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Introduction 
Managing human resources is an integral part of supporting organizational growth and sustainability. The role of HR professionals is to examine employees’ needs, focusing on creative ways of boosting satisfaction, team development, and commitment to set goals and objectives. The CIPD professional map was developed to provide elaborate information relating to activities and skills that are crucial for HR functions. 
Public sector has seen drastic changes over the past year when it comes to skilled employees. They have been facing difficulties in occupying vacancies, although the employment rate has been at a lowest rate ever. Among the most affected sectors is the health and care system, where COVID-19, Brexit and other factors has left their mark.

PART 1: a) Importance of CIPD Map for HR Professionals in UK
The ability to strategically manage human resources in accordance with an organization's anticipated future path is becoming more and more important for HR professionals. The main components of the CIPD map are purpose, outcome driven, principles-led, evidence-based, core knowledge, core behaviours and specialist knowledge (“Explore the Professional Map,” n.d.).
             [image: ]
The Purpose
The purpose is the foundation of the professional map because all people, including leaders, should have something that drives them towards success and prosperity. Lack of clarity and understanding of the purpose undermines individual progress and prosperity. 
The Outcomes-Driven Approach
The outcomes-driven concept means that people champion for better work and working lives at the social, professional, and personal levels. An improved understanding of the purpose is an integral part of achieving individual and family goals. The objective is to clearly stipulate the goals and their implications for HR professionalism and commitment to employees’ needs and expectations (Segovia, 2019).
Principle-Led 
	In a principles-led approach, HR professionals see beyond the rules to do what is just and right. The guiding points for HR are professionalism, coordinating with people, and staying focused on work. Developing creative ways of meeting employees’ needs is an important part of achieving and retaining competitiveness in the HR practice. 
Evidence-Based
	HR professionals are required to work closely with teams towards the achievement of set goals and objectives. Here, the goal is to look for credible sources and materials for supporting their arguments. Additionally, HR professionals are responsible for revieing their peers’ materials to guarantee accuracy, credibility, and reliability.
Core Knowledge
	Core knowledge means that HR professionals understand the basis of human resource management, including the development of creative ways of meeting employees’ needs. Essential knowledge components include change, technology and people, evidence-based practice, business acumen, culture and behaviour, and people practice (“Explore the Professional Map,” n.d.). Understanding culture and people is the basis of improving communication and interactions with subordinates, managers, and other players in the HR department.
Core Behaviours
	Core behaviours shape the way HR professionalism should interact and communicate with their colleagues, customers, and the management. The core behaviours needed for enhanced HR professionalism include situational decision-making, insights focused, passion for learning, commercial drive, working inclusively, valuing people, professional courage and influence, and ethical practice (“Explore the Professional Map,” n.d.). Professionalism plays a vital role in the achievement of set goals and objectives. Adhering to ethical practice helps in streamlining HR Professionals’ interactions with major players in employee management programs.
Specialist Knowledge
	UK-based HR professionalism should develop specialist knowledge to deliver the desired results. An important part of the knowledge development process is showing increased commitment to learning (Cuddy et al., 2007). The core components of specialist knowledge development include talent management, reward, resourcing, people analytics, development and design, learning and development, inclusion and diversity, employee relations, and employee experience (“Explore the Professional Map,” n.d.). Improved employee relations are the foundation of organizational stability. 
b) CIPD Skills on a Global Scale
CIPD skills and behaviours are designed to support HR professionals’ roles and activities in a diverse environment. An important part of the process is ensuring that HR professionals understand the role of professionalism and its implications for business growth and sustainability. As such, HR professionals should focus on five main components: learning and development, resourcing and talent planning, organizational development, employee engagement, and service delivery and information-sharing (Harrison, 2015). Learning and development will equip HR professionals with the skills and experiences to integrate and work with diverse groups. Resourcing and planning will ensure that HR professionals understand the role of supporting team goals and their importance in fostering better relationships with employees.
Besides, CIPD-based behaviours and skills encourage generation of new ideas for supporting team activities and development (Bal & Dóci 2018). Here, the understanding is that HR professionals will be committed to team activities if they understand their positions and mandates for meeting employees' needs. On the international scene, HR professionals are expected to work with diverse groups, meaning that they must embrace varying cultures, values, beliefs, and perceptions. Additionally, HR professionals are required to formulate effective policies for supporting team activities and developments. The goal is to work with experienced leaders to find meaningful solutions for addressing internal and external issues undermining employee productivity and effectiveness. 

            PART 2: a) Public sector skills shortage in UK
The ONS (Office for National Statistics) reports that the number of job openings increased to a record 1.25 million from October to December 2021, highlighting the extreme demand for skills that now rules the labour market. Hiring targets are at their greatest point in eight years, according to the Hays Salary & Recruiting Trends 2022 (Solving the public sector skills shortage, 2022). We are looking at a labour market that is proving to be quite challenging for employers, especially those in the public sector who have historically found it more challenging to deliver a competitive financial package to employees.
