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[bookmark: _Toc111827948]Introduction 
This assignment is going to explain the behaviours of the current CIPD professional map and their effectiveness in the working procedure of HR professionals in the UK. The explanation of the issues of labour shortages instead of the high rate of employment along with the identification of the developments of the “long-term labour market” for addressing the shortage of skills in the healthcare sector of the UK.  
[bookmark: _j8vijvchha4m][bookmark: _Toc111827949]Part 1 
[bookmark: _uq5lw2lezvte][bookmark: _Toc111827950]“Explain how important these behaviours are for effective HR professionals working in the UK referring to the current CIPD Profession Map”
Current CIPD professional map
The “CIPD profession map” refers to the benchmark of people’s professions and the usefulness of this profession map includes better decision-making, organisational drive change and career progression. The “professional standards” of CIPD underpin the entry-level qualification of HR professionals (Griggs and Allen, 2018). The “CIPD profession map” consists of “specialist knowledge”, “core behaviour” and “core knowledge”. The “core behaviours” of this map include: “working inclusively”, “commercial drive”, “Passion for learning”, “Insights focused”, “Situational decision-making”, “Ethical practice”, “Professional courage and influence” and “valuing people” [Refer to the appendix]. 
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Figure 1: CIPD profession map
(Source: Peopleprofession, 2021)
Working inclusively
This behaviour deals with the importance of collaborating and working across boundaries by being inclusive and effective to achieve effective outcomes (Coates and Dutson, 2021). It also facilitates setting up and encouraging cross-boundary working, managing conflicts in constructive methods and building trustworthy relationships.  
Commercial Drive
This core behaviour uses a commercial mindset, demonstrates drive and enables change for value creation. This behaviour supports the areas of core knowledge regarding “business acumen” and “change”.  
Passion for learning
This particular behaviour demonstrates curiosity and creates opportunities for improvement and innovation, which further helps in continuous professional development.  
Insights focused
This core behaviour asks questions and evaluates different ideas and evidence to understand the insight. In addition, it also aggregates evidence to understand the issues with their wider implications.  
Situational decision-making
It avoids the “one-size-fits-all” approach and identifies different options regarding the risk factors and benefits associated with professional principles (Stenmark and Redfearn, 2022). It helps in making pragmatic and effective decisions based on the specific context or situation.
Ethical practice
It majorly helps in building trust by taking the role model of ethical behaviour, as well as, applying values and principles in decision-making.    
Professional courage and influence
The professionals require the key behaviours to influence others and provide courage to challenge decisions (Bennett et al. 2020). Therefore, it requires the creation of strong relationships with others for an effective understanding of their views and concerns with the use of effective ways of communication to achieve necessary outcomes.   
Valuing people
The centre of this approach is to balance consideration, fairness and compassion. Organisational leaders are advised to enable their management capabilities by encouraging the “culture of trust”, “people development” and “wellbeing”.  
Importance of the “CIPD profession map” in HR professionals
The inclusive working behaviour of HR professionals helps them effectively work across boundaries, cultures and geographics. One of the major characteristics of HR professionals includes the ability to listen to others’ viewpoints to enable a friendly work culture inside the organisation (Harrison et al. 2021). The most important responsibility of the HR professionals involves focusing on the factors that provide the most value for business and people. Commercial Drive is a prior element of the “CIPD profession map”, for which the effective identification of organisational issues and risks can be progressed by the HR professionals. Following the manner enhances organisational performance and success. This behaviour indulged in the HR managers of the UK sectors helps them in identifying the benefits by partnering with consumers along with the proper understanding of financial implications by proving the changed behaviour of business cases (Griggs and Allen, 2018). Organisational progression requires continuous influence from the HR managers, which can be possible when the HR managers contribute their ideologies to other employees, get sustainable collaboration with organisational stakeholders and work effectively with the line managers. 
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Figure 2: Role of HR professionals by following the “CIPD profession map”
(Source: Self-developed)
The prior role of the HR professionals is to encourage the employees through influencing words in case the organisation is facing any opposition or resistance that brings barriers to its way of success (Hook and Jenkins, 2019). In addition, the HR professionals also need to take some key steps for enabling evidence-based practice, which are: “asking questions”, “acquiring evidence”, “critically assessing evidence” and “aggregating evidence”. All these parameters help in understanding the entire issue faced by the organisation along with its wider implications. The HRs play an important role in identifying the reason, for which a decision cannot be successfully practised (Uppathampracha, 2019). Hence, the HR professionals need to consider different ethical perspectives on organisational decision-making, challenge other employees on their decision-making and the maintenance of necessary transparency regarding professional values, integrity and principles.        
[bookmark: _ru2i8ju5mu5x][bookmark: _Toc111827951]“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”
Business enterprises or organisations are divided into “large”, “Micro”, “small” and “medium-sized enterprises”. This distinguished matter develops for the variations in employee numbers, the number of existing shareholders and market shares. The effective underpinning of the “CIPD’s professional standards” helps in the evaluation of the entry-level qualifications of HR (Roper and Higgins, 2020). The roles of HR managers in different sizes of organisations have made effective changes in the existing standards of the “CIPD professional map”. The different roles of HR managers in different sizes of organisations exist due to various internal and external influences and perceptions of capabilities. The prior role of the HR professionals of small organisations is to learn essential organisational particularities from the bigger organisations, while the role of HRs of “medium-sized organisations” consists of the target of making the organisations larger. “Wren Kitchens” is considered to be the number one kitchen retailer in the UK. Hence, it can be recognised as a large-sized organisation for its huge range of products (Wrenkitchens, 2022). The prior differences in the job roles of the HR professionals in various kinds of organisations are responsible for the changing perspective of the HR professionals in the digital era with the major use of “new priorities”, “technology” and “ways of working”.  When it comes to the matter of organising the management through global perspectives, the HR managers use these “CIPD professional standards” to influence employees by shifting their focus to value-based decisions (Refer to bibliography). The apparent ideology regarding opening-up opportunities gets developed with the effective practice of this map.     
