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[bookmark: _Toc121858191]Introduction
The CIPD (Chartered Institute of Personnel and Development) profession Map is treated as an interactive set of effective standards to eventually guide the work or process of work in the human resource so as to always be efficient in ameliorating and developing the world of work significantly. It is mainly the HR role and its growth and development. The aim of this part of the report is to exhibit the important behaviours of effective professionals working in the country United Kingdom in accordance with the CIPD (Chartered Institute of Personnel and Development) professional map. In addition, the report also aims to showcase the map extension and its application in the professionals of HR working on a large scale regardless of success and sector of organisations. 
[bookmark: _Toc121858192]A. Explain how important these behaviours are for effective HR professionals working in the UK.
The practitioners of HR are enhancing with a weird motive to get understand how to strategically manage and control the human resource in an organise way per line with a company’s interaction future way or direction (Eva et al., 2019). It becomes very significant and vital to note down that HR involves individual skills to succeed in this area with good work and a good heart. The various behaviours which are mapped by the CIPD professional for being an effective HR professional in UK working area are as listed below:
Curious: This is one of the most important behaviours for an effective HR professional to be working in the UK work environment (Duggan et al., 2020). Being curious and discovering and exploring and taking interest in ongoing experiences for own sake is very pivotal behaviour of HR to survive in the working culture of the UK. This particular behaviour initially strengthens the inner confidence of the HR professional and also makes to help in avoiding major mistakes (Richardson et al., 2020). 
Decisive thinker: This particular behaviour of the HR professional is also mapped by the CIPD professional map to eventually think and plan with the execution (Rehman et al., 2019). It also effectively encourages making quick decisions mainly when it comes to an employee or other staff members in the organisation of the UK.  In addition to this, it is significant for a decisive thinker to move at a certain space in deciding on the individual space (Harrison et al., 2021). It also makes the HR professionals with shift paradigms and understand the influence of decisions. 
Skilled influencer: As per the viewpoint of the CIPD (Chartered Institute of Personnel and Development) professional map, the HR professionals holding the behaviour of skilled influencers are therefore regarded as simply having the capability to impact across the comprehensive mode of the environment to initially ascertain the necessary ways of commitment (Roscoe et al., 2019). Working in the UK is very must be needed to acquire the behaviour of being a skilled influencer to construct a very powerful connection with the prime influencer in the formal procedures. Skilled influencers directly lead to positive and transformation good for all (Harrison et al., 2021). 
Courage to challenge: The HR professional in any kind of working situation must have the courage to challenge uncertainties and issues (Rehman et al., 2019). The courage to challenge the issues of the workers, and employees in the organisation is one of the most significant behaviours of the HR professional which is also mapped by the CIPD professional map (Harrison et al., 2021). This behaviour as an HR professional means to hold courage to also address question inequalities and equalities, the courage to observe the pole in the eye-to-eye connection and ask them to be dignified and respectful in different ways that threaten other individuals (Roscoe et al., 2019). Moreover, the courage to stand up and be the voice of the voiceless. In addition to all these, it also ascertains putting the individual first as a duty and an obligation in endeavouring to humanise the organisations or the workplace (Richardson et al., 2020). Most importantly, courage in the working environment of the UK is referred to as the status quo mainly when the office and the culture of work is disruptive or toxic towards the people that look after them. 
Therefore, all the above points are very important as the behaviour of the Human Resource professionals in the country of the United Kingdom and to get work in this particular country. 
[bookmark: _Toc121858193]B. Explain to what extent this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations.
The above CIPD professional map would be beneficial for HR professionals working on a global range of scales regardless to both the sizes and sectors of the organization. 
Curious: Curiosity is beneficial in the HR professional working and being curious would make the organisation or the big companies on a global scale reach all its targets and achieve success for the company efficiently (Monteiro et al., 2020). However, curiosity in an HR process also helps to maintain the correct way to organise the functions of the company and work accordingly in an organised manner. 
Decisive thinker: This particular behaviour is beneficial following the CIPD professional map as the professionals of HR working in a global scale help in maintaining a proper structural mode of work with a proper decision-making approach and methods (Urbancová et al., 2020). The decision-making along with decisive form would make the companies on a universal scale grow more rapidly and can eventually activate the goals of the business on a large-scale basis. 
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Skilled influencer and courage to challenge: For both these two prime behaviours of HR professionals. taking into consideration the CIPD professional map would be beneficial. This is since both this behaviour will definitely help the global business to grow and developed on a wonder scale regardless of any size and sectors of organisations (Monteiro et al., 2020). 
