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Part 1
[bookmark: _Toc117724112]Importance of Behavioral factors for HR professionals 
Standards are a distinguishing feature of respectable professions and an essential component of any company's operation. Whether or not a company has a human resources department, it will need HRM best practices advice at some point. These include workforce planning, recruiting, inclusion and diversity, training and development, and human capital reporting. Such guidance can be found in British and international standards. Experts from around the world collaborate to create them, with input from influential groups. Organizations that use responsible people management techniques will increase their resilience and longevity.
Business continuity, power management, safety and health and quality management are just a few of the many topics covered by British and International standards (Gopinath, 2020). Their purpose is to provide businesses and consumers a consistent ground for having similar expectations about a service or product.
A group of technical professionals in a certain subject work together to produce a British or International Standard. National standards agencies like the British Standards Institution (BSI) and the International Standards Organization (ISO) convene the experts. Key stakeholders for the standards under development include these standard-setting agencies and the expert groups they establish (Carsten, 2020). The government, businesses, universities, user and industry groups, and employer organizations are all good examples.
Standards for human resources management in the United Kingdom and elsewhere help businesses zero in on key aspects of the field. The CIPD's professional standards, which specify the qualifications of a "people professional," are complemented by these guidelines. We're referring to professionals in the fields of human resources (HR), education and development (L&D), and organizational development (OD), not only in terms of their expertise, but also in terms of their values and their capacity to make ethical, data-driven decisions (Sheiner, 2020). 
The document provides a concise overview of the HR standards in use or under development in the United Kingdom and elsewhere.
 It examines their connection to the law and describes the CIPD's role in shaping their future. For better product quality, supply chain security, and interoperability, businesses rely on standards. They serve as the foundation for public policy and the enforcement of laws, making them indispensable to the state. Due to the confidence, they instill in purchasers about a product or service's dependability, security, qualities, and categorization, standards have a prominent position in the eyes of the buying public. Standardization is prioritized for economic reasons since it benefits international trade and logistics by increasing global interoperability. When formulating corporate plans, having accurate information on the workforce is an essential component. There is a data-driven, evidence-based plan in place to support human resource management and development, and metrics standards have been put in place to back up this strategy (Duffin, 2020). 
[bookmark: _Toc117724113]Application of CIPD professional mapping
Answer:
The Chartered Institute of Personnel and Development (CIPD) has created the first-ever HR Profession Map to aid human resources professionals worldwide and across all sectors (CIPD, 2021). The Profession Map defines global HR professional standards based on in-depth study and input from HR experts all around the world. These standards outline the work of highly effective HR professionals in every area of the field. 
It's a basic idea, really. The Human Resources (HR) Profession Map defines the actions, knowledge, and behavior required for success throughout the whole field of HR, including 10 professional domains and 8 behaviors organized into 4 bands of competence.
 Band 1 represents entry-level HR positions, whereas Band 4 represents the most senior executives in a company. This framework was developed with global, industry, and organization diversity in mind, making it useful for HR practitioners working in any setting (CIPD, 2021).
Essentially, the map reveals the secrets of the trade of the most effective human resources professionals at every level of their careers, and it is proving to be an invaluable resource (Carsten, 2020). The HR capacity map is increasingly being used by a broad variety of businesses and HR professionals as a tool for benchmarking and developing HR competence at the person, team, department, and enterprise levels.
This adaptable road map lets HR experts zero in on the specific issues that are front of mind for them. Nonetheless, the CIPD suggests beginning with the map's center since that's where significant changes in success and performance are most likely to be seen. Insights, Strategy, and Solutions, and Leading HR, are the two core professional pillars. According to studies, these are the qualities shared by all high-achieving human resources professionals regardless of their position, area of expertise, or level of experience.
For CIPD, this is the bedrock of outstanding human resources; without it, HR would always be reduced to talking at a technical level. Core to the HR Professional Map are the HR competencies that the Chartered Institute of Personnel and Development (CIPD) considers essential for good HR work (CIPD, 2021). With the aid of ongoing research and input from HR experts, the HR Profession Map is updated to accurately represent the modern world and provide guidance to HR professionals working in the present economic, social, and political climate.
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Part 2
Answer:
At the height of the Covid-19 pandemic in the United Kingdom in March 2020, in-person services in the hospitality, retail, and entertainment industries were temporarily shut down to prevent the spread of the virus and save lives. Support measures such as the Job Retention Scheme helped keep the increase in the unemployment rate to a far lower level than it had been in 2008, when the financial crisis first began.
