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PART 1
Current CIPD Profession Map:
(a) 	The Importance of the CIPD Behaviours for the effectiveness of  HR professionals in the UK.
[bookmark: _Hlk113013099][bookmark: _Hlk113013302]CIPD define professional conduct and knowledge for human resource persons that acts as a guideline for their professional conduct (CIPD,2022). Therefore, human resource managers showcase uniform professional conduct through specifically defined actions and ways of thinking. The guidelines empower administrators to ensure people, organizations, community and HR managers get value. Macris (2018) states that professional conduct guidelines ensure that all stakeholders are more productive and more satisfied with the work environment. The key behaviours emphasize ethical conduct and sound decision-making in different situations and contexts (Beatty & Queen, 2019). Ethical principles and values, therefore, guide the decision of human resource managers. The ethical guidelines entrust all organizational stakeholders to take actions that align with critical principles and values. All members of CIPD should take responsible steps through ethical consideration of the consequences. Generally, CIPD ethics call for responsibility, consistency, professionalism and transparency (CIPD,2022 June). In cases of unethical conduct, involved personnel are subject to accountability and responsibility for their actions.
The behaviours promote courage in communication, influence and organizational change. According to the CIPD map, professionals must take the courage to voice and support their opinions and arguments. Courage is the key to influencing other colleagues and organizational behaviour (CIPD,2022 June). The professional map also implores members to focus on insights through inquiries and evaluation to understand situations better.
 CIPD ensures organizations have a common purpose and goals. Members get value through professional development and a platform to voice their opinions. Most importantly, the well-being of administrators gets protected via this professional body. Business mindsets can achieve transformation and value (Beatty & Queen, 2019). Additionally, empowering workers to communicate and participate in decision-making enhances competence.
 Effective human resource managers build work relationships through ethical, transparent and professional conduct (CIPD,2022 June). Effective management is the basis for a conducive and productive environment. Good professional conduct ensures all workers feel valued through the platform for communication, development and organizational change.
[bookmark: _Hlk113012469]The success of an organization illuminates the manager’s conduct, values and goals. CIPD ensures organizations have clearly defined objectives with ethics, collaboration and productivity in mind. Managing an organization according to common knowledge and conduct is the key to practical work, change and decision-making. The cited professional conduct creates room for trust, empathy and empowerment of all stakeholders. A good working relationship between employers and workers promotes progressive change and development in the workplace (Enright, 2022). Managers need to make their subordinates feel valued and respected to have a more significant influence on them. 
(b) Application by HR professionals working on a global scale regardless of sectors and sizes of organizations.
Application as Career Development Guideline
The map is a guideline for career development and achievement for all organizations. The map applies to large, medium and small enterprises as it is not dependent on organizational structure, traditions or job levels (CIPD,2022 June). On the contrary, the map has its foundation in professional competence. Organizations and the world have generally undergone numerous and rapid changes. Industrial development calls for properly equipped professionals to meet upcoming needs in their field of work. CIPD map is applicable in career development to ensure professional possesses the necessary skills and competencies for efficiency. The avenue for professional development creates motivation and improves the efficiency of employees (Enright, 2022). Most importantly, the development enhances professional skills for better performance. Additionally, the standards create an equal opportunity for all to learn best practices and career development opportunities.
Application for Benchmarking Purpose
[bookmark: _Hlk113014149]The map acts as a universal benchmark for HR professionals. The map stipulates positive contribution, productivity and inclusivity at work. CIPD informs professionals on knowledge and conduct that is appropriate for professional success. Professionals depend on the standards to evaluate their professional behaviour and achievement (Erdil & Erbıyık, 2019). The map defines the goals and conduct for people at different levels. Therefore, professionals compare their actions and plans against the standards to see the success of organizations (Enright, 2022). Benchmarking evaluates a company's outcomes creating an opportunity to learn from successful strategies and improve on poor areas. CIPD profession continuously promotes development at the organizational and individual levels. Professionals look to the map to note evidence, ideas and opinions to provide universally good customer services (Erdil & Erbıyık, 2019). The standards are applicable as some of the best management practices that strengthen organization culture, define objectives, motivation and strategic management.
Application to achieve uniformity for all
[bookmark: _Hlk113014561]CIPD ensures members in different originations, fields, and positions have constant values, goals and behaviours (Mason,2019). The map is of great relevance to any profession. Professionals in different specialities find the standards relevant in the labour market. Therefore, despite various organizations, employees in the same professional levels have similar work regulations and uniform conduct. Hence uniformity in other companies, fields and professional groups. The map identifies information and behaviour for achievement at various levels. According to Mason (2019), workers depend on the professional map to provide customers safe, quality and reliable services. The set standards enhance productivity while considering the well-being and conduciveness of work environments. Uniformity of the standards ensures consistent professional conduct at different levels and organizations (Macris et al., 2018).
