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Executive Summary
In this report, an overview was given on CIPD Profession Map and its importance for the people working in HR in the UK. Later on, an elaborate explanation was given through the map that how it helped HR professionals globally irrelevant of any sector or size of the organisation. In the second part of the report, it was discussed about the reason for the recent skill shortages in the UK despite high unemployment. In the last part, the developments made to improve the skills shortages in the health sector in the UK were explained briefly. 
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Introduction
CIPD is a body operated by professionals who set correlative standards to guide HR professionals for the development of people in the working world is called CIPD Profession Map (Beatty et al., 2019). In the changing world of work, CIPD Map is important to keep updated on the skills needed for an employee to ensure the organisation maintains the highest global standard. In this report, the effectiveness of the behaviours mentioned in the CIPD Map will be discussed along with an explanation of how HR professionals could use this map. Further explanation will be given on skills shortages in the UK, despite the unemployment rate being higher than in previous years. In the end, long-term developments on how to improve the skills shortages in health professions in the UK will be identified and discussed. 


[bookmark: _Toc119730985]PART 1
[bookmark: _Toc119730986]With Reference to the current CIPD Profession Map explanation of the importance of these behaviours for effective HR professionals working in the UK
The CIPD's quarterly report on Labour Market is the most authentic indicator of employment in the UK which provides forward-looking guidelines, data and analysis on employers regarding labour market recruitment. 
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Figure 1: CIPD Profession Map
(Source: Created from Beatty et al., 2019)

