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[bookmark: _Toc118576962]Introduction
Any organisation must have the ability to manage their people well otherwise it may lead to dissatisfaction and as well as leave of employees creating shortages of employees with skill. The report talks about the CIPD profession map along with its importance and how HR professionals in the UK are applying it to their organisational scenario in part one. The second part of the report entails a discussion while addressing the issues behind the skill shortages that the country is facing in the public sector and how the labour market developments are taking initiatives to minimise the skill shortages in the healthcare sector.  


[bookmark: _Toc118576963]Part 1
[bookmark: _Toc118576964]CIPD Profession Map
The CIPD profession map is a map which outlines the standards for professions of people that are considered and practised at the international level. It works as a guideline to direct the organisations to make the employees focus better on their work while practising values to make effective decisions. The professional map works in service with HR professionals to behave with the management of people focusing on the customers through cost-effective HR services (Walsh, 2019). The map also works with the professional goals of an organisation and its HR while ensuring professional growth as well as keeping the management updated with ongoing learning for the professionals.
[bookmark: _Toc118576965]Importance of Professional Behaviours for Effective HR Professionals	
According to the current UK CIPD profession map, CIPD behaviours are being practised in several organisations. These are helping by directing the HR professional to practice the right behaviours to right the workplace, improving employee satisfaction. In a way, it is impacting and leading to customer satisfaction as well. The behaviours involve practising ethics and providing courage and inspiration professionally while ensuring value, inclusivity and passion in the workers or employees. They also include initiating commercial drives and arranging the environment to keep everyone focused on the insights and making decisions considering the situations first (Bennett et al., 2020). Maintaining these behaviours has its perks which is why CIPD works as an international standard which HR professionals in every country is following as a standard to practice in their organisations. Behaviours included in the CIPD help in providing support to the administration department as well as the HR processes by managing all the data for them while focusing on the customers. It addresses the key HR issues and challenges and provides solutions for team problems or individuals. Also, it helps in evaluating the procedure and the alternative options available. The CPD map works as a consultant for most HR professionals in UK organisations by solving the long-term and short-term HR challenges of the company. The map also helps as a leader and implements different kinds of human resource strategies for different levels of the organisation professionally being responsible and initiating secured developments.
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[bookmark: _Toc118576973]Figure 1: CIPD Profession Map
Source: (CIPD, 2016)
The learning and development area in the map provides opportunities for employees to gather knowledge and gain personal growth while fulfilling company objectives. Resourcing and talent acquisition involves allocating the right resources in the right place to ensure efficiency and productivity to achieve strategic success. The map guides with advice, and strategy requirements for future organisation development while directing the process of culture, skills and leadership styles of an organisation. It also suggests the model ways organisations HR should follow to bring out the maximum output through minimum output following dynamic strategies. The CIPD map mainly focuses on customer satisfaction, depending on which it emphasises the information on service and delivery (Trullen and Valverde, 2017). It also ensures the practices of HR to engage with employees and built the relation to be in a better position which is created by maintaining diverse cultural practices, ethics and values while respecting the employee morals. The map determines the achievement level of the organisation through strategic HR planning which involves providing incentives to employees for performance, skill or behaviour, providing strategic opinions etc. 
[bookmark: _Toc118576966]Application of CIPD Profession Map to the HR Professionals 
The goal of HR practitioners nowadays is to proactively encourage workers to manage their occupational growth and productivity. The intention would be to engage workers in dialogue regarding whatever people want from their work and whether people might provide it. The company's contemporary advantages and shortcomings can be pinpointed since CIPD mapping entails the process of evaluating staff members. While using knowledge, workers may get allocated to assignments that offer them the best possibility of succeeding and maximise their capabilities. The profession map is used to understand the effective means of managing people professionally through the creation of the right culture in an organisation (Robinson, 2020). It is also used to initiate a wider commercial context of work. The analytics are used to measure the organisation’s values and insights guided by the map to direct the HR strategically. It is used to employ a digital environment to keep the working situation up-to-date with the latest technology and facilities to improve workers’ conditions. The international standard of the professional map works with organisations for adapting to changes appropriately while subsidising the negative impact. The core knowledge of the map guides HR professionals to understand the organisation dynamics of small or large organisations from around the globe. 
