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PART 1
(a) Clarify the significance of practices in compelling HR experts to refer to the current CIPD proficient outline.
The CIPD Profession Map is a framework that outlines the knowledge, skills and behaviours required for effective HR professionals working in the UK (Armstrong and Taylor, 2022). It is important for HR professionals to be familiar with the CIPD Profession Map, as it provides a comprehensive overview of the competencies they need to develop to succeed in their roles.
The map is divided into eight core professional areas: Leading HR, Service Delivery and Information; Insight, Strategy and Solutions, Organizational Design; Resourcing and Talent Planning; Learning and Development; Engaging and Empowering People, and Employee Relations and Engagement. Within each area, four 'bands' of behaviours are required for effective HR practitioners (Von Wachter, 2020). Professional Behaviours, Knowledge and Learning, Personal Effectiveness and Interpersonal Skills.
Professional behaviours are the foundation of the map and include the values and behaviours associated with being an effective HR practitioner. This includes exhibiting integrity, respect and trustworthiness, understanding the importance of diversity and inclusion, and demonstrating a commitment to professional development.
Knowledge and learning behaviours are the second bands and key to an effective HR role. This includes having a sound understanding of employment law and the ability to analyze and interpret data (Davies, 2017). It also includes being able to stay up-to-date with changes in the labour market and HR legislation, being able to draw on theories and concepts from academic disciplines, and having the ability to use technology effectively.
Personal effectiveness behaviours are the third band and are important for creating a positive work environment (Harrison et al., 2021). This includes being able to use negotiation and influencing skills, managing emotions and stress, and having the ability to plan and prioritize tasks. It also includes having strong problem-solving skills and being able to take the initiative.
Interpersonal skills are the fourth band and are essential for HR practitioners to be effective in their roles. This includes being able to build relationships and networks, communicating effectively, and working collaboratively. It also includes managing conflict, providing support, and giving advice and guidance (Grimshaw et al., 2017).
For HR professionals to be effective in their roles in the UK, they must develop the knowledge, skills and behaviours outlined in the CIPD Profession Map. Professional behaviours are the foundation of the map and are essential for creating a positive and respectful work environment. Knowledge and learning behaviours are key for carrying out an effective HR role, and staying up-to-date on changes in the labour market and HR legislation is important (Davies, 2017). Personal effectiveness behaviours are important for creating a positive work environment, and interpersonal skills are essential for HR practitioners to be successful in their roles. By developing the knowledge, skills and behaviours outlined in the CIPD Profession Map, HR professionals can ensure that they work effectively in the UK.

[bookmark: _Hlk124196790](b) Extent of CIPD outline being connected worldwide scale HR experts notwithstanding of size of organizations or divisions.
The map was developed by the Chartered Institute of Personnel and Development (CIPD) in the UK and can be used as a guide for HR professionals in the UK to measure their professional development. Despite its origin in the UK, the CIPD Profession Map could be applied to HR professionals working on a global scale, regardless of the sector and size of organizations they are employed in.
It is designed to act as a guide for HR professionals to use when developing their skills and knowledge and is based on the CIPD Professional Standards. The CIPD Profession Map provides a comprehensive overview of the HR profession and is made up of eight core professional areas, each of which contains a set of behaviours, knowledge, and skills that are expected of HR professionals not only in the united kingdom but globally (Coates and Dutson, 2021). 
The CIPD Profession Map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organizations, although some modifications may need to be made. As the CIPD Profession Map has been created specifically for the UK market, the behaviours, knowledge, and skills expected of HR professionals in other countries may likely differ to some extent. This means that while the core professional areas of the map remain relevant in a global context, the specific behaviours, knowledge, and skills required may need to be adapted to the local context.
For example, in the UK, HR professionals are expected to have a strong understanding of UK employment law, and the CIPD Profession Map reflects this by including a core professional area on 'Employment Law'. However, in other countries, the law governing the employment relationship may be different to the UK, so the behaviours, knowledge, and skills associated with this core professional area may need to be adapted to reflect this.
Similarly, the core professional area of 'Reward' includes behaviours, knowledge, and skills related to UK-specific pay and benefits, such as the National Living Wage. However, in other countries, these may need to be replaced with behaviours, knowledge, and skills related to the local pay and benefits system.
In addition to adapting the core professional areas to reflect the local context, it may also be necessary to add additional core professional areas to the CIPD Profession Map. For example, in jurisdictions with a high unionization rate, it may be necessary to include a core professional area on 'Collective Bargaining', which would include behaviours, knowledge, and skills related to negotiating and managing collective agreements (Coates and Dutson, 2021).
Finally, it is important to note that the CIPD Profession Map is designed to guide individuals to develop their skills and knowledge rather than as a prescriptive list of competencies that all HR professionals must possess (Brunello and Wruuck, 2019). This means that while the core professional areas and behaviours, knowledge, and skills that are outlined in the map are relevant to HR professionals working on a global scale, each individual may have different requirements depending on their specific role and the sector and size of the organization they are working for.
