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[bookmark: _Toc124097861]Referring to the current CIPD Profession Map: 

[bookmark: _Toc124097862](a) Explain how important these behaviours are for effective HR professionals working in the UK. 
The Chartered Institute of Personnel and Development (CIPD) Profession Map is an adaptable set of standards for HR professionals to use in their efforts to better the working environment. The Profession Map's stated objective is to promote uniformity in HR practises throughout the United Kingdom by outlining a set of core values that all HR professionals should uphold.
You will not be told what to do by the map rather, it will walk you through a variety of professional ideals that may help you make better judgements regardless of the circumstances. Each of these values contributes to providing people, communities, and organisations with the direction they need to effectively navigate whatever the future may have in store for them. (Mayne, 2021)
The HR function of an organisation assists in the UK delivery of the organization's corporate strategy and goals via the people professionals who work within it. This is accomplished through the efficient recruitment and development of people as well as the management of their performance. The HR goals of various sorts of organisations are conducted in a variety of diverse ways.
When UK it comes to protecting employees and reducing risk, human resources (HR) play a vital role in any company. Without management, this complex field would be rudderless and stagnate over time. Having a well-run human resources (HR) department with good leadership is one of the best ways for a company to ensure the satisfaction of its workers, significant levels of productivity, and ongoing growth.
Every successful business can trace its success back to having a staff that is determined to succeed. Because of this, effective management of human resources (HR) is especially important. The department of Human Resources oversees a wide variety of responsibilities, one of which is making sure that employees are treated with respect and are given the proper level of assistance. The effectiveness of the HR department's operations and the department's ability to continue to grow over time are both ensured by a remarkable degree of management of the available human resources.
Effective human resource management acts as the mortar that connects the workforce together, and a healthy firm must have a happy staff as its basis to be successful. Because of this, the person in charge of the human resources department in every organisation must be a manager who possesses both experience and empathy. (Brenner, 2016)

[bookmark: _Toc124097863](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.

Whether or not an organisation has a resolute HR team, at some point they will require guidance on moral and efficient performance management in aspects like manpower planning, hiring, diversity and inclusion learning and growth and human development reporting. This is true regardless of whether the organisation has a resolute HR team. These kinds of guidelines may be found in British and international standards. They are developed by specialists from throughout the world, in consultation with important stakeholders. These standards promote responsible practises in people management and provide the organisations who embrace them with assistance to strengthen their organisational resilience and longevity.
The International Organization for Standardization (ISO) and the British Standards Institution (BSI) formed a group in 2011 to produce national standards in people management (ISO).
These guidelines are meant to be a positive challenge to business leaders, encouraging them to foster an environment where employees are valued, and excellent work is rewarded.
Human resource metrics are fundamental for every business to succeed. Future people management practises are likely to alter in response to rising demand for analytical and predictive insights from organisational leaders, stakeholders, shareholders, and investors, as well as from advances in technology and the accumulation of a larger volume of data by existing systems. The goal of metrics standards is to facilitate the use of statistics and empirical evidence in making long-term, principled choices on human resource management and development. In addition, there are norms for businesses that might affect how governance, organisational resilience, and risk are prioritised in the future. (Jobs, 2010)
Maintaining a cohesive HR sector requires a common goal and a set of standards to which all practitioners may aspire. By establishing a common ground of core beliefs, Human Resources may get the support it needs to implement lasting change in the workplace. Organizations and workers, as well as the communities and cultures they are a part of, may benefit by using work as a positive force. All labour should serve a greater good, allowing workers to make the most of their abilities while also giving them a sense of fulfilment. The workplace must be a secure and welcoming place where everyone feels appreciated. Work that is beneficial to both people and businesses may help ensure long-term success while also fostering a sense of personal responsibility. (Farnham, 2015)

A person's HR representative and the possibility of employment should be always readily available. When given the opportunity to succeed and the means to do so, people take ownership of their job.
Everyone has the right to an open forum for discussing issues that directly impact them, and everyone should be always treated equally. 
The value of the results they are aiming for and the necessary risk for achieving them must both inform the work they conduct. They must constantly keep in mind the bigger picture and ensure that efforts are serving the goal of improving working conditions and people's daily lives. (Imm, 2021)
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“The report by CIPD, “Labour market outlook-winter 21/22”, revealed that: “Almost half of employers (46%) have hard-to-fill vacancies, which is like the last quarter (47%). When looking only at employers with vacancies, this figure rises to three-quarters (75%). Hard-to-fill vacancies were reported by 53% of employers in the public sector, 45% in the private sector, and 41% in the voluntary sector. Hard-to-fill vacancies are most common in healthcare (64%), public administration and other public sector (52%), and construction (51%).”

