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[bookmark: _Toc110699153][bookmark: _Toc119510240]Introduction
[bookmark: _Toc110699154][bookmark: _Toc119510241]In this assignment, we'll attempt to comprehend what the current CIPD profession map entails and how the behaviour it highlights is effective and advantageous for various UK-based HR professionals. We'll also try to understand how HR specialists operating globally in a variety of locations and organisations of various sizes might use CIPD maps. We will also make an attempt to look into the reasons why, despite the high unemployment rate in the UK, there remains a knowledge gap in the public sector. We will attempt to recognise and examine numerous improvements that have occurred in the U.K. labour market in order to solve the issue of skill shortage among professionals in the medical services sector.
Part 1
[bookmark: _Toc110699155][bookmark: _Toc119510242]Profession Map of CIPD
The CIPD profession map establishes guidelines for leading human resource specialists in fostering and enhancing the workplace. The Chartered Institute of Personnel and Development (CIPD) is a group of HR professionals who have organized and updated their professional map to include values that can be more powerful to navigate than applying nonexclusive prescribed procedures for presenting good adjustments made at work. Regarding the knowledge, abilities, and competences anticipated for each objective on each scale, it offers candor and clarity. The CIPD collaborates with HR and learning and development professionals to set professional standards of behaviour and provide guidelines. The CIPD Map describes the center data, center knowledge, and center behaviour that guides professionals. (Profession map: CIPD Profession map, 2022).
[bookmark: _Toc119510243]Importance of behavior mentioned in CIPD maps for HR Professionals to be effective
British HR standards are coordinated and developed with the proactive involvement of CIPD. In the UK, managing people demands high moral criteria for esteem building that are followed by HR experts to ensure success. Even though the situation may be novel and challenging and the human resource professionals' behavior may change, there is a consistent central behavior pattern that HR professionals should adhere to succeed under any conditions. These central ways of acting were developed using several academic assessments and relied on feedback from industry experts (Smith and Mitchell, 2022). These actions can be described as
· HR professionals should provide a moral example.
· They ought to exhibit effect and professionalism on the job
· They ought to value the members of the organization.
· They should demonstrate inclusivity in the workplace.
· Their efforts should encourage the business associated with the organization.
· They should demonstrate a desire to learn based on experiences.
· They ought to base their decisions on the circumstances.
[image: Is there such a thing as a typical HR career path? | HRZone]
Figure 1(CIPD Professional Map, 2022)
[bookmark: _Toc119510244]The extent to which the CIPD map can be applied to HR professionals on a Global Scale
The CIPD map for human resource professionals directs HR specialists, senior management, and academic specialists on more than 10 professional zones with 8 ways of acting that can be used across 4 bands of abilities. The CIPD map was created so that it could be used by businesses of any size, in any industry, both in the UK and internationally. The initial CIPD map from 2013 underwent updates in 2018 to make it more relevant to the global presence of HR professionals. This new map was designed to be useful in a variety of professional contexts (Kolot et al., 2022).
The HR industry around the world follows the CIPD map to help and direct professionals in their career development and bring about positive change in the workplace. This keeps a typical professional's value varying with industry norms. The needs, technologies used, how work is completed, and the role of HR have all changed as a result of the constant global change, which has shifted focus to choosing decisions based on value by using the map. The map is used to provide transparency and clarity associated with the skills, expertise, and knowledge required for each role in all bands (TAYLOR, and WOODHAMS, 2022)
The association is making all the available contributions to build a workplace that retains a high level of international industry standards, and the new CIPD professional map reassures HR experts. In this map, the impact of the HR professional is shown along with how this can promote respect and be universally applicable to all situations around the world. (TINGSAGER and SMITH, 2022).
 This is how the use of this new CIPD map can help HR experts everywhere:
• It aids them in making better decisions based on the attributes rather than adhering to nonexclusive excellent navigational procedures.
• It provides a superior employee experience and a stable working environment by enabling HR professionals to operate at their peak and influence change within the organization.
• It helps HR professionals to work at the top of their game and affect change within the company, leading to an improved employee experience and beneficial working circumstances.
• It instructs professionals associated with HR on how to remain motivated by standards, take action in light of the evidence, and be motivated by the outcome, which encourages better navigation.
Here, HR is guided by guidelines, which suggest that they can look back at previous standards to make the best decision, value people, and maintain professionalism. Professionals that are proof-driven must support their professional conclusions with solid evidence from a variety of sources. Finally, result-driven work entails having a top-notch workspace and having a beneficial impact on all levels of society—personal, professional, and social (Taylor and Perkins, 2021).
It directs human resources (HR) professionals around the world to drive change by focusing information on:
• Everything that might fall under the worker lifecycle
• The implications of various behaviors for workers and hierarchical culture
• They should possess strong financial skills, be knowledgeable about planning business, and know how employees can be managed.
• HR  should be able to comprehend how information and analysis can be used to improve employee evaluation and business decision-making.
• The HR department should be knowledgeable about workplace innovation and how it can be applied to improve teamwork and productivity.
The CIPD map also teaches HR about the fundamental ethical principles that must be upheld in all circumstances and apply to businesses of all sizes throughout the globe. (Roper and Higgins, 2020).


