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[bookmark: _Toc110699153]Introduction
In this assignment, we will try to understand what current CIPD profession map is, is and how the behaviour mentioned in this map is effective and useful for various hr professionals working in the UK. We will also try to explain CIPD maps can be applied to the HR professionals working on a Global scale in different sectors and various sizes of organizations. We will also try to analyse the reason for the skill shortage in the public sector of the UK even when so many people are unemployed. We will try to identify and discuss various developments that have taken place in the labour market to address the issue of skill shortage in the health care sector professionals in the UK.
[bookmark: _Toc110699154]Part 1
[bookmark: _Toc110699155]CIPD Profession Map
CIPT profession map sets standards for guiding human resource professionals to develop the working environment and make it better. CIPD or Chartered Institute of Personnel and Development is a professional body of human resources experts which have prepared and updated their professional map which highlights values based on which decision-making can be more effective than applying generic best practices for introducing positive changes in the workplace. It provides transparency, and clarity about the knowledge, skills, and expertise required for every goal on every scale. CIPD acts as a career partner of choice for setting professional standard behaviour and providing guidelines to drive the HR and learning and development profession. CIPD map talks about professional values, core knowledge, and core behaviour that drives the professionals (CIPD, 2022). 
[bookmark: _Toc110699156]Importance of CIPD behaviour for HR professionals working in the UK
CIPD proactively engages in directing and developing British HR standards. UK approach to managing people requires strong ethical standards for value creation which are followed by HR professionals to ensure favourable outcomes. Improving the work experience of professionals in the organization even when the situation is new and challenging and the behaviour of human resource professionals may vary but there is certain core behaviour that needs to be followed by HR professionals to be effective in all situations. These core behaviours were established using various academic research and are based on feedback from professionals in the industry. These behaviours can be outlined as (Harrison et a., 2021):
The conduct of HR professionals must be ethical
They must display professional courage and influence
They must value the people of the organization
They should exhibit the quality of inclusivity at work
Their activities must create commercial value for the organization
They must show passion for learning
The must be focused on insights
They must make decisions based on the situation.
[image: CIPD unveils new HR profession map at annual conference ...]
Figure 1(Source: Personnel Today, 2022)
[bookmark: _Toc110699157]Application of CIPD map to HR professionals Globally
CIPD map for Human Resource professionals is used to guide HR professionals, senior management, and Academic professionals on over 10 professional areas, 8 behavior which can be applied across 4 bands of competencies. CIPD map is designed in such a manner that it can be used not only in the UK but all over the world in organizations of any size and any profession. The amendments were made in 2018 to the original CIPD map of 2013 to make the HR professional map more relevant to the global international presence. This new map is designed in such a way that it may work in different business contexts.
HR industry all over the Globe follows the CIPD map would essentially maintain a common professional value varying with industry standards to help and guide the professionals in career development and bring about a positive change in the workplace. The global world keeps changing constantly which brings about a change in priorities, technologies used, the way work is done, and the role of human resources has shifted focus to making value-based decisions by using the map (Dundon et al., 2022). 
The new CIPD professional map provides confidence to the HR professional and the organization is contributing everything possible to become a workplace that maintains a high global industry standard. In this map, emphasis is laid on what impact is created by the HR professional and how this can create value and remain widely applicable to all global scenarios.
· All over the globe HR professionals can be benefitted by using this new CIPD map:
· It helps them to make better decisions based on the values rather than following generic good practices in decision making.
· It helps HR professionals to perform their best and drive change in the organization and hence providing a better employee experience and healthy working conditions.
· It guides HR professionals on how they can be led by principles, act based on evidence, and be driven by the outcome which leads to better decision-making.
Here HR being led by principle means they can see beyond rules to do the right thing, value people, and maintain professionalism. Evidence-driven professional means substantiating the judgment made on the professional front with substantial evidence from various sources. And finally, outcome-driven means facilitating a better working environment and leaving a positive impact on a personal, professional, and social level.
It guides HR professionals all over the world to drive change by having core knowledge of:
· Everything that may be covered under employee lifecycle
· How various practices impact employee and organizational culture
· They must show practical business knowledge, have financial literacy, know about business planning, and how to manage suppliers.
· They must have knowledge of how data and analytics may be used to make smart business decisions and help in better evaluation of employees
· They must know about technology in the workplace and how it can be leveraged to increase productivity and collaboration among the employee.
The CIPD map also guides HR on the core behavioural competencies that must be shown in all situations and valid in organizations of all sizes spread all across the world.
[bookmark: _Toc110699158]Part 2
[bookmark: _Toc110699159]Skill shortage in the UK
There have been a four-fold surge in job vacancy in the UK and employers are struggling to fill vacancies which are also impacting the economy of the UK especially post Covid 19 hampering the economic recovery of the country. The biggest shortage of skills exists in hospitality but there has been a high rise in job vacancies in most sectors due to its shrinking labor force. Apart from covid 19 the major reason which has led to skill shortage in the UK can be the impact of Brexit as the UK has always been dependent on workers from beyond the border to fill their job vacancies Brexit led to the shrinking pool of the skill available from EU (Tiwasing, 2021).