A recent study found that over the previous 12 months, 91% of UK organisations had trouble finding employees with the necessary abilities. It is projected that UK firms spent £4.4 billion on temporary labour, recruiting fees, and increased salaries over the course of the past year. In the next ten years, the economy will see extraordinary talent shortages, according to the UK government's Industrial Strategy Council. Finding the right candidates with the necessary abilities to fill job openings is becoming more and more challenging for businesses (Changing trends and recent shortage in the labour market-UK 2016-2021, 2021). The COVID-19 pandemic, Brexit, and education are a few causes of this whole skills shortage situation.
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Brexit is one of the primary issues that has affected both the supply and demand for talents in the UK. A recent survey's findings revealed that businesses are attributing Brexit to the UK's skills shortfall, with 38% claiming that a lack of local talent was making it difficult for them to find qualified candidates (The impact of Brexit on UK business so far, 2021). EU citizens are finding it more difficult to enter the country and submit job applications due to new visa regulations. This includes brand-new programmes like a points-based system, where job seekers must fulfil certain requirements before they can begin actively looking for employment. They need to have a gross annual salary of no less than £25,600, intermediate English proficiency, and UK A-level-level abilities. To continue working lawfully in the UK, individuals who are already residents must submit an application for settled status by June 30, 2021 (The impact of Brexit on UK business so far, 2021). These data imply that, as the difficulties in hiring due to Brexit continue to grow, UK firms will be forced to rely more and more on local and non-EU individuals to fill these positions.
COVID-19
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The uncertainty produced by COVID-19 has affected the job market in the UK and other parts of the world. The current skills deficit has been exacerbated by border closures, lockdowns, and high redundancy rates. Since the outbreak of the epidemic, an estimated 1 million migrants have left the nation; many of them have decided not to resume their jobs. Social segregation policies in some industries have made it challenging for employers to find new employees to fill these open positions. This is due to their inability to offer the necessary training before people may begin working in specific fields (Assessing skills shortage in UK in 2022, 2022).
Education
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Despite the obvious evidence from businesses, research has shown that the abilities and skills are, in some circumstances, purposefully being deprioritized by current education policy. The fact that traditional educational approaches are fading in popularity and relevance and are not fast adjusting to the demands of a dynamic economy is one of the main threats facing national education systems today. Recent qualification modifications, in the opinion of teachers, are having a negative influence on their capacity to impart the skills that companies desire. Since the introduction of the restructured GCSEs and A-Levels in 2014, nearly half (47%) of the teachers questioned say they have less opportunity to build employability skills; a third claim that the new syllabus requires an emphasis on rote learning, leaving less space for fostering creativity (Skills shortages in the UK economy,2021).
b) Health care sector- NHS
With over 1.1 million full-time equivalent employees working in hospitals and community services, the NHS is England's largest employer. Among the most in-demand skills, nursing has more than 50,000 nursing vacancies in the UK.
 Even before the epidemic, the workforce had trouble keeping up with demand; in 2018, NHS hospitals, mental health facilities, and community providers were short more than 100,000 FTE employees, or one in every eleven positions, with nursing being the most urgently needed position. Action is urgently needed since, according to the Health Foundation, there won't be enough nurses in the country in five years.
Strategies
The UK government proposed changes to the immigration laws on March 4 is a solution to make it simpler for foreign healthcare professionals to be hired in the UK. A Shortage Occupation List (SOL) has been created and a number of health and care roles was added, including: 
· pharmacists
· laboratory technicians
· senior care providers
· nursing assistants
· managers and directors of health services and public health
· managers of residential, day, and domiciliary care
· health professionals who are not otherwise classified, like audiologists.
People who hold roles that are listed on the SOL have an advantage when applying for a skilled worker visa. In the new points-based immigration system, a role on the SOL is worth 20 of the 70 points needed to secure a skilled worker visa. People in these roles will be sure to reach the 70 points if the mandatory criteria—having an acceptable level of English, an offer from a licenced sponsor, and the necessary RQF level 3 or higher skill level, each worth 50 points—are combined with them (More health and care roles to the shortage occupation list, 2021).
In addition to the new immigration rules, the £120 million DHSC Workforce Capacity fund was launched in January 2021. This will help local authorities boost staffing for care providers where shortages arise (A solution to staff shortages, 2021). Actions are being taken all around UK. Insulin administration training has been provided to care givers in Greater Manchester, allowing community services workers to focus on people with more pressing needs. City Health Care Partnership CIC in Hull, East Riding, and the North West has established an Academy of Clinical Excellence to assist those who would find it difficult to pursue clinical apprenticeships in professions including physiotherapy, podiatry, and occupational therapy (Urgent action needed on staff shortage, 2022). 
Conclusions
Managers who implement the CIPD framework are focused on improving performance and paying attention to employees’ changing needs and expectations. The objective is to build a system that evaluates employees' needs and provides meaningful solutions to address their problems. 
The workforce market has been facing drastic changes in the past year. Certain sectors are facing acute challenges with hard-to-fill vacancies and require urgent intervention to address the shortfall in staff. Particularly affected has been the NHS, which has been massively struggling during COVID-19 and now is still trying to overcome the difficulties imposed by Brexit.
Recommendations 
It is crucial to re-evaluate the qualifications that are actually required for positions in the public sector in order to increase access to skills and make sure that organisations reflect the society they serve. Public sector employers must assess and challenge what is unquestionably "essential to success" in the roles they are hiring for and look to recruit for potential in order to reach the most varied pool of candidates.
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