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[bookmark: _Toc109762627]Introduction
[bookmark: _Toc109762628]Professionals at workplace has to manage their performance with several considerations. For HR professionals, a specific map with the CIPD are implied for the professionals. The CIPD is a process of professional development for the professionals in different sectors (Hiremath, Mohapatra and Paila, 2021). This report entails the development of the professional and managing the people by the HR of an organization. The different factors relating to the management of people at workplace have been demonstrated through the report. The whole report has been focussed with two different parts. Part one deals with the explanation of the CIPD professional map and part two deals with the explanation of skill development for specific sector profession.
PART 1
[bookmark: _Toc109762629](a)Explain how important these behaviours are for effective HR professionals working in the UK. 
[bookmark: _Toc109762630]The efficiency of HR professionals depends on the selection of the strategic management plans and their effective application. The efficiency of management plan helps to attain higher growth of professional development. The process of CIPD in this case is more effective to make the people at workplace perform better. In the CIPD process, there are certain behaviors that are followed by professionals in order to attain higher growth of performance. There are several reasons that make these behaviors effective for HR professionals working in UK complying with the workplace regulations and provisions (Khan, Millner and Marr, 2020). In UK there are 32.4 million people at workplace who are guided under the supervision of HR professionals. These huge working people are shown with efficient behavior at workplace as per the behavior shown in CIPD. Some core importance for HR professionals are: 
Specific guidance: The CIPD shows the professional behavior that are required by professional, where the professionals contribute to the improvement of behaviour. The CIPD forms effective professional behaviour that boost the efficiency of performance. The HR professionals in an organization follows the guidance of the CIPD that helps them to guide the people within the organization. 
Ethics and principles: The ethical values and principles of the organization as well as the professionals are guided in the organization with the help of applying the CIPD process. The behaviour shown in the CIPD process helps in forming the principles that satisfies the need of the employees and workers at workplace. The HR professionals can imply their strategic principles and outcomes properly (Koukpaki and Adams, 2020). 
Evidence based practice: The application of evidence based practice at workplace is more important to consider with. The development of the CIPD behaviour helps HR professional plan for evidence based practice that ensures the planned activities and positive outcome in the professional field. The evidence based practice allows the professionals to control the external elements of the employee behaviours and their influences. With this, the quality of performance by the employees and workers at workplace are boosted. 
Motivation: Motivation is a greater behavioural quality that is placed in the CIPD plan. The CIPD prioritized the term motivation for the employees and workers at workplace. The development and growth of professionals. The HR with this can be motivated, and they can motivate the employees and workers under their supervision. 
Building efficient relationship: The behaviour shown in the CIPD process are all effective to maintain formal and informal behaviour with the other professionals. Following the CIPD behaivour there will be less conflict among the HR professionals rather the improvement of efficient behaviour (O'Neill, 2009). The team work, efficient collaboration are the result of following CIPD by the HR professionals based on which the HR professionals can also guide the other professionals working under their supervision. 
Support managers to attain success: The managers of an organization need direct support from the HR department to control and monitor the performance by people. The application of these behavioural plans help to attain higher efficiency at workplace. 
 (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.
The CIPD process shows a map for professionals with some core knowledge, core behaviours and special knowledge. The map of CIPD motives at forming efficiency of skills and abilities by making the employees in HR division proficient with their skills, attitude, personality and knowledge to deal with the motivation and guidance to other professionals in an organization. For the HR professionals, the application of the CIPD map and its execution is the most important consideration. Here are some extents to what the map of CIPD can be applied to HR professionals.
Plan for career: Proper planning for career by the HR professionals are attained with the effectiveness of the factorial knowledge. The CIPD process gives the map that specifies the professionals with the materials requires for the improvement of career. For the professionals at workplace, the plan for the career improvement (Wren, 2011). The required skills and knowledge for the career and professional performance are shown in the CIPD. The different state and countries required different types of skills and abilities that make the HR efficient. The CIPD also varies as per the requirements.  
Performance appraisal: The performance appraisal are attained while the professionals follow the regulations of skills development and appraisal process. The behaviour and core knowledge of HR professionals have been formed with standard maintenance with the application of the basic concept. The CIPD in this case can be used by the HR professionals in any states or country regardless of professional behaviours (Garet et al., 2001). 
Guiding employees and staffs: The employees and workers at workplace need guidance which is given by the HR professionals. The regulation of the guidance process to the employees and workers at workplace helps to make effective monitoring of the staffs and employees by the HR professionals. 
Establishment of diversity: Diversity and equality is formed with the proper application of strategies against discrimination. The knowledge, behaviour and skills that has been planned with the CIPD map are all supportive to create such environment where the diversity are followed. This CIPD teaches the standard behaviour not concentrated to any nation or culture, rather a standard international culture which complies with the development of the diversity and standard culture at workplace for HR professionals (Armstrong and Armstrong, 2009). 
Standardization of efficient relation: The standard and efficient relationship and its maintenance in the organization is a mandatory regulation by the HR professionals. The HR professionals can maintain efficient relation among the people working in the organization by establishing effective regulations for employee relation.  



