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[bookmark: _Toc109338196]PART 1
Referring to the current CIPD Profession Map:
[bookmark: _Toc109338197](a) “Explain how important these behaviors are for effective HR professionals working in the UK”
A CIPD Profession Map refers to a set of standards for guiding the workers of human resources so that they could develop and improve the working environment. The CIPD profession map contains various parameters on which the working of the HR employees depends. The professional values of a CIPD Professional map consist of (i) Principle-led, (ii) Evidence-based and (iii) Outcome-driven values, then comes the Core Knowledge, Core Behaviours and finally the special Knowledge. 
This part contains the importance of Core Behaviours for effective HR working in the UK. The core behaviours include:
Ethical Practice
It is the application of ethical values in organisational behaviour. The application of these conducts can be seen in corporate governance, corporate responsibility etc. For the HR professionals working in the UK, ethical practices can help them to improve the morale of the company by implementing an open culture, enhance the reputation of the company due to the maintenance of good relations with the customers and to get ahead of their peers financially in the long term (CIPD, 2022a).
Professional Courage and Influence
It includes taking bold decisions by neglecting the effects of career-limiting. It influences the capability for sensing the coming opportunities and then finding the right time and response for the same (Forbes, 2021). This could help an HR professional to create stronger connections with the customers and be more productive.
Valuing People
It refers to building a sense of shared motives along with offering a meaningful voice on matters affecting their working lives (CIPD, 2022b). For an HR working in the UK, it is important to listen to the opinion of others so that it gets easier to build a sense of team spirit and purpose.
Working Inclusively
It creates a feeling of being valued and enables people to thrive at work (CIPD, 2021a). This can help the UK HRs by letting them bring new ideas, raise issues and encourage suggestions to their managers.
Commercial Drive
 It involves the application of a business and customer-focused approach and illustrates the commitment to provide valuable outcomes for the organisations (CIPD, 2022c). The HRs can use it to give better results to the company.
Passion for learning
It includes the commitment to ongoing evolution (CIPD, 2022d). The professionals can test new ways of doing things for continuous innovation and improvement in work.
Insights Focussed
This consists of a disciplined approach to understanding and examining the issues and then using a variety of evidence for developing insights and solutions for people (CIPD, 2022e). The HRs can use this by asking queries, acquiring the evidence, assessing the evidence and then aggregating the evidence for a better understanding of the issues and their implications.
Situational decision-making
This refers to effective and pragmatic decision-making by considering particular situations thereby ignoring the 'one-size-fits-all' approach (CIPD, 2022f). This can be used by HR professionals for recognizing various options, their benefits, and risks that could be aligned to professional principles and values. This would let them make changes in the organisational environment and manage various complexities and ambiguity that would evolve people strategy.
[bookmark: _Toc109338198](b) “Explain to what extent that this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations”
According to Beatty and Queen’s (2019), sound business practices should be applied while carrying out HR functions. This map provides sound practices for HR to follow. Regardless of the sectors and size of the organisation, this map can help any HR professional globally. The Principle-led value lets the HR’s maintain their focus on work, people and professionalism. Evidence-based values add weight to their professional judgement as there is the availability of strong evidence for the case from diverse sources. The outcomes-driven values allow making positive personal, professional and social differences that help in championing work better and working lives. To be an expert on people, work and change one need to know the core knowledge as per the CIPD Professional map regardless of their role, sector or specialism. The use of People practise can help a HR to understand the diverse people practices. By implementing Culture and behaviour they create the right organisational culture by understanding the behaviour of the people. Business acumen would help them understand the organisation from a commercial perspective. The use of Evidence-based practice would help them understand the analytics and the way it can be used in building insights and measuring the values. The practice of Technology and people would enable them to understand the role that technology plays and its impact on people, their influence on agility and productivity of the workforce. Apart from that introduction of Change for the well-being of the organisation and its employees by introducing new approaches to work, talent development, culture improvement, creation of an inclusive workplace etc. 
Along with that, the implementation of the core behaviours could also gain the trust of the customers by using ethical behaviour and applying principles and values in decision-making. Their motive of valuing people would enable the development of voices of people on various matters and their well-being. Moreover, the HRs could deliver effective outcomes by working inclusively, which provides various opportunities to listen to diverse voices and ideas. For an HR to be successful it is required that he has a passion for learning as that will bring more opportunities to test new ways of doing things so that more innovations and improvements can be brought out in the work. 