[bookmark: _Toc110699158][bookmark: _Toc119510245]Part 2
[bookmark: _Toc110699159][bookmark: _Toc119510246]Shortage of Skills in the UK	
The number of open positions has increased by four times in the UK, and companies are finding it difficult to fill them, which is affecting the country's economy, particularly in the wake of COVID-19. The greatest skill gap can be seen in the hospitality sector because the workforce is contracting, whereas vacancies of jobs are opening up all over the place. Beyond COVID-19, the impact of Brexit may be the main factor contributing to the UK's talent deficit, as the country has historically relied on people from outside the country to fill employment openings. Due to Brexit, the pool of EU talent has decreased (Mayhew and Anand, 2020).
The Organization for Economic Cooperation and Development has issued a warning about the severe skill shortage in the EU, stating that if it continues for an extended period, it will force businesses to close their doors due to a lack of available workers, which will result in a permanent reduction in the workforce and the closure of certain sectors of the economy. The Great Resignation is a phenomenon that has been caused by people in the UK opting to leave their jobs in search of less stressful and more fulfilling ones. This phenomenon is unrelated to Brexit. Additionally, extended illness following COVID-19 has negatively impacted the workforce (Tigau, 2019).
[bookmark: _Toc119510247]Shortage Of Skill in the Public Sector in the UK
Both the Coronavirus and Brexit have shocked the market in terms of the kind of skill gaps that exist in various parts of Europe. The public sector is one of the most severely affected sectors when there is high unemployment because: 
· People who have been out of the workforce for a while do not want to return.
· As a result of Brexit, the majority of talent pools that were obtained from the EU over the border have decreased.
· The workforce does not want to work in the public sector since the positions are not desirable enough or not paid well enough.
· • Recruitment standards established by public sector organizations present a barrier to the hiring of new talent and should be reviewed.
· The public sector organization's recruitment rules need to be reviewed because they make it difficult to bring in new talent.
· The Covid 19 pandemic's burden has caused a large number of people to quit their jobs and look for less demanding and more satisfying ones, giving rise to a phenomenon known as the Great Resignation.
·  Ineffective advertising and a lack of a structured hiring procedure for the public sector result in a lack of proper information dissemination about the job opening in the market.
· The issue of a labor shortage is not being adequately addressed by investments in technology (Mardsen and Ryan, 2019).
[bookmark: _Toc119510248]Long Term Development in the Labor Market to address a skill gap
Since the start of the pandemic, there has been a dramatic upheaval in the labor market that has led to acute recruitment and occupational shortages, and Brexit has made the situation even worse. Due to exorbitant pay, recruit training costs, and the use of gig work to fill positions, the hiring process is taking an extremely long time to produce any noticeable results (Costa et al.,2020).
Employers can take several actions to address the skills gap in the workforce, including 
· Increasing the appeal of job opportunities in industries with a greater need for skilled workers by offering both monetary and non-monetary incentives
· Introducing labor mobility programs to draw in expertise from across the EU and rapidly relieve severe skill shortages.
· The employer will be urged to make greater investments in the skill development of their staff.
· It is important to encourage businesses to utilize technology to enhance their human resource management capabilities and build their workforce by finding fresh talent and producing employees who are beneficial to the business (Brunello and Wruuck, 2019).
It is crucial to identify and address the root causes of the skill shortage to create long-term labor market development. This is accomplished by:
· By transitioning their workforces to take on new positions or gain new skills, particularly digital capabilities, they can link the skills of the employees to the business demands.
· Adopting technology for automation and digitization is crucial for a business, as is assisting the workforce in the development of useful skills that will increase productivity and keep both customers and employees interested.
· Training should receive more attention to close skills and job need gaps. Even more economical than hiring a new employee may be training programs for current staff.
· Offering apprenticeships is a terrific approach to preparing young people for a particular employment function. This would aid the organization by giving it a devoted employee and preventing future skill shortages.
· By keeping up proper communication with the potential candidates, streamlining the hiring process can also help to reduce the costs related to new recruitment.
· Because new hire recruitment is a more expensive process, the company needs to concentrate on staff retention. Maintaining employee engagement and motivation will help to secure their retention. Businesses must demonstrate their appreciation for their staff members by paying attention to their needs and problems as well as their thoughts and suggestions. One method to guarantee employees have a healthy work-life balance, promote the well-being of the employees, reduce the absence of employees, and reducing employee attrition rate is to use a flexible working model.
By positioning the business in the best light and building a reputation as the best employer, concentrating on enticing financial and non-financial benefits for employees, matching the organization's work culture to their needs, emphasizing employee wellbeing, and investing in learning and development to give employees the skills they need to be better prepared for future challenges, the hiring strategy can be used to meet the challenges posed by Brexit and the Covid 19 pandemic. (Beech et al., 2019).


[bookmark: _Toc119510249]Conclusion
To complete this assignment, we reviewed the current CIPD profession map and how the behaviors listed in it apply to different HR professionals working in the UK. We have also discussed how HR professionals operating globally across a range of industries and sizes of businesses might use CIPD maps. We have looked into why there is a skill gap in the UK's public sector despite the high unemployment rate. To address the issue of a skills gap in the UK's healthcare workforce, we have also identified and discussed several changes that have occurred in the labor market.
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