[bookmark: _Toc124097865](a) Explain why public sector in the UK do is facing skills shortages despite the high unemployment rate.

Provides an overview of the many talent shortages currently being observed by businesses. Technical, practical, and job-specific skills are the most in-demand yet in-short supply across all sectors and occupations. Since the workplace is the ideal setting to learn these talents, and in some circumstances is the only one in which they can be obtained at all, employers have a critical role to play in addressing skill gaps and building the pipeline of skilled labour. Skills in customer service, problem-solving, planning, and organisation are in short supply across many industries and education levels. These abilities are more likely to be required in the workplace, where they may be taught and practised efficiently. This prompts concerns about the effectiveness of vocational programmes, which are meant to train individuals to fulfil the demands of the workforce. Furthermore, it emphasises the need of incorporating practical job experience into basic vocational education as a means of developing these essential general-purpose workplace abilities. Skills gaps exist in strategic management, planning/organization, and problem-solving for managerial roles, whereas communication and planning/organization talents are in high demand in the sales and customer service industries. (Paper, 2014)
Although the percentage of persons working in administrative and clerical tasks is on the decline, there is still a skills gap within this group. This skills gap is most often seen in diverse kinds of communication, collaboration, problem-solving, and reading and numeracy. However, it is important to keep in mind that just 4% of businesses report having open positions that need skills that are in short supply.  (Paper, 2014)
The need for 'hybrid' skill sets, which combine technical expertise from a variety of areas with more generalised competencies, is on the rise, according to most indicators. To address these demands, the education and training sector must integrate cross-disciplinary knowledge and expertise, with educators and businesses cooperating to build a robust skills infrastructure. Although there has been an increase in employer satisfaction with the ability to tailor training provision and delivery to minimise disruption to work, the most generally cited effect of difficult to fill vacancies is increased workload, which is more than just an annoyance because of its potential negative and expensive effects on employee welfare. It causes opportunity costs for businesses, such as delays in developing new products and services (experienced by at least a third of the polled businesses) and more fundamental issues, such as difficulty meeting customer needs and lost business (experienced by a similar proportion of businesses), for a similar number of businesses. (Donald Houston, 2022)

[bookmark: _Toc124097866] (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 a 4% drop in nursing graduates, there are now 41,000 open positions in the nursing profession. Concurrently, several concerns have emerged in the fields of medicine, adult social care, and mental health. Part of the shortfall is attributable to Brexit, which has prompted a significant loss of European healthcare workers who have been keeping the system together. The Health Foundation projects that the shortfall of nurses alone will reach 70,000 during the next five years, prompting urgent demands for action. The United Kingdom (UK) is experiencing a widespread skills gap, with companies reporting a difficulty filling 66 percent of open jobs due to a lack of qualified applicants.  (Paper, 2014)
As the UK's population ages and more people rely on the National Health Service (NHS), the healthcare skills gap is only expected to worsen in the future years, posing a serious long-term danger to the economy. It has been predicted in recent research by the Health Foundation, The King's Fund, and the Nuffield Trust that the scarcity of NHS employees in England poses a larger danger to health care than financing issues.
They warn that the current deficit of over 100,000 workers will become much larger (to 350,000 by 2030) if the number of overseas recruits and newly qualified workers does not increase soon. (Global, 2022)
In addition, existing NHS personnel are suffering due to healthcare staff shortages, making it difficult for the service to provide the high-quality treatment that is necessary to meet rising demand. This has consequences for both the quality of treatment and the rates of employee retention, since many recently graduated professionals are quitting the field.
There are many openings in adult social care, and in nursing and medical. One in ten social worker positions and one in ten care worker positions are vacant. Those who are most dependent on public healthcare are placed in jeopardy.  (Global, 2022)
The UK domestic labour market has a shortage of employees in the areas highlighted on the shortage occupation list. When hiring for a position on the shortage occupation list, employers are exempt from the resident labour market test, except for the nursing profession. 
The goal is to quicken the time it takes to find new employees. Those considering a relocation abroad in the medical field will benefit from this strategic recruiting push, though. The public healthcare industry in the UK offers the best chance for anyone seeking a fulfilling, competent, and important career path, especially in an era when automation and our existing work environment. (Murphy, 2021)
Because of a 4 percent drop in nursing graduates, 41,000 open nursing positions remain vacant. Concurrently, several concerns have emerged in the fields of medicine, adult social care, and mental health. Part of the shortfall is attributable to Brexit, which has prompted a significant loss of European healthcare workers who have been keeping the system together. The Health Foundation projects that the shortfall of nurses alone will reach 70,000 during the next five years, prompting urgent demands for action. (Murphy, 2021)
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