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1.INTRODUCTION 
   Human Resources (HR) are the most important and most dynamic asset in any organisation (Obi, J., 2015). Dyer and Reeves (1995) posited four sequential levels of impact of HR practices – HR (or employee), organisational, financial, and market – suggesting that HR practices are likely to work outward (and upward) through these levels and hence, most immediately through their effects on employee attitudes and behaviours. Similarly, Becker, Huselid, Pinckus, and Spratt (1997) suggested that Hr practices influence the behaviours of employees, which then affect operational, financial, and share price performance outcome. The sets of authors suggested that a thorough understanding of the relationships between HR practices and employee outcomes is critical for HR performance. This report identifies the trends – internal and external – that influence and change the work of HR professionals. 

2.CURRENT CIPD PROFESSION MAP 
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                              Fig.1. Current CIPD Profession map – source: (peopleprofession.cipd.org 2022) 


   The CIPD Profession Map is a set of standards to guide HR professionals for improving and developing the work. Profession Map helping for applying the same values and standards across the industries. Guides through several professional values for better decisions and successful future. The Map include areas applicable to all people professionals – Purpose and Values, Core Knowledge, Core Behaviours and optional areas depending on the role – Specialist Knowledge.    




2.1 IMPORTANCE OF THESE BEHAVIOURS FOR EFFECTIVE HR 

   The eight core behaviours in Profession Map are: Ethical Practice, Professional Courage and Influence, Valuing People, Working Inclusively, Commercial Drive, Passion for Learning, Insights Focused and Situational decision-making. Ethical Practice is important for considering different ethical perspectives for decision-making and the role model for values, principles and integrity. It is important to take correct decisions on good principles and values for improving the experience at workplace. If there is implication of wrong decisions, that can have huge impact on the reputation of any organisation or people’s lives. With demonstrating professionalism, communication and with providing advice for building trust, that will lead to improvement of decision-making. Professional Courage and Influence is important part of influencing with courage and the ability to challenge if there is any opposition. To know when to stand out and talk when something is not right and stand back when is right. The need of courage to taking responsibilities for mistakes and preventing them in the future. With effective ways of communication to build relationships, to understand needs, concerns and views to others, for achieving positive outcomes. Valuing people is the importance of what people bring to the organisation for business decisions. With applying fairness is the key for building share purpose and give to people meaningful voice. With coaching the leading team for creating a culture of trust, people wellbeing and development to do their best at work. Working inclusively, HR is the key role for delivering effective outcomes with listening, encouraging, building high-trust relationships, and managing conflicts. It is important to demonstrate openness and actively listen, explore and seek opinions and views. Coaching and support others how to resolve conflicts before issues escalate, to build culture of expertise sharing, knowledge and experience. Commercial drive is about the focus on the things that creates the most value for the business and people. With identifying issues, risks and opportunities that will have impact on organisational performance and success. Understanding current and future needs of the customer. Consider the financial and operational implications with using evidence for strategic value of investment. Demonstrate motivation and create a culture of personal responsibility. Passion for Learning is about to making the most of opportunities, to learn, improve and innovate. It is important to be up to date with external and internal trends, and what will be the impact on the work. Seek opportunities to develop new innovative approach. Continuous feedback to reflect on experience and promote a learning culture. Understanding of yourself – strengths and limits – and their impact to the others. Insight Focused behaviour is for understanding and explore issues and define their causes. Identifying sources of evidence, professional expertise and how best to acquire them. Evaluating and analysing the evidence to create insight that will shape the strategy of the organisation. That will help how to approach them and make more effective decisions. Situational decision-making is about considering specific situation to make effective choices and decisions. That involves identifying different options, considering the risks and benefits, to promote a culture of values and evaluating the impact of future decision approach. From these behaviours can be seen that consequences that follow from different approaches to managing employees. Behavioural perspective needs understanding of the business objectives and develop a system to encourage and sustain the required behaviours. Employees need to be adaptive and willing to learn and change as needed, behaving in ways with organisational stated values and goals. 

