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[bookmark: _Toc118676667]Introduction
The following report begins with a discussion of the CIPD professional map as well as its use for human resource professionals in the United Kingdom and in the international arena. It discussed the foundations on which the CIPD professional map is based in order to assist professionals in developing a more distinct vision of how they might achieve success in the field of people management. In the second part of the report discusses the labor market repot of CIPD about unemployment and hard-to-fill vacancies in different sectors in the UK and elaborates on the causes and future developments.

[bookmark: _Toc118676668]Part- 1

(a) [bookmark: _Toc118676669]How important these behaviors are for effective HR professionals working in the UK

The CIPD Profession Map is a series of guidelines designed for HR professionals by the Chartered Institute of Personnel and Development (CIPD) to assist them in continuously evolving, learning, and improving workplaces (Stewart, 2022). The goal of the CIDP Profession Map is to encourage a higher level of professionalism across the board by requiring those who work in human resources to adhere to a standardized set of norms and principles (Amarakoon et al., 2019).
It is common for HR professionals to operate under standards of best practice without giving any thought to whether or not those standards are the best for their company. This can lead to HR professionals making decisions that are not productive for their organization.
The Chartered Institute of Personnel and Development (CIPD) developed a Profession Map as a solution to this problem in order to demonstrate how values-based decision-making can have a greater impact than general best practice, thereby contributing to positive change in workplaces all over the world (Stewart, 2022). It will educate specialists on a wide range of professional values, which will enable them to make better decisions in every setting. The application of each of the following guiding principles can assist in pointing individuals, organizations, and institutions in the general direction of effectively accomplishing whatever the future may bring (Quek et al., 2019).
[image: CIPD Profession Map 2020 | CIPD Profession Map Explained]

In order to sustain the company's common identity and regulatory requirements to aid all practitioners in the field, there must be a feeling of shared purpose among all participants. HR Department is able to acquire the trust necessary to initiate and develop good transformation at work because these common values create a framework  (Juckes et al., 2021).
The CIPD Profession Map classifies the industry's professional standards into one of three categories: principle-driven, evidence-driven, and purpose-driven  (Juckes et al., 2021).
There are Three foundations: Core knowledge, Core behavior and Specialist knowledge  (Juckes et al., 2021).
The function of HR has vastly evolved as a result of newer ideas, innovations technologies, and working methods (Schoon, 2020). Different organizations and their employees, especially human resource professionals gain knowledge and valuable insights from adopting the behavior from CIPD Profession Map. The CIPD map requires to adapt because the workplace is constantly evolving. To cope with the constantly changing work environment and help the professionals CIPD works effectively. Each professional’s full purpose becomes clear, creating new chances that did not previously exist before using the map. In order to maintain the highest international industry standards for the industry, the CIPD map provides insights to an HR professional to make every possible effort (Smith and White, 2019).
(b) [bookmark: _Toc118676670]How CIPD map could be applied to HR professionals working on a global scale regardless of sectors and sizes of or organizations

The Profession Map establishes the global standard for the HR industry (Smith and White, 2019). It is utilized to improve decision-making, execute with confidence, perform at the highest level, create organizational change, and advance professionally.
In the past companies typically did not expand globally until very late in the life cycle, now this happens at a faster pace. The map typically provides direction for the professionals in HR to have a clearer vision of the values and goals and suggests ways to achieve them. Irrespective of the size and sector of the organization, the CIPD professional map helps in global HR practices (Smith and White, 2019).
The skills, education, and experience required for every function are clarified and made transparent using the CIPD map. This is crucial in order to facilitate discussions about career growth and consider potential changes for the division. Additionally, it aids in developing a diverse set of talents across the division and highlights the possibilities available to support people in pursuing matrix professions. By aligning with the new and future-focused map of the professional body, using the Map enables global HR professionals to increase our reputation and career.
The Profession Map shifts the emphasis from general best practice to values-based decision-making by concentrating on the skills and attitudes needed to add value and create an effect at work. Here impact is the key, not the activity (Schoon, 2020).
The Profession Map is intended to change in parallel with how the environment of the human resources profession is changing globally (Schoon, 2020). Whatever happens, the fundamental principles and motivations behind professional conduct will remain the same. The Profession Map will change to include new positions, specialties, goals, and possibilities as they appear. It keeps the future fit for HR professionals working on a global scale.
It provides organizations with the tools and knowledge necessary for the success of the individuals and businesses they collaborate with. By fostering knowledge in rapidly evolving fields and offering a precise framework to enable values-based decision-making, the Profession Map will precisely do this.
[bookmark: _Toc118676671]Part – 2

[bookmark: _Toc118676672]Reasons why the public sector in the UK is facing skills shortages despite the high unemployment rate

According to the statistics, there are more available jobs in the United Kingdom than there are persons looking for work. Since the end of the first COVID-19 lockdown in the middle of the year 2020, when economic activity was permitted to continue, there has been an approximately four times increase in employment vacancies (Gilleen et al., 2021). This trend began when the lockdown was removed. As a direct consequence of the halt in economic recovery, businesses across all sectors, particularly in the public sector, are having trouble filling open positions (Elrayah, 2021).