PART 2
The report by CIPD, “Labor market outlook-winter 21/22”, revealed that:
"Almost half of the employers (46%) have hard-to-fill vacancies, which is similar to the last quarter (47%). When looking only at employers with vacancies, this figure rises to three-quarters (75%). Hard-to-fill vacancies were reported by 53% of employers in the public sector, 45% in the private sector, and 41% in the voluntary sector. Hard-to-fill vacancies are most common in healthcare (64%), public administration and other public sectors (52%), and construction (51%)."
Source: https://www.cipd.co.uk/Images/labour-market-outlook-winter-2021-22_tcm18-106241.pdf
(a) The public sector in the UK is facing skills shortages despite the high unemployment rate.
[bookmark: _Hlk113011955]The UK records fewer professionals in the health sector than other developed countries. Additionally, the UK shows more dependency on outsourcing professionals for needs in the health sector (Anderson et al.,2021). Lack of a conducive working environment, low wages, economic changes, globalization, demographics and technological change affect employee enrollment and retention rate, with many professionals preferring to work in better-paying jobs with better conditions and opportunities for growth. 
Rising Demand for Care
The first demand for care is on the rise while e the number of professionals is mainly constant. Demographic trends involve higher demand for services, increasing the need for medical professionals. Hence there are inadequate professionals with the ability to treat multiple conditions in patients, contrary to a higher number of specialists. The ageing population in the UK is on the rise leading to higher multimorbidity rates (Anderson et al.,2021). While multimorbidity is increasing, the number of care professionals is still low. 
Demographic Factors
Demographic factors significantly contribute to skill shortages in the UK health sector. Demographic change affects the number, age and composition of employees in an industry (Brunello & Wruuck, 2019). The number of practising nurses is not increasing as fast as it should be in the UK. On the other hand, quite a large number of nurses are nearing retirement age. Approximately 30% of the nurses are more than 55 years old. The slow recruitment of nurses also contributes to the skills shortage. The UK lacks a cohesive post-registration training strategy. Additionally, many young professionals believe nursing jobs best suit mature individuals.
Poor working Conditions
Lack of conducive working enjoinments for trained professionals is detrimental to their skills. Health care professionals leave the field when subjected to unsafe working areas. Poor working conditions make workers feel undervalued and derail motivation. Discrimination of professionals in the mental health sector affects the number of people venturing into the field (Anderson et al.,2021). Therefore, the mental health department in the UK reports many vacancies that remain unfilled.
Low Income
Support workers in health care are subject to low payment coupled with biased professional regulations. Low income is an indication of poor professional development levels in the field. Medical professionals may prefer working with organizations with better compensation systems (Anderson et al.,2021).
Lack of opportunities for Professional development and training
The health sector pays little attention to career development. Investment in professional training and development for the workforce is low. New products in health and social care skills and roles affect leadership models. Hence the healthcare curriculum should integrate the development of leadership skills to ensure workers and managers keep up with trends. Many health care professionals in the UK lack adequate opportunities for professional development (Anderson et al.,2021). The lack of professional development leads to less job satisfaction and motivation for individuals. An organization's lack of growth opportunities encourages workers to move to fields with more growth opportunities.
Globalization and Technology Advancement
[bookmark: _Hlk113011884]Globalization and technology also lead to skills shortages. Globalization intensifies the divide in the labour force and increases skill shortages through the transition of labour from declining to growing sectors. Technology has a significant impact on skills demand. Skill shortages occur due to the demand for new competencies in the labour market as a result of technology development. The education system needs reevaluating to accommodate changing needs in response to skill shortages due to technological changes (Brunello & Wruuck, 2019). Additionally, companies can hire employees with the most recent skills to anticipate technological developments. The number of employees with computer skills may be lower than that of the demand for ICT competencies in the health sector.
(b) Labour market developments are long-term solutions for skills shortages in healthcare sector professions in the UK.
The UK can overcome skills shortages by providing fair wages, development opportunities, equal opportunities and conducive work environments (Muradzikwa, 2021). The challenge in the field demotivates employees and discourages young professionals from joining the sector. Long-term solutions should include employees' individual needs, systematic changes, collaborations and national investment.