Professional Values
This is important for HR to create a positive and trustworthy atmosphere in the workplace through principles-led, proper evidence and outcome of the work. Principles that led to professional values are based on good work, professionalism, people’s behaviour and their involvement and responsibilities towards work. The analysis of the outcome of the strategies and their impact on work, people, and professionalism to build productivity is important. Professional values ensure the balance between business and people outcomes which helps to develop employee skills and the growth of the company. In the UK, company leaders follow a collective approach at the workplace that adds value to performing business activities (Dundon et al., 2022).  A company like NHS England follows collective, equal and more diverse work culture which adds value to their business activity (england.nhs.uk, 2022). 
Core Knowledge
CIPD outlines, some pieces of knowledge to give a positive impact and be an effective professional for any job role.   Business Acumen or knowledge of the relevant industry and ability to understand the organisation’s key internal and external factors that are important to derive the company’s growth. Analytics & Creating Value is an essential skills to solve problems through data collection from market and stakeholders’ analysis or mapping the impact of the outcomes. Digital Working or knowledge about available technology and the range of the technology that can be used to improve work experience, productivity and brand value (Mayne, 2021). Change is an important aspect for HR to stay updated and continuously improve business models to add market value.  Understanding the People’s Practices like employee lifestyles, policies, knowledge of the relevant law and maintaining diversity and equality in the workplace is effective behaviour for HR professionals. Building an organisational Culture & Behaviour is important to drive a company forward because this helps to retain efficient people in the organisation through understanding the behaviour or nature of the people (Mayne, 2021). A global company like TESCO gives value to its employees and gives awards for their performance this helps to build long-term relationships with employees (tescoplc.com, 2022).    
Core Behaviour
Core behaviour is important for HR to outline effective decision-making to add value for employees and the organisation in building an improved work culture. Ethical practice defines how to build trust by applying principles in decision-making even if the outcome is not positive. Professional courage and influence are essential behaviour for HR to influence and courage others in everyday work to increase efficiency. Valuing people who bring efficiency to the organisation is another core behaviour it helps to develop people and balance workplace culture. Working inclusively and collaboratively is a key behaviour that encourages work across-boundary helps to build high trust and people relationships that manage any kind of conflict in a constructive manner. 
Commercial drive and Passion drive for learning are important to build an innovative, constructive workplace, these lift the quality of the workforce which add value to serve customers positively. Insights-focused means evaluating regularly based on evidence through different internal measurements to understand the whole issue and bring change in the decision-making (peopleprofession.cipd.org, 2022). Situational decision-making is key for HR to take positive and effective decisions in a situation or context which is as effective for people as well as for the organisation’s growth. Tesco a global company has worked with CIPD that helps them to increase HR capabilities and develop an updated strategy that improves its global growth (cipd.co.uk, 2022).   
Specialist Knowledge
There are many areas to show specialism that create a positive impact in the organisation is a key HR practice. Employee experience, Diversity, learning and development of the employee, proper talent management skills, planning for the organisation’s development analytical skills to evaluate people are top specialist knowledge.  Sainsbury’s a global food retail company promotes diverse, collaborative work culture that helps the organisation to grow over the years (sainsburys.co.uk, 2022).  
[bookmark: _Toc119730987]Explanation of to what extent this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations.
The Map is used to give proper clarity as well as a transparent view of the skills, knowledge and experience an employee needs for a job role regardless of the grade. CIPD Map focuses on knowledge and values that are needed to show an impact on the work and for effective decision-making. As stated by, the Transformation and HR Director of the Financial Conduct Authority, William Hague, the Map helps to build professional credibility and keep updated on professional knowledge across the organisation (peopleprofession.cipd.org, 2022).
The most important aspect of HR skills is the ethical stance that should be taken by HR in promoting people management policies in the interest of the organisation’s growth along with employees (Rožman et al., 2018). Upgrading Professional values helps to keep the workforce future ready and increases clarity on decision-making in any critical situations. Three Principle-led features to upgrade professional values are Work matters, People Matters and professionalism matters through which good safe, purposeful and inclusive work culture can be derived. A professional approach in the workplace beyond the interest of any individual or organisation is essential to balance between a sustainable economy and social accountability. Learning people’s behavioural science and collecting data inside the organisation to take decisions on an evidence-based brings more clarity. These results or outcomes help to elaborate the impact of professionalism, work and a people-driven mindset on improving employability or skills and organisational sustainability. Tesco a global company has worked with CIPD that helps them to increase HR capabilities and develop an updated strategy that improves its global growth (cipd.co.uk, 2022).  
HR professionals working in global organisations utilise the CIPD map in every prospect of their work to attain professional standards and gain agility in the fast-changing business world. A global company like Accenture working with CIPD in the Learning and Skills at Work Survey 2021(accenture.com, 2021). Core Knowledge and Behaviour are the other two behaviour through which global companies develops HR policies by improving Digital knowledge, Analytical skills and organisational culture & behaviour. NatWest group is a global financial service organisation that become CIPD people development partner to increase its HR department’s professional, ethical and decision-making skills (cipd.co.uk, 2022). Specialist Knowledge promotes diversity, learning and development of the employee, and proper talent management skills which are important HR development skills to emphasize the high performance of the organisation. David Blackburn chief people officer of Financial Services Compensation Schemes transforms the culture of the organisation through CIPD Mapping to gain professional skills (cipd.asia, 2022).  
[bookmark: _Toc119730988]PART 2
[bookmark: _Toc119730989]Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate. 
The public sector in the UK is facing skill shortages despite high unemployment because of a lack of proper skill development and upskilling of the employees. Insufficient development opportunities for people in the public sector create a skill gap in the workforce which resulting incompetency in the work. The cost of living has increased in the UK post-pandemic and people are finding it difficult to alleviate the pressure and this is hampering their interest in work (cipd.co.uk, 2022). Post-Brexit there are skills and labour shortages around the whole UK, this is because of a lack of internal skill development inside the country and fewer skilled migrants in the UK’s job arena. Government investment is needed to upskill public sector employees through proper training and development and increase planning to deploy them as per that. Employers are looking to raise the wages of the employees to attract them to work, also employers are looking to upskill the workforce and include strategies to make the job timing flexible to people. NHS facing staff shortages which is a headache for the UK government, and they are working on it to fix it to handle the situation (Huckstep and Kenny, 2022). Almost 38% of companies looking for in-house skill development and taking steps to recruit talented diverse candidates from every age to cope with the situation. 
Post-pandemic the skills shortage is rising and hitting the UK’s 6.6million euros per year loss, growing automation and old workforce retiring made this gap between required skills and existing skills in the market (theaccessgroup.com, 2022). Lack of proper digital knowledge of updated technology rises the need of demand for training and upskilling the workforce. The reason for this skill shortage is also due to no increase in daily wages after Covid, and the employer is unable to provide satisfaction along with job security to the employees (Brunello and Wruuck, 2019). This is the reason for rising unemployment in the UK market and giving productive economic growth to businesses which give chances of inflation to rise. Only 46% of organisation offer apprenticeships and only 25% of organisations have intern schemes which should be increased to cover the skill gap (cipd.co.uk, 2022).    
[bookmark: _Toc119730990]Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK. 
According to National Health Service in the UK the health sector is facing severe skill shortages causing a rise in unfilled vacancies. The number of nursing graduates decreased by 4% which caused vacant seats 41,000 in nursing affecting the sector severely (tcglobal.com, 2022). Brexit is one of the reasons for these shortages due to changes in immigration policies which causes the departure of European Healthcare Professionals holding the total system.  The skill shortage is rising every day reaching two-thirds of the total workforce and if this cannot be overcome vacancies for nurses and pharmacists will go high in the next five years. The age of the population is increasing and the skill gap is widening day by day and causing a long-term issue in the socio-economic sector. There is a scarcity of 100000 staff in NHS and this will rise to 350000 by 2030, which is the biggest concern than raising funds (tcglobal.com, 2022). NHS is struggling to maintain high-quality services with increasing demands and this shortage affects the well-being of the staff resulting in a negative impact on the quality. One in every ten social and care worker roles is vacant, causing vulnerable conditions in healthcare and damaging society.
The development needed to cover this skill gap is regular training of the existing employees as well as a focus on retaining trained health staff (nhsemployers.org, 2022). Strategies taken to improve the situation by the Government like modifying the visa clause for health workers and started providing advantages for them. Work base training should be increased and a quality apprenticeship scheme should be introduced to significantly increase the number of talented young workforce (Mayhew and Anand, 2020). NHS looking to attract and inspire a new workforce to the sector through training, development and work facilities which will help to create a sustainable work pipeline (nhsemployers.org, 2022). 
As the economy of the UK is recovering steadily after Covid-19, NHS wants to ensure the health sector remains attractive and influential for local efficient workers. The organisation is developing good relationships with the education institute and investing in the skill development of local talent. NHS focus on retaining midwives with an excellent payment policy of 500 Euros who recently stop their practice and retaining skilled older workforce to solve the skill shortage gap to manage economic lapse (nhsemployers.org, 2022). As the largest employer, the main agenda is to create a diverse workforce pipeline with local communities and give them opportunities for career development (nhsemployers.org, 2022). These will attract new young people to join the sector which will result in solving the skill shortage problems. 









[bookmark: _Toc119730991]Conclusion
In the above report, an overview is given of CIPD Profession Map and its importance for the people working in HR in the UK. Later on, an elaborate explanation is provided through the map that how it helped HR professionals globally irrelevant of any sector or size of the organisation. Examples from different HR professionals from global organisations are given to see the impact of the CIPD map on the firm’s growth.  In the second part of the report, the reason for the recent skill shortages in the labour market of the UK despite high unemployment is discussed with relevant trends in the UK labour market. In the last part, the long-term developments addressing the skills shortages in healthcare sector professions in the UK are explained briefly with information from NHS. It is seen that proper training and skill development is an urgent requirement for the UK labour market to cope with the skill shortages problem.  
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