The skill shortage in the EU has become so serious that The Organization for Economic Cooperation and Development has warned that if this prolonged period of skill shortage persists then it would force the firms to shut down due to a shortage of supply of labor in the market leading to permanent reduction of workforce and parts of the economy getting shut down. Not only Brexit but the people of the UK are choosing to resign in search of less stressful and more meaningful work inducing a phenomenon called the Great resignation. Moreover, prolonged sickness post covid 19 has also severely affected the workforce (Wood et al., 2021).
[bookmark: _Toc110699160]Skill Shortage in Public Sector in the UK
Covid 19 and Brexit both have given a supply shock to the market in form of skill shortages in various sectors in Europe. The public sector is one the most severely impacted sector suffering from skill shortages even when there is high unemployment as (Brunello et al., 2019) :
· The workforce does not want to join back after a prolonged illness.
· The majority of talent pools that were acquired from across the border in the EU have shrunk due to Brexit.
· The jobs in public sectors are not attractive enough in terms of whether they or not rewarded well so the workforce doesn’t wish to join them
· The burden of work during the Covid 19 pandemic has led many to resign from their jobs and look for less stressful and more meaningful jobs resulting in a phenomenon called the Great Resignation.
· There are certain standards set by the public sector organization for recruitment that poses a hindrance for new talent to be roped in and need to be revisited.
· Effective advertising and systematic recruitment process are not being followed for the recruitment of employees in the public sector leading to a lack of proper information dissemination in the market regarding the job vacancy.
· There is a lack of investment in technology to address the challenge of labor shortage.
[bookmark: _Toc110699161]Long-term Labour Market development to address skill shortages:
Since the pandemic began there has been a sudden upheaval in the job market resulting in acute recruitment and occupational shortages and the situation has gotten worse with Brexit. It is taking very long for the recruitment process to create any significant impact and the cost of recruitment has also increased due to inflated salaries, training of recruits, and substantiating vacancies with Gig jobs (von Watcher, 2020). 
Various measures can be taken by employers to reduce the shortage of skills in the labor market by (ons.gov.uk, 2022):
· Making the job more attractive in sectors suffering more from skill shortage by providing them monetary and non-monetary benefits
· Introducing some sort of mobility schemes for labour to attract skills across the EU and ease down acute skill shortages immediately.
· The employer shall be encouraged to invest more in the skilling of their employees.
· Organizations must be encouraged to adopt the use of technology to improve their human resource management capability and develop their workforce by recruiting new talent and creating employees that are valuable for the organization.
To create a long-term labour market development to address skill shortage it is very important to get to the core of the reason for skill shortage and address it. This can be done by (Mayhew et al., 2020):
· Linking the skills of the people to business needs by transitioning their workforces to adopt new roles or learn new skills especially digital skills.
· It is very important for an organization to adopt technology for automation and digitization and help the workforce to develop relevant skills that will lead to a boost in productivity and will help to keep both employees and customers engaged.
· More focus should be laid on training to address gaps and mismatched job requirements and skills. Training programs for existing employees could be even more cost-effective than recruiting a new employee.
· Offering apprenticeships are a great way to train young people for a specific job role, and this would help in providing a loyal employee to the organization and prevent it from facing skill shortages in the future also.
· Optimizing the process of hiring new candidates can also help to cut down the cost associated with new recruitment by maintaining proper communication with the potential candidates.
· The organization must focus on employee retention as new recruitment is a more costly process. Employee retention can be ensured by keeping them engaged and motivated. It is very important for organizations to show that they value their employees by listening to their concerns, ideas, and suggestions and adapting to their needs. The flexible working model is one of the ways to ensure employees have proper work-life balance, help in increasing employee well-being and minimize absenteeism and employee turnover.
The hiring strategy can be adopted to face the challenge posed by Brexit and the Covid 19 pandemic by putting the organization in the best position and building an image of the best employer by focusing on attractive monetary and non-monetary benefits to the employee, aligning the organization’s work culture to the needs of the employee, focusing on employee wellbeing and investing in learning and development to skill employees to make them better prepared for what may come in future.


[bookmark: _Toc110699162]Conclusion
In this assignment, we have studied about current CIPD profession map, is and how the behaviour mentioned in this map is effective and useful for various hr professionals working in the UK. We have also explained how CIPD maps can be applied to the HR professionals working on a Global scale in different sectors and various sizes of organizations. We have analysed the reason for the skill shortage in the public sector of the UK even when so many people are unemployed. We have also identified and discussed various developments that have taken place in the labour market to address the issue of skill shortage in the health care sector professionals in the UK.
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