[bookmark: _Toc109762631]PART 2
[bookmark: _Toc109762632](a) Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate.
UK is a greater economy of the world. The public sector of this economy has been facing an issue due to the shortage of skills. There are several reasons that can be mentioned here as the core reason for the shortage of skills in public sector. 
Rapid change in job: The changes in job placement are currently happening too fast. The employees are seen to change their jobs faster than previous. This causes a change in their perception. According to ONS report, there are about 29% of the employees who change their jobs from a year to year (Frattini, 2017). This causes a gap while the employees tend to spend more time on learning about the new organization rather than developing their skills. 
Change of industry: The job placement is changed not within the industry in many sectors. The report from ONS also stated that 17% of the employees change their job industry, where complete new types of skills are required by the employees and workers. This creates a mess in the employee skills. The haphazardness of the learning skill make it complicated for the employees to apply the learning properly for the employees who change their industrial preference.  
Shortage of qualified applicants: There are some sectors which also faces a shortage in qualified applicant that specifies the underrated skills and overrated skills for the people. Both are quite extreme, where some skills are underrated and some are overrated. This is creating imbalance on the skills of the employees in the economy. 
Opportunity in other sector: The economy of UK is becoming proficient in all aspects where the private and self-employment is improving rapidly. Some people are concentrating on their career and professional activities in such sector apart from the public sector. So a shortage in the interest of the employees and workers are creating the shortage of skills (Furlong et al., 2019). 
Unfair recruitment and selection: The unfair recruitment and selection in the public sector with discrimination demotivates the employees and workers to comply with their professional journey in public sector. Unfair recruitment and selection gives opportunity to unskilled employees who are already in shortage of skills. 

[bookmark: _Toc109762633](b) Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK. 
The labour market in UK have been focussing on the development of the labour market for the healthcare sector professionals. The issue of Brexit have caused a negative impact on labour flow in the UK from other countries which increased the shortage of labour shortage in healthcare sector. Thus there are certain regulations about the maintenance of the labour market development of the healthcare sector. Here are some of the major steps that can be taken for the improvement in the long run. 
Mobility of labour internationally: The labour and their mobility from one country to other country helps to meet the shortage of a country’s labour market from other country. UK hires mostly from the densely populated countries like India and China. The improvement of the situation helps to attain higher growth in labour market development (Gash, 2008). 
Diversity establishment: Establishment of diversity and equality in healthcare sector can focus on skills of the existing employees and recruit based on the efficiency of skills. This helps to train the new employees properly. 
Training and motivation: Proper motivation and training is always effective either in long run and short run to improve the scenario of labour market. Healthcare sector in UK has been promoting proper inclusion of efficient training and development among the employees and staffs to make them efficient with their service (Blanchflower and Machin, 2014). 
Educational infrastructure: The educational infrastructure in UK has been supporting the healthcare professionals with the education. There is also arrangement of practical education with which students can join the job placement after their graduation. The educational infrastructure in such a way can improve the scenario properly in future (rodriguez, 2015). 
Reduction of labour union: The power of labour union concentrates the labour to individual benefits rather than in the benefits of the whole economy and nation. The healthcare profession is concerned with the welfare of the nation where the control of such union should be reduced rather the control of the government and public authority should be established. 

[bookmark: _Toc109762634]Conclusion
The HR profession is a professional field where the regulation of the people and workers in an organization is placed. There are different process that the HR professionals need to follow. Among them the CIPD is such a frame which gives specific regulations to the employees and workers. The behavioural factors of the professionals are given within the framework. This report has been conducted to explore the application of CIPD and scenario of labour market of UK. The development of the UK labour market for the healthcare sector have also been demonstrated in this report. 
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