[bookmark: _Hlk124196847] PART 2 
A) Reasons  for the shortage of skills in the UK public sector 
The UK public sector is facing skills shortages despite the high unemployment rate due to a range of factors. These include a lack of suitable candidates, a mismatch between employer needs and available skills, and the availability of higher wages in other sectors (Mayhew and Anand, 2020).
The CIPD report "Labour Market Outlook-Winter 21/22" found that 46% of employers have hard-to-fill vacancies, which rises to 75% when looking at employers with vacancies. This is particularly true in the public sector, where 53% of employers report hard-to-fill vacancies, compared to 45% in the private sector and 41% in the voluntary sector. This indicates the skills shortages in the sector, as employers struggle to fill the roles due to a lack of suitable candidates.
Firstly, the UK population is ageing, resulting in a decreased number of available workers. This is particularly true in the public sector, where many workers have been in their roles for a long time and are now retiring (Gallie et al., 2017). This has left a shortage of skilled workers in the sector and a gap in the workforce that needs to be filled.
The coronavirus pandemic has exacerbated the skills shortage in the public sector. The pandemic has decreased the number of people entering the public sector, with many choosing to take on different roles in other sectors (Von Wachter, 2020). This has left the public sector with a decrease in the number of applicants seeking roles in the sector, meaning employers have to look elsewhere to fill vacancies.
The emergence of new roles in the public sector creates a demand for skills that are not currently in the market. For example, the NHS is facing a shortage of nurses and other healthcare professionals due to the increasing demand for healthcare services in the UK (Harrison et al., 2021). Similarly, the government requires more data analysts, software developers, and IT professionals to help with digital transformation initiatives.
Competition for jobs in the public sector is increasing. With more people looking for work, employers find it difficult to attract and retain the best talent (Stuckler et al., 2017). This is because the sector is often seen as less appealing than the private sector, leading to more experienced and qualified candidates looking elsewhere for employment.
Employers' preference for particular skill sets has widened the skills gap in the public sector. Many employers are now looking for workers with more technical skills, such as IT and data analysis, as well as those with more traditional public sector roles like teaching and nursing (Brunello and Wruuck, 2019). However, the supply of these skill sets is limited, meaning employers have to look further afield to fill vacancies.
The public sector faces a skills shortage due to a lack of suitable candidates. Many employers are now seeking candidates who have experience in the sector or have particular qualifications or experience applicable to the role (Smit et al., 2020). This has decreased the number of suitable applicants, as many potential candidates do not meet the necessary criteria.
The public sector is also facing a skills shortage due to the availability of higher wages in other sectors. Many potential candidates are now choosing to take on roles in other sectors where they can receive higher wages. This has decreased the number of potential workers entering the public sector, resulting in a skills shortage.

B) [bookmark: _Hlk124196997]Long-term labour market developments are needed to address the healthcare sector skills shortages in the UK.
The healthcare sector in the UK is facing severe shortages of skilled professionals. The demand for healthcare services is growing rapidly as the population ages, while the supply of qualified personnel has not kept pace. This has resulted in a labour market that cannot meet the healthcare sector's needs. Long-term labour market developments need to be implemented to address this skills shortage.
First, to address the skills shortage in the healthcare sector, there is a need to increase funding for higher education in the long term. Currently, students who pursue healthcare-related degrees often cannot afford tuition fees. Increasing access to higher education and providing more financial support for students would enable more people to pursue healthcare-related degrees, leading to a larger pool of qualified professionals in the labour market.
Another way to address the skills shortage in the healthcare sector is the introduction of more flexible working arrangements. Currently, most healthcare professionals can only work full-time in traditional 9-5 jobs. Introducing more flexible working arrangements would enable more people to pursue healthcare-related careers, as they could work part-time or in other flexible roles. This would lead to an increase in the number of qualified professionals in the labour market.
A third development to address the skills shortage in the healthcare sector is the introduction of tax credits and other incentives for healthcare professionals. Currently, healthcare professionals are often paid much less than their counterparts in other industries (Grimshaw et al., 2017). By introducing tax credits and other incentives, such as bonuses or additional holidays, healthcare professionals would be encouraged to remain in the sector, leading to an increased number of healthcare workers. 
Encouraging more people to retrain as healthcare professionals could be a useful way to address the skills shortages in the healthcare sector (Fontaine et al., 2020). This could involve providing financial incentives or grants to those who wish to retrain and career guidance and advice. This would help to ensure a steady supply of healthcare professionals with the right skills and knowledge to meet the sector's demands.
Increasing the number of university places available in healthcare-related courses is an important step in addressing the skills shortages in the healthcare sector. This could involve creating additional courses tailored to the healthcare sector's specific needs (Armstrong and Taylor, 2022). This would ensure a sufficient supply of qualified healthcare professionals with the right skills and knowledge to meet the sector's demands.
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