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Executive Summary 
The report has demonstrated the application of the area of managing people with different working practices to intend productivity and efficiency of individuals to develop working practices. The study of the CIPD professional map to emphasise further growth ability of HR professionals has been critically discussed to understand its impact on developing performance ability. Moreover, the area of its development demonstrates the working practices and quality of HR professionals in their operational area has also been highlighted to recognise its application in a better way. Apart from that, by applying the CIPD professional map organisations' ability to address unemployment issues in their working area and the current situation of the labor market of the public sector of the UK has also been illustrated in the report to determine the reason behind the rising unemployment rate and fallen revenue in business operations. 
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[bookmark: _Toc110630425]Introduction 
People management encompasses different strategic growth practices of an organisation to gain more productivity and skill-based workforces that helps to increase the sustainability of that firm in its target market. The human resources department maintains the responsibility of managing people in the internal environment of an organisation to stimulate the motivation of the workforce to be motivated toward their work. Based on the context the study is aiming to demonstrate the application of the CIPD professional map to emphasise further growth ability of HR professionals. Alongside, it is also helpful in demonstrating the working quality and practices of HR professionals in their operational area. Apart from that, by applying the CIPD professional map organisations' ability is to address unemployment issues in their working area are also going to be illustrated in the study. 
[bookmark: _Toc110630426]Part 1: 
Current CIPD professional map of the UK 
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Figure 1: Current CIPD professional map of the UK 
(Source: Cipd, 2022)
[bookmark: _Toc110630427](a) Explain the importance of mentioned behaviors for HR professionals working in the UK
In the above figure, strategic approaches of HR professionals in the learning and development context have been mentioned that help to define the overall working practices of professionals in their working area. In the current UK CIPD professional mapping segment, development of the people management section and improving recruitment procedures with higher qualified employees (Cipd, 2022). The main context of the professional map is to focus on hiring skilled employees who are eligible to modify their own expertise depending on current needs. Alongside, in the ever-changing landscape to improve the process of learning and developing practices of HR, different strategic approaches are highlighted in the CIPD professional map in the current UK segment. Advanced and qualification factors focused on CIPD map creation methods have been adapted by the initiation to improving UK-based organisations, skilled employees gaining opportunities and structuring their further betterment factors in a better way. In order to analyse the required behavioral approach of HR professionals in the UK to thriving their career objectives in the professional environment, different professionalism development approaches are going to be demonstrated in the section below to determine their importance in improving further procedures. 
Learning and development
Learning and development are the basic internal workforce development ability of HR professionals to improve employees' career perspectives in a better way. The CIPD professional map of the UK has highlighted the terms of learning and development to emphasise individual employees' efficiency in mitigating each and every task required in a detailed manner. As per the view of Syakur and Sabat (2020), learning and development are the basic knowledge acquisition and skill base developing the ability of employees by which they can be able to serve quality work to their organisation. HR professionals are managing the responsibility of developing employees' training and performance monitoring objectives to thrive their organisation's further growth prospects in a better way. Hence, the new professional map suggested focusing on measuring the skill and qualifications of HR professionals to maintain the overall functional practices of an organisation in a competitive environment. 
Employee relations
Employees' motivation and engagement are the integral parts of building strong employee relationship factors within the working area. Regarding the HR professionals, employee relation is one of the major parts to emphasise internal workforces productivity and future growth practices of an organisation in a better way (Chen et al. 2021). As per the behavioral approaches of the CIPD professional map, employees relation helps to intend training and improvement practices of an individual in their working area and helps to develop organisations scope to hiring skilled and qualified employees. 
Talent and resources planning 
According to the professional map, talent and resources planning stimulates the basic core structural elements of HR professionals in their working area based on which the overall functional departments of an organisation are developed. The talent and resources planning behavioral approach help to improve quality management and productivity developing opportunity for an organisation which gets the ability to create a strong employee base (Purkey et al. 2019). In the organisational environment, HR professionals are focusing on improving the resources and working strength of an organisation to ensure its growth in future competitive areas. 
Performance-based rewarding system 
Zafar et al. (2020) have amplified that a performance-based rewarding system implemented in the organisational environment intends employees' motivation and improves their focus to maintaining working responsibility in a better way. Monitoring employees' performance and stimulating their motivation to thrive in career growth practices effectively, the process of skilled employees engagement in the operational area, and providing performance-based rewarding systems are considered the most important and reliable behavioral approaches of HR professionals. 
[bookmark: _Toc110630428](b) Evaluate the application of the map to improve the working quality of HR professionals on a global scale regardless of the sizes and sectors of organisations 
Beyond any size and sectors of organisations in the operational area, developing HR professionals in every functional landscape of operations and improving the ability to intend professional growth practices in a better way, the application of the map is important. Through following the working quality practices of an HR professional to improve their career path with proper efficiency, each and every strategic approach of the area is important, that helps to modify basic skills and qualification ability of individuals in a better way. 
Collaboration 
In the organisational environment, collaboration is the way to engage team members and develop their efficiency in every work. Collaboration is the skill that helps to produce team working ability and encourages employees to be productive in their work (Sanyal and Hisam, 2018). In terms of improving the working quality of the HR professionals in the functional area, collaboration is the way that helps to intend individuals' ability to sustain their performance objectives on a global scale regardless of sizes and sectors of organisations.  
