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[bookmark: _Toc113134279]Explain the importance of behaviours of CIPD for HR professionals in the UK 
CIPD profession map is an interactive set of principles that are known to provide guidance for individuals employed in human resources. The main objective of the CIPD profession map is to install a professional identity that is unified throughout the HR industry (CIPD, 2022). The importance of the CIPD profession maps standards for HR professionals employed in the UK signifies the continuous changes that are occurring in the HR industry. Implementation of new technological advances and changes in responsibility of an HR professional is the major reason for CIPD professional map is utilisation (Coates and Dutson, 2021). This allows evaluating behaviours to stay relevant in the current situation for HR professionals. Referring to the CIPD profession map would permit business organisations, employees and HR professionals to change their perspective toward shifting to a more value-based decision making policy (Greasley and Thomas, 2020). Subsequently, HR professionals referring to the CIPD profession map to improve their functionality in the UK are more prone to identify the true values of each employee in an organisation. 
Behaviours mentioned in the CIPD profession map are essential for HR professionals employed in the UK is increasing their capability to identify and determine opportunities. This allows HR professionals to improve operational efficiency in an organisation. Subsequently, making use of the behaviours mentioned in the CIPD profession map would also permit HR professionals to increase opportunities within an organisation, which were not readily available before making use of the CIPD profession map. Another major importance of utilising the CIPD profession map by HR professionals employed in the UK is that it assists in building skills and competencies. The CIPD profession map outlines professional values, core knowledge and behaviours, and specialised knowledge required to become an efficient HR professional in the UK (Pepple and Zhang, 2021). Acquiring the knowledge and skills mentioned in the CIPD profession map permits HR professionals to increase their personal skill competencies as effective people managers. 
HR’s importance is needed to the extent that is required for improving the areas of work that are necessary for improving the working process of organisations in the UK. Behavioural approaches on the other hand are necessary to be involved in the business process within different organisations. According to the research by Armstrong and Brown (2019), the idea of behavioural approval within the HR department of any organisation represents effective business practice. In CPID, there are different areas present to improve the HR practice along with the factor of developing the measures of organisational measures. 

The utilisation of the CIPD profession map assists HR professionals to increase their professional competencies along with the employees they are working with. This process permits maintaining a standard that enables achieving professional and personal targets while employed as an HR professional. Further, HR professionals have the competent ability through the acquisition of required skills mentioned in the CIPD profession map helps to ensure excellent industry standards (Prikshat et al. 2018). This occurs through gathering effective skills, knowledge, and behaviours HR professionals become increasingly aware of the proper management of employees in an organisation. Thus, proper management of employees in an organisation result in increased performance, which results in an organisation achieving its organisational objectives. 
[bookmark: _Toc113134280]Application of CIPD map for HR professionals working on a global scale regardless of sectors and sizes of organisations  
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Figure 1: CIPD Profession Map 
(Source: CIPD, 2022)
The application of the CIPD profession map is applicable for HR professionals working on a global scale and is evaluated through the following:
Rewarding is an essential factor in HR practice
Referring to the “CIPD Profession Map for HR", specialised knowledge is an essential standard of the CIPD profession map that is applicable in HR practice on a global scale. The ability to reward employees is a major factor in maintaining effective HR practices (Park et al. 2022). Changing work practices does not ignore the importance of reward. The CIPD profession map indicates reward as an essential factor that supports specialised knowledge related to HR practice (CIPD, 2022). Thus, collaboration with other HR domains like talent management and employee retention would assist HR professionals across the world in developing effective reward strategies to retain and attract talents. 
Ability to increase efficiency regarding HR practice 
CIPD profession map's main purpose is recognised as the ability to improve efficiency in one's work and others. Referring to the CIPD profession map's "professional values", improving workplace experience is the major aim that is instigated for HR professionals to maintain on a global scale (CIPD, 2022). This showcases that HR professionals irrespective of their employment region are required to utilise their HR skills to improve workplace culture and ensure workplace responsibility. Hence, values and behaviours mentioned in the CIPD profession map are directly related to organisational efficiency. 
Ability to make effective decisions 
The CIPD profession map emphasises the factor of “evidence based”, which is directly related to the matter of effective decisions making in the HR industry. Effective analysis and evaluation of issues and challenges by HR professionals are essential in making effective decisions in the workplace (CIPD, 2022). Due to this, HR professionals across the globe are required to conduct effective analyses of issues for mitigating issues and developing efficient solutions. Thus, it could be stated that for HR professionals to have effective HR practice it is required to have evidence based research for maintaining decision-making processes in an organisation. 
The CPID measures are associated with the factor of approaching changes within the HR practices in a methodical way. Based on the research by Syrigou (2018), HR professionalism can be maintained through the approach of resolving complicated situations as well as managing manpower. CIPD Map follows the idea of improving the core business by focusing on internal as well as external factors that are vested within an organisation. This process is associated with approaching a better scope in business development. Thus, it can be said that the CIPD map assists the trade areas in an effective way. 