The present skills deficit in the UK is threatening the expansion of over half of the country's firms, according to a study of over 500 executives of medium-sized enterprises in England and Scotland. The existing UK skills strategy and the £500m allocated to enable individuals return to work following furlough will not be adequate to match the extent of the skills shortage crisis, according to research by the New Economic Foundation (NEF) (Duffin, 2020). With more and more employment becoming obsolete owing to automation and economic loss, NEF predicts a rise in the need for upskilling and retraining programs. Furthermore, 80% of companies feel that recent graduates lack the skills necessary to be job ready, making it obvious that educational institutions will also need to collaborate more closely with business sectors to assist identify and develop the talents required to meet future demand. While many companies still view retraining and education for advancement as "nice to have" perks for workers, they will become essential components of future strategy for businesses that want to safeguard against the potential damage that a shortage of skilled workers could do to their growth and bottom line (Sheiner, 2020).
The Office for National Statistics (ONS) of the United Kingdom has revealed that the number of open government positions has reached a new all-time high of 1.2 million (Elliott, 2020). This is due to a combination of a number of variables, the most important of which is the severe lack of available staff. It is common knowledge that there is a scarcity of workers in a variety of areas, including those that need specialised training, such as heavy-vehicle drivers and medical experts. According to a survey by the Institute for Employment Studies, the pandemic has resulted in the loss of a total of 600,000 employment. This is due to a number of factors, some of which include a decline in legal immigration, an increase in the number of persons retiring, and an increase in the number of students enrolled in schools. The discrepancy between the skills held by the working population and those needed for open positions is still widening. According to the Institute of Student Employers, 23 percent of businesses aim to shift their recruiting practices away from recent college graduates and toward high school students (Boone, 2020). This shift would include businesses investing in early-career vocational training to provide the specialized skills and on-the-job experience needed for future employment and to attract a more diverse pool of applicants. With an average of 91 applications per position in 2021, statistics reveal that competition for graduate employment increased by 17%, while hiring of school leavers increased by 14%.
Complex problem solving, negotiation, and emotional intelligence are no longer considered "nice to have" but rather "must have" competencies, allowing companies to retrain and repurpose employees who already possess the "correct" attitudes, values, and devotion to the company's overall objectives (Elliott, 2020). 
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Answer:
The National Health Service (NHS) is the largest employer in the United Kingdom; nevertheless, according to the most recent issue of the Skills Shortage Bulletin published by the Edge Foundation (July 2019), one in eleven roles within the NHS are presently empty (CIPD, 2021). This incident highlights the critical need for the United Kingdom to have more easily accessible medical staff. Before we explore potential remedies, such as lowering the immigration requirements for medical professionals, let's first take a look at the repercussions that this gap will have.
At the same time, there are issues in the fields of medicine, care for the elderly, and mental health services. There is already a severe labour shortage in the healthcare industry in the UK, and recent reports indicate that a significant number of European staff are leaving as a direct result of Brexit. It is imperative that measures be taken immediately to solve the nurse shortage, which, according to the Health Foundation, is expected to reach 70,000 in only five years (Sheiner, 2020). Because there are not enough competent people applying for employment, businesses in the United Kingdom are having problems filling 66% of available positions.
Because of Brexit, a significant number of European medical professionals have left the nation, which has made an already serious situation much worse (Duffin, 2020).Because of this, firms in the United Kingdom have difficulty filling 66% of open jobs because there is an insufficient pool of competent candidates. 
Because of an ageing population and rising demand for NHS services, the present shortage of healthcare professionals is a serious socioeconomic issue that will persist for the foreseeable future (Carsten, 2020). They forecast that the existing labour shortage of more than 100,000 individuals would balloon to 350,000 by the year 2030 if the number of newly qualified employees and newly recruited workers from other countries does not significantly expand.
Existing NHS workers are finding it harder to offer the high-quality treatment that is essential to fulfil the increased demand for NHS services as a result of workforce shortages in the healthcare industry. This aspect has an influence not only on how well workers are treated inside an organisation but also on how long they remain with an organisation after receiving training. 
When the government foots the bill for medical treatment, it puts those in society who are least able to defend themselves in jeopardy.
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