[image: UK unemployment rate 2022 | Statista]
Figure: The unemployment rate in the United Kingdom from March 1971 to August 2022 (Statista, 2022)
The Office of National Statistics in the United Kingdom demonstrates that there has been an increase in the rate of unemployment over the course of time. In spite of high unemployment rates, there is a skills gap, which has led to a lot of job openings across a variety of industries, most of which are in the public sector (Elrayah, 2021).
The public sector in the United Kingdom is suffering from a lack of skilled workers for a variety of reasons. It is not only a return to the levels of job opportunities that existed before the pandemic that has precipitated this abrupt spike. Even though there are considerable labor shortages in the public sector, significant increases have occurred in the vast majority of other industries. Each of these is at a level that is higher than it was before the pandemic (Elrayah, 2021).

The demand for workers has increased to a level that is extremely comparable to what it was before the outbreak. Research that has been carried out indicates that the decrease in the number of people actively looking for employment rather than an increase in the demand for workers is to blame for the increase in the number of job opportunities.
The reasons that people provide for not engaging in economic activities have shifted significantly during the past few years. There has been a large decrease in the labor force among people of working age as a result of long-term illnesses and early retirements that occurred during the initial COVID-19 lockdown (Gilleen et al., 2021).
Even while the labor force has decreased, there has been a significant internal change inside a variety of organizations, which may be making it more difficult for businesses to recruit workers who meet their qualifications.
In addition to the pandemic that was going on at the same time, the upheaval in the labor market can also be partially blamed on Brexit (Khamis et al., 2021).
If they are unable to fill the skill gap with people who have the necessary training, certain regions in the UK that have a large concentration of job opportunities are likely to experience a sudden downturn in their economies. Despite this, there is a reason for concern in geographic areas where the number of available jobs has shrunk or expanded at a slower rate than it did before the pandemic. It's possible that they've been hit harder by issues like global supply chains and the pandemic, and that as a result, they don't have enough jobs to eliminate unemployment. If this is the case, then should be concerned (Khamis et al., 2021).
[bookmark: _Toc118676673](b) The long-term labor market developments to address the skills shortages in healthcare sector professions in the UK.

According to the research, the healthcare sector in the UK is the sector with the highest scarcity of skilled workers (Boulding and Hinrichs-Krapels, 2021). This makes the healthcare sector the largest sector with hard-to-fill positions. Employers in the UK claim that they are unable to fill two-thirds of the vacancies that they are advertising for due to a shortage of eligible candidates (Boulding and Hinrichs-Krapels, 2021). This is a problem because more people need jobs than are eligible to apply for them.
The skills gap in healthcare looks to be expanding because of the aging population and the increased demand for health services. This indicates that the skills gap that has been generated is a significant long-term socio-economic concern (Mayo, 2020).
Brexit, which generated a significant movement of European medical professionals who were needed to keep the system working successfully, is another issue that is adding to the shortage (Wadsworth, 2018). To fight this situation UK government should nurture the existing professionals and let them train others to meet this skill gap (Buchan and Seccombe, 2018).
 According to estimates provided by the Health Foundation, a shortage of nurses on its own is sufficient cause to issue urgent demands for action (Green et al., 2020). Shortages of healthcare workers are having a detrimental effect on the overall health and well-being of the workforce that is already in place. For this UK government can focus on vocational training for the health care staff and nurses (Green et al., 2020). 
In a system that is being subjected to ever-increasing demands, the staff members are unable to offer the level of high-quality treatment that is necessary. As a consequence of this, a significant number of recently qualified recruits are departing their employment, which has an impact not only on the quality of care that is delivered but also on the employee retention rates. To retain these skilled employees, the salary and wages could be increased along with the other facilities (Green et al., 2020).
The government has compiled a list of occupations that are in short supply. The shortage occupation list was compiled in order to identify different types of work for which there is a current and projected shortage of candidates in the UK labor market  (ABDURAKHMANOV et al., 2019). This list assists in bringing qualified individuals from other countries to be recruited for positions in fields such as healthcare. This specialized recruitment drive offers rewards to individuals who are interested in working as healthcare professionals in a foreign country. So, the government can emphasize these foreign skilled professionals recruiting along with focusing on the skilled employees available I n the UK (Mayo, 2020).
However, in order to assist locations that require additional professionals to satisfy the demand for their services, there will be a requirement for innovative solutions. One example of such a solution would be the healthcare industry offering incentives such as flexible scheduling and training (Khamis et al., 2021).
Apart from the abovementioned activities, there should be some more vocational study opportunities in that field (Hunter-Hill, 2019). The number of medical institutions should be increased to fight back against the shortage of professionals. The quality of healthcare education should be enhanced by government funding  (Pepple and Zhang, 2020). 
[bookmark: _Toc118676674]Conclusion
The importance of the CIPD Profession Map is immense. It has a huge impact on HR professionals working all over the world. Also, the UK is currently facing a shortage of skilled employees which has a bad impact on the HR policies in different sectors.  After having a huge unemployment rate still, the country is suffering from skilled professionals. The healthcare sector of the country suffers the most from this. So, there should be long-term labor market development to deal with this situation.
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