[bookmark: _Toc113134281]PART 2
[bookmark: _Toc113134282]Explaining reasons for the public sector in the UK facing skills shortages despite the high unemployment rate
The CIPD Labour Market Outlook has identified that the public sector is facing issues with labor supply and demand. As per the views of Romanko and O’Mahony (2022), the demand for employees is high whereas the supply of labor is low. The unemployment rate is stunted, which clarifies the fact that a small number of people are looking for jobs. Moreover, the pandemic has resulted in a decrease in the rate of the labor market. The return of the immigrants to their hometowns due to the pandemic condition serves as the reason for the shortage of skills in the public sector of the UK (Cipd.co.uk, 2022). The older workers leaving their job to return to their home country during the pandemic situation has been identified as another reason for the high unemployment rate. 
In addition to these above-mentioned reasons, the other reason is that employers are pressured not to lose the existing workforce as there is already a shortage of skilled workers. Moreover, redundancy in the public sector has been recording low (Cipd.co.uk, 2022). The management of the workforce requires retention more than recruitment to overcome the issues of skills shortage. The retention strategies applied by the management of the organization include an increase in the wage. The strategy to increase wages is available for both the existing workforce and the new joiners. The employers are determined for the welfare of the workforce (Cipd.co.uk, 2022). The improvement of the skills of the workforce is considered to be a responsibility of the employers for the overall improvement of the employees. 
The skills development of the existing workforce reduces the requirement to hire new employees. As per the views of Singh et al. (2018), the application of strong recruitment strategies enhances the method of managing the employees thereby enhancing job quality.  Thus, the recruitment strategies might curb the issues of a tight labor market along with reducing the wage increase pressure among the employers. Therefore, it has been identified that the employers overcame the problems of skills shortage by incorporating programs to upskill the existing staff by 44% (Cipd.co.uk, 2022). Along with improving the skills of the workforce, the employers have also followed the strategy to raise the wages of the existing staff by 48%. In addition to these measures taken, employers have promoted the jobs as flexible keeping the well-being of the employees in mind. The rate at which employers have been promoting the jobs as flexible to attract new talents is 46% (Cipd.co.uk, 2022). Around 52% of the employers in the public sector face unemployment issues “due to hard to fill vacancies”. Moreover, the healthcare sector faces around 64% of employee shortages. The pandemic situation has increased the rate of hiring intentions in contrast to the decrease in the rate of unemployment. 
[bookmark: _Toc113134283] Identifying long-term labour market development skills shortages in healthcare sector professions in the UK
In the healthcare industry, there are specific areas that are related to the trade aspects that are needed to be required for further development. In recent years the healthcare sector in the UK has grown to at least 3.2%, which is effective for analysing the developmental scope in this sector (ons.gov.uk, 2022). The labour market skills need the effective ideas that are necessary to improve the areas of business. There is enhanced scope for approaching the business process in an effective way. The basic skills that are needed for long-term development are related to associated communication, market analysis and many more aspects like this. The healthcare sector has an enhanced process of development that is related to involving services in need. 
It is imperative to mention that the healthcare sector is vested with necessary aspects that are required for regular service providence. According to research by Villanueva (2021), the idea of health sector development is one of the leading factors that consists in the idea of future development for the country. The gaps that are present within the healthcare sector are improving the professional areas associated with approaching effective communication. The UK healthcare sector is lacking the skills of maintaining the sectoral analysis that is required for a better structure of the industry. One of the leading factors that are approaching the healthcare sector is facing issues in analysing the key marketing drivers. It is necessary to mention that the key marketing drivers are related to involving effectiveness in the process of industrial development. The initial growth of the industry follows 16% per year which is presenting the fact that there is scope for improving the services that are present in the health care sector (bls.gov, 2022). Therefore, it can be said that the sector needs effective changes.  
One of the leading changes that have been followed by UK’s health sector is facing obstruction in engaging professionals in the Healthcare industry.  It has been each year 4% of nurses in the Healthcare Sector are leaving the industry due to several issues such as work-life balance (bls.gov, 2022). This issue has created a potential gap within the industry and emerged risk factors within it. Due to the increased difference between the states of demands as well as the engagement of the labours within the industry, engrossed demand and decreasing workforces have been faced by the industry. This issue has a potentially significant negative impact within the sectors and can be identified as an emergent gap. Analysing this aspect, it can be said that the health sector industry in UK has been faced with gross challenges in completing its aims and goals. This leads to improving the gaps with strategic alignment as well. Accessing the reasons for gaps and creating a work-life balance might help in improving the turnover ratio. Therefore, it can be said that the identified areas are the potential factors that are creating an obstruction in regular business practice. 
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