2.2 WHAT EXTEND COULD BE APPLIED 

  The global business environment brings HR functions to unprecedented change to develop new capabilities. Basic HR capabilities – delivery of effective and efficient service, employee self-service and integrated HR systems are as important as ever. But today, the businesses should consider HR capabilities to enable business growth by developing repeatable systems, standards and processes for faster and easier entrance in new geographic markets. Also, HR can enable business growth with new staffing models, that fir the modern workforce and global mobility. This can help for effectively changes in business environment, increase business revenue and margins, and expand their global footprint.  The transformation strategies solutions and initiatives, HR capabilities need to consider business needs and company strategy for creation of significant value. Establish systems and programs that can efficiently and effectively adapt to changes in business demand, such as global slowdown or navigating the turns and twists of local market. Standardization of policies can improve the collaboration across the global enterprise and the resources will move easier across the global boundaries. The business in this fast-changing world, need HR capabilities that design and execute strategic moves. Leading companies to develop new ways to help their employees around the world, share information and cooperate. HR is in the centre of bringing employees together, expanding new reward programs and promoting innovation. New technologies – social media, mobile devices and cloud computing – helping HR to grow efficiently the response of business changing needs. For example, the employees can access HR systems 24/7 with smart phones and Internet, from anywhere on the planet. The changing workforce requires new talent management, HR need to consider the moving jobs around the world, where mature market talent is expensive, and in emerging market is cheaper. Also, demographic shifts, have big impact on talent and dealing with young employees who have different skills, expectations and needs than their elders. HR need to consider all range of options before attempting to become global. Frist step is to understand business needs, opportunities and challenges. Next step is to set of objective criteria, such as location, position, population and market growth. Finally, HR must deliver the solutions for the business and the balance between global and regional needs. 





3. LABOUR MARKET OUTLOOK WINTER 21/22 
   According to CIPD Labour Market Outlook, there are challenging conditions for employers – demand for staff is high, unemployment rate is high, immigrants who returned to their home countries and early exit from the labour market by older workers. The report provides insights into employers’ strategy for rising wages, more flexible jobs and focus on upskilling existing staff. 
[image: Chart, bar chart

Description automatically generated]Fig.2. Hard-to-fill vacancies by industry (%) – source: (cipd.co.uk 2022) 

3.1 SKILL SHORTAGE IN THE UK PUBLIC SECTOR 
   The key drivers for skill shortage and affect on labour market are – Political Environment, Global Political Settings, Economic growth, Migration, Ageing population, Technological change and Inequality. These drivers depend on each other to the future of the labour market. Construction industry heavy reliance to migrant workers, after Brexit employers were concerned to replace the European Union migrants. Wholesale and retail industry, after Covid-19 and increased online sales, more than half of vacancies can be replaced with automation. In Health and Social care, ageing population is the main driver for skill shortage. In Engineering and IT sector, skill-shortage is from unqualified applicants. Across all sectors the main sign for shortage is the number of applicants, availability of alternatives (such as agency workers), and from employees who refusing promotion and training for skilled roles. Shortage could also be seasonal, especially in food manufacturing, when it is not enough staff, the company can be pushed to reduce the volume of production. Another reason is the mismatch from employers’ skills demand, and skill taught from universities, then UK graduates will need more time to develop. The long-term impact from Covid-19 and Brexit, caused changes to the future and is necessary to co-investment in skills from employers and educational institutions for success economic. 

3.2 SKILL SHORTAGES IN HEALTHCARE SECTOR 
   The fragility of healthcare sector becomes more apparent when Covid-19 pandemic escalate the lack of labour in clinical practice. One of the factors for skill-shortage in healthcare sector is growing aging population. That will require further growth for hospital activity to keep up with the demand. Higher percent of the doctors are in retirement age, while younger doctors often change the path of their careers. The reason for leaving is not only aging, but also job satisfaction, wellbeing and pension taxation rules. The increasing stress and low rewarded positions are less attractive. Rising pressure increase absence and nurse, doctors and other professionals reduce the hours of work or leaving. Many of them worked over contract hours, but this is not rewarded and recognised. Brexit impact the flow of health workers to UK with limited number of licensed nurses and doctors. Employers have recruitment difficulties, such as DBS checks, staffing age restrictions after pandemic and poor quality of applicants. Some of the reasons healthcare sector is unattractive are difficult customers, long hours, high effort and low pay, and limited opportunities for training. If there are changes, such as flexible working arrangements, can be more attractive workplace. Increasing the wages would be the most effective way. Other option is recruitment of more young people, directly from college and universities. In conclusion, these examples can only be a part of strategy to reduce skill shortage. 

4. CONCLUSION 
In conclusion can be observed that HR contribution with people and business, has develop effectively desired behaviours for high employee and business performance. It is necessary to understand the value of employees, for promoting safe and trustworthy working environment. HR play key role of formulating and directing policies and strategies for organisational goal. In a global organisation allows different HR practices, with different extent to benefit the organisation. When operations in different parts of the world operate according to local conditions and needs, with common standards and systems, that will let the share of relevant information and data, to make global organisation truly whole. It was identified the drivers of skill shortage in public and healthcare sector. The transition to the “new normal” and the impact of Covid-19 pandemic to working environment. 
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