Apart from these, there is some special knowledge that too helps an HR professional such as Employee experience helps them to build a great work environment and enables others to prove their best. Other than that Employee relations enable them to create and maintain a positive working relationship between the employees and the organisation. An approach towards inclusion and diversity could help any HR to create an inclusive culture for the workers where they can thrive. By using the knowledge of learning and development the HRs can ensure the worker’s skill, knowledge and experience to fulfil the needs and ambitions of the individuals and organisation. Apart from that, there are organisation development and design that uses a systematic approach that drives the organisation’s performance, people’s analytics that helps the organisation to make decisions by using analytics, resourcing, rewards and talent management that can help them in their work to achieve more.

[bookmark: _Toc109338199][bookmark: _GoBack]PART 2
[bookmark: _Toc109338200](a) “Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate”
As per the findings of Brunello and Wruuck, (2019) there are persistent skill gaps and mismatches at large in Europe which comes at economic and social costs. According to Prospects (2022), 106,000 vacant professionals were considered difficult to fill, among which 79,000 were hard to fill specifically because of a shortage of skill. The most important reason behind this issue is the chaos of BREXIT and the pandemic due to which the skill shortages have grown extensively. As per the reports of Statista (2022), the UK has an unemployment report of 3.8% which is indicated to be an effect of the pandemic. The other reason being the adoption of technology that affects the workforce shows that around 30% of the people in the UK may need to transition between occupation and skill level by 2030 (Mckinsey, 2019). Apart from that those people who are hired at lower levels need up skilling. Lack of investment in technology is also one of the reasons for skill shortage in the UK and lack of actions taken to address the skill shortage issue. Also, an ageing workforce is responsible for the skill shortage occurring in the UK, as construction workers are reaching their age of retirement and some fewer people are entering the industry to replace them. Besides, there are also skill shortage issues in healthcare sectors as the workers are not getting enough payout, and face burnout from the heavy workload and constant pressure while their shifts are going on which is compounded due to the COVID-19 pandemic. All these factors led the workers to quit their jobs, which resulted in vacant nursing and doctor’s posts in England. Inferring to the findings of the ONS (2021), the main reason for the shortage of skills in the UK is that the businesses reported that they were unable to meet the demands. For quarter two of 2021 around 5.6% of the people moved their occupations, 1.5% became unemployed and 3.2% became economically inactive. Also, the doubling of the numbers of workers moving in redundancy played a fair part in contributing to the skill shortage. The detailed analysis of all the factors concludes that the serious concern of rising skill shortage despite of high unemployment rate in the UK is due to the adoption of automation, along with technologies, for instance, Artificial Intelligence and the Internet of things which demands up skilling of workers and which fails due to their adoption to the technology and process of automation and is thus unleashing profound structural shifts in the workforce of the UK, which is further amplified by other trends such as ageing of the construction workforce, occupational demands as of managers, technology specialists, health professionals and many more to follow.
[bookmark: _Toc109338201](b) “Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK”
According to the CIPD (2021a), almost half of employers have difficulty filling vacancies which most common were healthcare, public sector, construction and public administration. Several restrictions posed on social proximity and fear of contagion felt by the initial shock of the pandemic put large parts of the economy on hold across OECD countries. But talking as of now most countries have returned to work by enduring several ways of mounting the caseloads of COVID-19 and living alongside the virus. The emergence of rising shortages of labour again has become the most important issue affecting the economy of the UK. The key factors are BREXIT and COVID-19. Therefore a critical assessment for the identification of the employer's perception has been carried out which claims that the other reasons for labour shortages are low-paying sectors in terms of quality and quantity of supply of labour and the employer's adoption of a range of HR practices (CIPD, 2021b). 
The labour market of the healthcare sector allocates people with skills that are required to deliver healthcare services to the organisation where these skills are in demand. It maintains coordination in employment decisions and matches workers to alike jobs across a variety of organisations and types of jobs related to healthcare. The diversity in the job range demands a wide range of skills most of which come after acquiring formal training. The people who are seeking jobs or already working in healthcare sectors have opted for this sector because it is in this market where they can get the opportunity to maximise their utility and happiness. For any occupation the principal factor is pay. The organisations which provide healthcare services require labour and for that, they seek to balance the productivity of labour against the pay that they offer for the recruitment and retention of those labours. The market for skills of nurses is both multi-sectoral and international and they have wider application in the health sectors outside also. Besides the market for doctors' skills is international but is not multi-sectoral and along with that, the demand for doctors' skills outside the health sector is less. This justifies the less attachment of nurses in comparison to the attachments of the doctor which follows that the initial destination of the migrating skilled nurses may be the healthcare sector but it could not be the ultimate one. It is thus concluded that the expenditure level required by the government on the healthcare sector plays a vital role in determining the level of effectiveness of the demand for healthcare services thereby determining the overall size of the healthcare labour market in most countries such as the UK. In this way, the long-term labour market development helps in addressing the skill shortages in healthcare sectors which could further help in improving the ongoing skill shortage issue.
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