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 People management is known as the implementation of human resources in the program and includes the stage of hiring, training, and sourcing employees. To manage others and help in gaining the development of leadership skills and characteristics (Duggan et al., 2020).  Good managers can adapt the process to the styles of the various personality in the workplace. The profession map sets the international benchmark for the people stage. There are better decisions and actions with the range of building confidence and performing at the highest peak and driving through a change in the organization and helping in the progress of the career. This report highlights the current CIPD profession map along with the importance of the behaviour and brings assess to the effective HR professionals who are working in the UK (Duggan et al., 2020). It will also discuss the extent of the application to HR professionals and work on a global scale regardless of sectors and the size of the organizations.
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Figure 1 CIPD Profession Map Source- (Duggan et al., 2020).
The Profession Map is defined as the term which is setting a global limit and set the defined benchmark as per the people's needs and stage (Fontaine et al., 2020). It is used to make better decisions and act with the defined confidence level, perform the activity at peak stage and drive all the necessary changes which are required for the company growth and help in reaching the outcomes with the best evaluation of the career. It is not at all important that whatever profession you are present or a member of CIPD or not, it does not only help in gaining the sense and looking for the value in outer content (Fontaine et al., 2020).
The Human resource team is known as a group of people who work together to assess all the activities and support in gaining the organization's needs as per the needs and objectives in one proportion (Fontaine et al., 2020).  HR professionals can communicate and interact with the staff at all levels in the company and make sure that there is gain in the communication of the team and interact with staff of all levels. Like, they are serving as the intermediary between two staff members and help in resolving the conflict.
Soft skills are important for the gain in the working of HR and professionals need to comprehend the task and look for the stage of HR practices and legislation which is important for them to possess the necessary soft skills and can succeed in the profession in the outer field of sense (Mayhew and Anand, 2020). Numerous soft skills are required to work in HR like Organisation, Time management, communication, confidentiality, adaptability, teamwork, problem-solving, and leadership. In the stage of organizing the task, there is a need to assess all the effective performance and make sure that there is larger management of documents by employing the agreement and personal data in one range (Mayhew and Anand, 2020). HR professionals can assess the important tasks and set up the goals with the employment of training and development in organizing the company events.  
[bookmark: _Toc118542911](b)  Explains to what extent the CIPD profession map is applied to HR professionals working on a global scale regardless of sectors and sizes of the organizations
The CIPD profession map is assessing all the standards and makes sure that there is an entry-level qualification along with a similar foundation for a larger population and assesses the career (Mayhew and Anand, 2020). HR practitioners are changing rapidly and updating all the existing standards with the visioning of all the necessary stages. It is used as a tool that can assist HR Professionals to adapt to future demands and link all the relevant skills to meet the situation's needs and values. 
The map includes major three key elements like professional or functional areas which can assess the value and link all the matter along with the stage of splitting the performance in the source mainly in the form of insights, strategy, and solutions which is bound to act as the major role of HR professionals and contribute in the organizational performance (McGann, Murphy and Whelan, 2020). It is also focusing on the HR strategy and assesses the leading objectives in the role of the organization's performance and gains success in facilitating the value with the rise in the observation power as per the sense to lead oneself and give value to other situations. 
 The other specialist professional areas are assessing the organization design and managing the structure in the effective role as per the attainment of goals and linking the process along with the delivery of the objectives and designing the norms in the business (McGann, Murphy and Whelan, 2020). The CIPD profession map is attaining all the guidelines for HR people and acts as the major source of development and achieving the professional sense in linking the plan and support with the help of career progress. The advantages of the professional map are that there is a link in the entire scope and assess all the HR and leadership stages which apply to the performance of the business and give value to the irrespective stage of attaining the size and link with the help of practice in the sectors. There is a new design of the professionals assigned with the gain in competence and link all the processes of organizational structure, culture, and job level and assign all the roles in one proportion (Mujtaba et al., 2020). The map can capture the value and gain in the knowledge and behaviour along with a demonstration of the term as per the professional level.  It is helping in gaining all the oral communication which can be either in the formal or informal field of operations with ease in the effective programs and assess face-to-face interaction with the defined role in the operations of the business. There are several disadvantages of the method which is acting as the change in the written communication with the source in the process (Mujtaba et al., 2020). It is linking as the exchange in the action that is depending on the important information which needs to be assessed all the records in larger value.
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PART 2 
[bookmark: _Toc118542913](a)Explain the public sector in the UK facing skills shortage despite the high unemployment rate.
Skills are known as the key driver of productivity which is acting as the source of competitive advantage (Nilsson and Nilsson, 2021). It is looking for all the values in the developed countries and assessing all the outperforming in the UK thereby helping in measuring the skills among younger people and assessing the ability to compete internationally. The UK economy is characterized by the number of skills which is depending on the greater share of all the facilities and links all the highly skilled occupations in the business. Skills gaps mainly include less skilled staff across the range of sectors and suggest as per the ongoing training (Nilsson and Nilsson, 2021). Employers are facing huge recruitment challenges in some occupations and sectors thereby helping in gaining the structure of the job content, working conditions, and progression of the opportunities which is attracting and able to retain staff. 
 In the year 2006, the UK is ranked 17th among a total of 30 assigned countries in the processing of skills and making sure that there is a change in functions as per the comparison of the norms and assessing all the immediate skills (Nilsson and Nilsson, 2021). There is a different range of value that is acting as the major trend and help in investing the more effective level of skills in the process. Skills are important in wider ways as it helps in determining the quality of the workforce with the major aim to define the driver and generate benefits for the wider economy through increased productivity. It is found that more than half of the UK business is currently experiencing a skills shortage and this is surveyed among 500 leaders of the medium company which is also acting as the UK skills threat in growth objectives (Richardson et al., 2020). According to the data given by the New Economic foundation which can suggest through all the processes and develop the skills as per the meeting of the ability and supporting the challenge in wider base. There are more than 80% of employers are ready to gain the challenge as per the education institution and identify, and train all the new skills so that there is a need to meet future demand (Roper et al., 2022).
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There is huge emergence of a rising labour shortage and has become one of the fast-moving situations which are bound to activate the role in defining the UK economy sources (Richardson et al., 2020). As a matter of the story, there is huge growth in unsuccessful job applicants mainly in low-paying sectors. As per the labour market, there is a gain in the bargaining power of the results with the rise in the demand that is affected by Covid-19. It is found from the study that there is involuntary part-time with 134,000 and employment in the same period. Numerous jobs are affected by the expansion in the health care sector like for Nurses, The UK is facing a nurse shortage during the Covid for a long time as they were overloaded with work at the same level and brought investment over the long period (Richardson et al., 2020). Pharmacists are also adding to the UK shortage occupation list in 2021, engineers are required to assess the business in the facts and define the policy in the wider sense of appearance in the norms and policies. 
There has been a decline in the number of nursing graduates by 4% resulting in the number of issues that arise with the techniques of dealing with medicine and assessing all the social health care and mental aspects as well (Roper et al., 2022). Brexit is blamed for the shortage of resources and there need some rapid changes and innovation in the relative term of prediction in the value along with reaching a particular level. 
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 This report analysed all the important aspects of the CIPD professional map and serve as the most important professional in getting through the working of the UK. It also discussed the definite map which is applied to the HR professionals as per the definition of working in the sector regardless of sector and link with the size in the company growth. It also evaluated the larger range of performance in the UK which caused a loss of shortage in the skills as per the employment rate. It will also analyse the value which is dealing with long-term labour development and address all the skills shortages in healthcare sector professionals in the UK.
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