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[bookmark: _Toc118576974]Figure 2: Application and Scopes of CIPD Profession Map
Source: (Cotton, 2019)
The CIPD applies ethical behaviour practices and makes it mandatory for HR professionals to follow and apply them in the organisational environment. The values are also considered while making decisions. HR professionals use the map to create curiosity among employees and thrive for learning opportunities for further improvement and innovation. Using this, HR initiates stimulants that influence and encourage employees towards professionalism. The CIPD provides a standard for professional and personal development for the employees to practice that is to be initiated by the HR professionals to ensure their well-being (Gareth Bell, 2013). The map is followed to implement a collaborative environment by HR to ensure inclusivity. The professional map is constantly kept in check to keep the commercial drive of an organisation in the run to enable the changes with the purpose to increase organisation values. The HR always keeps evaluating the insights and ideas for evidence to understand the entire organisation which is easier following the map standards. That is how the decisions are made easier following rational choices set by the CIPD professional map. 
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[bookmark: _Toc118576968]Reasons behind Skills Shortages in Public Sector
The public sector refers to the industry that is mostly under government-controlled authority. Services like law enforcement, education, public transportation, healthcare and other governmental services have seemed to be facing with lack of skilled workers. Most places are left vacant because workers with appropriate workers are not being found. More than 55 per cent of companies are facing skill shortages and are forced to leave their positions vacant (Ruhs and Anderson, 2019). The healthcare section in the public sector is finding the most challenges to fill out the positions with workers having proper skills as needed. This is happening from many issues caused by the UK economic conditions. The skill shortages are leaving productivity to be at a low level which is showing uncertainty to recover from the economic challenges the UK is facing right now. 
BREXIT Issue: 
Brexit is one of the prime reasons the skill shortages are increasing over time. It is happening because of the sudden stopping of the free labour movement across the European countries and the UK. That is why the UK is unable to fill up their vacant positions with skilled labourers which are lacking in the country with proper skills. 38% of the companies admitted to having skilled shortages due to this reason (Hardy and McCann, 2017). The new rule on visa-making is causing it even more difficult for EU workers to migrate to the UK to meet the right job criteria.
Covid Pandemic: 
Apart from the local employees, several employees were migrants from different countries based on their work. The covid hit and over 1 million of them had to leave the country sometimes upon getting cut by the organisations. Now organisations are finding it hard to refill the vacant positions with appropriate skills. Most existing people in the UK do not fit with the right skills for the positions vacant in the country, even in the public sector. 
Rising Skill Gaps: 
The UK has not faced skilled shortages like the current times unlike before. The companies have been having to spend billions of euros on staff personnel for their training and skills. These used to cost a lot on bringing the skills of the employees to the needed level which led to this becoming a trend in the sector of implementing continuing professional development programs for the employees. 
[bookmark: _Toc118576969]Labour Market Developments addressing Skills Shortages in Healthcare Sector
Since the NHS is sometimes the biggest industry in an area, a sizable portion of the personnel is drawn from either the neighbourhood. Any regional reaction to recruiting and retainment should keep in mind the stresses and possibilities of the broader labour force, especially for such positions for which the provider faces an energetic competitive market for workers from several other industries. Changes in the local community and national employment possibilities have an impact on a company's capacity to hire and maintain employees. These resources enable the owners to develop responses according to the labour market developments that are practised in the market to have solutions to skill shortages in the short and long term (Wadsworth, 2018). The essential data can be found on the reasons why these labour market developments are important and the relevancy to fulfilling the gaps in skill shortages. 
The NHS and other healthcare organisations are adopting systems to retain their current employees to keep the stick to the organisations with their skills. Healthcare organisations are focusing on the training of employees which is addressed by the Labor market developments to create a standardised solution. This is making up shortages for of skills. They are implementing cross-training as well so employees of different departments can enlighten each other with skill learning. The organisations are improving the hospital environment to be effective for the nurses and health workers to be more encouraged to learn and work better in a dynamic environment. Labour market developments are emphasising that organisations prioritise communication and transparency for workers to be up-to-date with the latest set of skills needed (Grinis, 2021). Another labour market trend is to provide free food which most organisations don’t offer so that the employees stay after training is provided to them and this reduces the chances of vacant positions for skilled workers. Also, the labour market is addressing the recruiting process and practices which impact a lot on identifying the right skilled personnel. It is going through a more refined screening process to evaluate the employee’s skills and experiences.   
[bookmark: _Toc118576970]Conclusion 
The profession of people matters to a significant level in every organisation. The CIPD core knowledge and core behaviours guide the organisations’ HR professionals to manage their people effectively. Otherwise, there will be a professional gap across national and international companies around the world. This professional map can be applied to all organisations regardless of being local, national or global. In recent times, the UK public sector is facing skills shortages which are also can be solved by following the professional map properly. It is always about managing people most efficiently to keep the existing employees retained and attracting further employees with the necessary skills to the organisations. 
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