Prioritizing professionals’ well-being
[bookmark: _Hlk113011060]Numerous factors affect well-being, which affects motivation and productivity. Hence need for an all-in-one approach to well-being. The initiatives towards adequate support for workers should range from adequate financial support to psychological support and good working conditions (Anderson et al.,2021). employees in health care also need fair compensation and consideration of their well-being. The healthcare department ensures its workers work in a friendly and supportive environment with low physical and mental harm. Due to the high-demand nature of the job, professionals need to assess psychological support to handle traumatic occurrences.
Intensification of health care training
One of the major solutions to healthcare skills shortages is the intensification and better investment in healthcare workers’ training. The rising demand for care, especially with the ageing population, shows a need for all professionals to undertake some level of activity on general skills. Predictions show that the population of people with multiple diseases will be twice by 2035. his high-demand niche of patients calls for a more effective workforce to reduce clinical errors and enhance better health. The balance between general medical professionals and specializing professionals is necessary to fill the existing gap.
Work- School Collaborations
The UK can address the recruitment gap by collaborating with schools and health care professionals. A good relationship between schools and the labour market is key to ensuring students better transition into the labour market. Students require firsthand experience in their study fields for technical and soft skills. s noted, the healthcare sector demands young professionals with competent skills for meeting patients' needs (Muradzikwa, 2021). Unfortunately, most students believe nursing practices are better suited for mature individuals. Work-school collaborations and policies enhance the relations between the two, promoting students’ competencies and employability.
National investment in Priority skills
[bookmark: _Hlk113011210]At the national level, some nations are initiating cooperation with enterprises to invest in priority skills. Consequently, platforms that align professional training with competency development have risen. Or instance, in Australia, the government has initiated research into the fields with skills shortages for improvement purposes (Muradzikwa, 2021). The UK needs to create more similar programs to address the gap in health care. There is a need for training and development initiatives that afford all professionals equal opportunities while ensuring access to better health care services.


References
[bookmark: _Hlk113011012]Anderson et al. (2021). Securing a sustainable and fit-for-purpose UK health and care workforce. The Lancet, 397(10288), 1992-2011. ttps://www.sciencedirect.com/science/article/pii/S0140673621002312 
[bookmark: _Hlk113013002]Beatty, C. A., & Queen’s, I. R. C. (2019). From HR practitioner to HR leader: Competencies required. Queen’s University Industrial Relations Centre (IRC). ttps://irc.queensu.ca/wp-content/uploads/articles/articles_from-hr-practitioner-to-hr-leader-competencies-required.pdf 
[bookmark: _Hlk113011836]Brunello, G., & Wruuck, P. (2019). kill shortages and skill mismatch in Europe: A review of the literature. ttps://doi.org/10.2867/24044 
[bookmark: _Hlk113013279]CIPD (2022, June). The Profession Map. ttps://peopleprofession.cipd.org/Images/full-standards-june-2022-v3_tcm29-109853.pdf 
[bookmark: _Hlk113012833]CIPD. 2022). report: Labor Market Outlook Winter 2021–22. ttps://www.cipd.co.uk/Images/labour-market-outlook-summer-2022_tcm18-106241.pdf 
[bookmark: _Hlk113012298]Enright, D. (2022). introduction: Transpersonal leadership in action. n Transpersonal Leadership in Action (pp. 1-3). Routledge. ttps://doi.org/10.4324/9781003150626 
[bookmark: _Hlk113013587]Erdil, A., & Erbıyık, H. (2019). The importance of benchmarking for the management of the firm: Evaluating the relation between total quality management and benchmarking. Procedia Computer Science, 158, 705-714. https://www.sciencedirect.com/science/article/pii/S1877050919312761 
[bookmark: _Hlk113014505]Macris et al. (2018). Academy of Nutrition and Dietetics: Revised 2017 standards of practice and standards of professional performance for registered dietitian nutritionists (competent, proficient, and expert) in oncology nutrition. Journal of the Academy of Nutrition and Dietetics, 118(4), 736-748.
[bookmark: _Hlk113014288]Mason. 2019). ow to Reference CIPD Profession Map. ttps://cipdassignments.com/blog/how-to-reference-cipd-profession-map/ 
[bookmark: _Hlk113011184]Muradzikwa, T. (2021). o what extent is the skills shortage debate instrumentally informing policymakers in the private sector? Doctoral dissertation, University of Leicester). ttps://scholar.archive.org/work/ix3tauaoifadbnnvnqcpxbqe4m/access/wayback/https://s3-eu-west-1.amazonaws.com/pstorage-leicester-213265548798/27995262/2021MuradzikwaTPHD.pdf 
