that could potentially address the skills shortages in the healthcare sectors of the United Kingdom:
1. Focusing more on developmental measures: Increasing funding as well as resources for training programs in the healthcare sector can play important role in helping to build a strong pipeline of the skilled employees (Fontaine et al. 2020). Initiatives can be taken for the purpose of supporting the developmental programs of healthcare professionals, for enhancing their skill sets and knowledge.
2. Attracting and retaining talent: Improving working conditions, such as pay and benefits, and putting efforts into making a positive working environment can help in attracting and retain top talent in the healthcare sector. This could include initiatives to support work-life balance, such as flexible working arrangements and additional leave entitlements (Brunello and Wruuck 2019).
3. Partnerships with educational institutions: Developing partnerships with educational institutions could help to ensure that there is a steady stream of qualified candidates entering the healthcare workforce. This could include initiatives to provide scholarships and other forms of financial support to students studying healthcare-related fields (Mayhew and Anand 2020).
4. Immigration reform: Relaxing immigration restrictions and making it easier for skilled workers from other countries to work in the United Kingdom could help to address skills shortages in the healthcare sector. This could include initiatives to streamline the visa process for healthcare professionals and to provide support for them to integrate into the United Kingdom workforce (von Wachter 2020).
5. Automation and technology: Investing in automation and technology could help to reduce the workload on healthcare professionals and allow them to focus on more complex tasks. This could include the use of robotics and artificial intelligence to assist with tasks such as data entry and analysis, as well as the development of telemedicine and other remote healthcare technologies (Brunello and Wruuck 2019).
The Human Resource professionals in healthcare organizations play a key role in addressing skills shortages in the healthcare sector in the United Kingdom (Sulbout et al. 2022). Some specific strategies that Human Resource professionals can employ include:
1. Investing in training and development: Human Resource professionals can invest in training and development programs to build a strong foundation and knowledge of existing healthcare employees and prepare them for new roles and responsibilities (Sulbout et al. 2022). This could include initiatives to support the training of new healthcare professionals and professional development opportunities (Fontaine et al. 2020).
2. Offering competitive pay and benefits: Human Resource professionals can work to ensure that the healthcare organization is offering competitive pay and benefits to attract top talent (Sulbout et al. 2022). This could include initiatives such as performance-based bonuses, flexible working arrangements, and additional leave entitlements.
3. Fostering a healthy working environment: Human Resource professionals can put efforts into creating a healthy workplace in healthcare organizations that are attractive to eligible employees (Sulbout et al. 2022). This could include initiatives such as employee engagement programs in healthcare organizations, work-life balance initiatives, and support for work-related stress in healthcare organizations (Fontaine et al. 2020).
Overall, the human resource professionals of the United Kingdom can identify and address the issues with the skills shortages in the sector of healthcare professions in the United Kingdom.
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