Courage to challenge 
Improving employees' ability to adapt to cognitive situations, managing efficiency, and developing the courage to challenge individuals is the most important responsibility of HR professionals. The strategic behavioral approach is reliable for intending quality of work and improving the HR department's ability to influence their employees to manage any situational conflicts with proper competency (Scobie et al. 2020). 
Personal credibility
HR professionals focus on developing the personal credibility of individuals to intend their ability to improve personal credibility. Alongside, improving the factors helps to enhance quality working practices in the operational area of an organisation in a better way. Nawaz and Koç (2019) have stated that personal credibility-related functional area focusing on HR professionals helps to hire qualified employees to further career objectives by developing the ability of employees. 
[bookmark: _Toc110630429]Part 2: 
[bookmark: _Toc110630430](a) Explain the issues of skills shortages despite the high unemployment rate in the public sector in the UK 
The current operational area of the public sector is witnessing a decrease from its basic situated area, for which the unemployment ratio in the sector is also affected. Based on the evidence, the net employment balance of the public sector of the UK has been impacted due to a lack of employers' credibility and engagement in the area of employee recruitment (Cipd, 2021). Within the third quarter of the fiscal year, the employment rate and net employee balance of the particular organisations are decreasing rather than in other sectors. Alongside, modification of the recruitment process of the public sector has also been impacted by the shortage of appropriate skills for employees. 
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Figure 2: Net employment balance of the public sector of the UK
(Source: Cipd, 2021)
Depending on poor employee recruitment structure and employers' engagement with the procedures, different issues in the labor market have been witnessed which are also impacting the skill development perspectives of staff to manage their operational segment. 
Lacked the numbers of employees during a pandemic
During the impact of the Covid-19 pandemic, changed working procedures and lack of employees' knowledge of managing digital techniques of working affected the maximum range of the workforce base employees. van der Velden et al. (2020) have illustrated that the lack of proper maintenance of health safety protocols and development of employees' flexibility to engage with others in a normal way in working procedures depending on their preferences affected the number of the employee base of organisations during the Covid-19 pandemic. As per the report, at the end of the year 2021, the number of employed employees has fallen by 466,000 (1.4%) in the public sectors of the UK (). Within the age group of 16-24, employers are mainly witnessed as suffering to maintain their regular job posts due to having a poor experience in the working field, which describes previous years' employment ratio as approximately 0.9%. 
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Figure 3: Lacked the numbers of employees during a pandemic 
(Source: Ons, 2021)
Business struggles to fill job posts
Business employers are suffering to fill their job posts with different skilled employees to manage different working responsibilities with proper competency. Depending on the current data, the business employers are faced with issues of increasing their employee base and potentially contributing to challenges in filling vacancies. As per the current market data of the labor market in the UK public sector, the number of vacancies sharply increased to 1.2 million within three months of the year, which has also fallen to 340,000 in the second quarter of the same year in the market (Ons, 2021). On the contrary, the unemployment rate of the country is also witnessed as declining by approximately 1.4 million (4.2%) at the end of the fiscal year. The process of poor recruitment procedures in the current business environment is to fill the job posts significantly. 
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Figure 4: Business struggles to fill job posts 
(Source: Ons, 2021)
Change needs of workforces
After the outbreak of the Covid-19 pandemic, the maximum ratio of employees is habituated with the changed business operations management practices that intend their ability to go back to the traditional business functions as well. After the changed requirements of employees, organisations are suffering from hiring skilled and quality-based employees with their working approaches. For these changes, business employers are unable to structure their employment functional procedures with proper competency. 
[bookmark: _Toc110630431](b) ‘Discuss and identify long-term labor market developments to address the skills shortages in healthcare sector professions in the UK’
Improving employees training with the implementation of technologies 
Providing proper training and focusing on their specific area development practices is a reliable way to enhance their expertise is to manage working operations. Based on the current preferences of the operational procedures, implementation of proper technologies in the functional area helps to develop employees' knowledge to apply those techniques in work (Kilbourne et al. 2018). In the context of creating a long-term labor market development process, healthcare organisations are required to focus on their employees' knowledge-gaining practices based on which they can be able to utilise every technological tool and technique in their daily work. Accruing knowledge about advanced technologies and implementing them with expertise may help healthcare employees to maximise their career prospects in a better way. 
Focusing on employee retention by rewarding 
Employee engagement and employee retention are one of the most effective areas of developing working practices for employers and HR professionals to develop operational function applications in their working area. Rewarding employees regarding their performance ability and retaining them by providing more flexibility in the working area are ways to improve the employee base and address skill shortage issues accordingly (Singh, 2019). In terms of developing skilled employees based in the healthcare organisations, improving employees' performance rewarding processes as they have provided their best is to prevent patients during the pandemic. Alongside, developing the process of retaining them with the organisational strategic issues management process, the firms can be able to gain a proper skilled employee base in a significant way. 
[bookmark: _Toc110630432]Conclusion 
The study has demonstrated the area of managing people with different working practices to intend productivity and efficiency of individuals to develop working practices. The functional application of the CIPD professional map and its related behavioral approaches to managing professional processes of HR professionals in their competitive area has also been evaluated in the study in a detailed manner. Alongside, the current labor market situation of the public sector of the UK has been illustrated in the study to determine conflicts of job positioning and the unemployment ratio increasing in the country. Considering the above-mentioned factors, it can be affirmed that suggested strategic approaches are reliable to address skill shortage issues and maximise organisational ability to hire skilled base employees in future. 
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