[bookmark: _7iu8mrl9z1dh][bookmark: _Toc111827952]Part 2 
[bookmark: _ra5zuighdji5][bookmark: _Toc111827953]“Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate”
The “net employment balance” refers to the effective difference between the expectation of employers to enhance staff levels within the next three months and the employers with the expectation of decreasing staff levels. It has been identified that in the UK, about 48% of employers have responded to the recruitment barriers, 46% have responded to the flexible advertisements for more jobs and 44% of employers have provided their responses to the necessity of upskilling existing staff members (CIPD, 2021a). There have been almost 46% “hard-to-fill” vacancies, which are most commonly seen in public administration, public sector, construction sector and the healthcare sector. The high unemployment rate of the UK is developed to the planning of few employers regarding the reduction of staff members and the percentage of these employers is 6%. The main reason, for which the public sector of the UK is facing the issue of skill shortage among employees, can be the existence of 11% “proportion planning redundancies” regarding the comparison with the last quarter and the circumstances before the pandemic of Covid-19. Employment opportunities in the UK public sector can be enhanced through flexibility and the chance of external recruitment becomes reduced in case of upskilling existing staff of the public sector organisations. The government of the UK needs to address a different policy of raising skills for supporting “greater employer investment” (CIPD, 2021a). The unavailability of necessary funding is another major reason for skill shortages in the public sector organisations of the UK, for which the government also needs to implement necessary funding to boost the skills of the labourers along with the increased level of productivity and job creation.       
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Figure 3: “Net employment balance”
(Source: CIPD, 2021a)
The positive “net employment balance” has been largely driven by the employers seeking staff hiring. The issue regarding the shortage of skills has been evaluated by the employers and they have increasingly focused on staff retention for effective achievement of the workforce size required to meet the demands. 
[image: ]  
Figure 4:  “Composition of employment intentions”
(Source: CIPD, 2021a)
A survey has been organised regarding the employment intentions and the factors responsible for the shortage of skills. The maximum percentage of responses indicated that the increased level of staff members in the public sector organisation is the main reason for the development of skill shortages. “External recruitment difficulties” and “internal skill gaps” are majorly responsible for focusing on the “hard-to-fill” vacancies, which causes the enhanced level of skill shortage (Pouliakas and Wruuck, 2022). The lack of effective maintenance of organisational staff levels has also been identified as the emerging issue of the enhanced unemployment rate.     
[bookmark: _jn5w8b9zh5aj][bookmark: _Toc111827954]“Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK”
According to the “Labour Market Outlook-Summer 2021”, the recruitment difficulties are significantly prevalent in the UK’s hospitality and the “health and social care” sector respectively with a rate of 51% and 49% (CIPD, 2021b). This evidence depicts that the labour market is facing an issue of limited recruitment skills. Apart from this the summer report also illustrated that “upskilling of existing staff” is also a major issue for the labour market of the UK, which further hampers the productivity and efficiency of the organisation.   “Recruitment difficulties” have been identified as another reason for the emerging labour shortage in UK healthcare organisations. The scarcity of local applicants with poor-quality applicants in the health sector is enhancing the lack of necessary education among the health service providers. The skill shortages of the employees of healthcare organisations can be addressed when the patients are seen to be treated with less care. 
In addition, the lack of medical skills can also be addressed when there are fewer healthcare employees along with the inclusion of scarcity of skills through the caregiving strategies applied by the healthcare employees. Another issue has been identified as the unequal distribution of the salary scale of the health care providers. The increased unemployment rate in this sector has been attributed to the lack of recruitment of part-time workers as full-time nurses have the opportunity of earning 40 times higher wages than part-time health labourers (CIPD, 2021b). The “new immigration system” can also be addressed as the reason for the reduction of long-term labour market developments. The UK healthcare sector has recently adopted the recruitment of migrant workers, especially from outside of the EU. The long-term developmental goal is fulfilled by the sustainable growth of this organisation with enhanced service quality provided by the healthcare industry, which is noticed to be hampered by recruiting migrant health workers, whose skills are not prioritised before recruitment.          
[image: ]
Figure 5: “Employers with hard-to-fill vacancies, by industry”
(Source: CIPD, 2021a)
It has been noticed from the above figure that the “net employment balance” of the healthcare sector of the UK is 64%. It indicates that this sector is majorly facing the issues of unemployment. The “hard-to-fill” vacancies if employees are not utilised by the recruiters of the healthcare organisations of the UK and for this reason, the issue regarding skill shortage due to enhanced unemployment rate has emerged.  
[bookmark: _ws3an0jc7hjl][bookmark: _Toc111827955]Conclusion
From the above discussions, it can be identified that the “CIPD professional map” is an effective framework for supporting HR professionals to perform their professional functions. This assignment depicts that the shortage of workforce is a significant issue in the UK’s labour market, which can be mitigated by the achievement of long-term professional goals along with the application of the “CIPD professional map”.   
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(Source: Peopleprofession, 2021)
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