[bookmark: _Toc121858194]Conclusion
This part of the report concludes the behaviour of the HR professional concerning the CIPD professional map. Moreover, the importance of HR behaviours and their effectiveness in working in the country of the United Kingdom is concluded in depth. In addition to these, this part of the report also concludes with the ultimate extent to which the CIPD map is beneficial for HR professionals to maintain their business on a global basis. Moreover, all these points are effectively addressed and concluded prominently. 
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As addressed by the CIPD (Chartered Institute of Personnel and Development) labour market outlook, the country of the UK is suffering a lot from the shortage of skilled labourers or workers in the sector of health care. Around 75% of the contractors have problems with recruiting skilled operatives. Moreover, the period of the Covid-19 pandemic situation, many problems in the healthcare sectors have lost lives which in turn become the primary cause of the shortage of skilled labourers in the healthcare industry (Fontaine et al., 2020). This part of the report aims to focus on the core reasons why the public sector (health care industry) of the country United Kingdom is having a skills shortage despite having a high range of unemployment rate in general. In addition to this, the report also aims in identifying and discussing the long-term labour market developments in addressing the skill shortage in the sector of healthcare professionals in the country UK,
[bookmark: _Toc121858197]A. Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate.
The implication of Covid-19 and Brexit as also reaching net zero emissions and the fourth industrial revolution are initially exacerbating the shortage of skills in the UK. Moreover, in the sector of health care in the UK, due to Covid-19 the country is facing challenges with the prime focus on the skills shortage despite the higher rate of unemployment (Brunello and Wruuck, 2019). This initially set out with the long or deep insights into the challenges of long-running skills of the employers and have been facing tremendous issues at the tail end of economic uncertainty, disruption and transformation. It has also been highlighted as around a quarter of all the vacancies were short the skills (Fontaine et al., 2020). The most possible concern in the healthcare sector in the United Kingdom is faced in regards to skills shortage with the highest rate of unemployment due to the deadly virus in the world being hit hard, many people have lost their lives in this uncertainty (Tcherneva, 2020). 
Nurses: However, the employees or skilled labourers were in huge shortage in the UK as many nurses in the health care sector have lost their lives and the family of that particular employee had suffered a lot from the huge pain of loss of their near and dear ones (Tcherneva, 2020). Moreover, in the long term despite the huge rate of unemployment in the country, the daily and their near ones do not allow them to be working as an employee in the health care sector and get attacked by any sought of infection or virus which can cause death as Covid-19 (Fontaine et al., 2020). 
Pharmacists: The healthcare sector in the United Kingdom has faced several challenges and also tends towards a skilled labour shortage despite the high rate of unemployment (Cruz-Hidalgo et al., 2019). In the year 2021, it has been reported under the UK occupation shortage list that pharmacists are the main key towards skill labour or employee shortage in this concerned area. Not only in a nurse shortage in the health care industry or organisations, but the UK is also facing problems with pharmacists and the vacancy rate is around 8% in the hospitals. 
[bookmark: _Toc121858198]B. Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK
Many countries are facing and adopting the ultimate experience of the persistent gap between the skills which are required in the labour market and those which are initially offered by the workforce (Aidukaite et al., 2021). The anticipation of the skill is a systematic and strategic process through which the market of labour actions recognition has initially prepared to meet the future skills requirements. The long-term labour market developments and growth to address the shortage of skills in the healthcare industry are as discussed below:
The people or the employees who are ascertained by the hard hit of Covid-19 in the country UK, initially need to identify and stable up with the long-term labour market in the healthcare sector (Mayhew and Anand, 2020). They should be given proper education and knowledge on how much important to serve the pole in the hospital beds and those who are suffering from the disease. The prime motto of the health care professional as per the CIPD professional map is to be helpful towards the nation by giving them the required treatment (Mayhew and Anand, 2020). 
Proper information should be circulated among the labourers of the health care professionals to maintain a link between being responsible towards the patient and the individual and serve them with equality (Mayhew and Anand, 2020). However proper training and education are a must to set up the gap between the skilled labourers in the healthcare sector and make them available 24*7 for serving the nations and the country UK with their skills and knowledge widely (Mayhew and Anand, 2020). 
[bookmark: _Toc121858199]Conclusion
Part B concludes with the primary concern on the healthcare industry and based on certain case scenarios the entire part B of this report is concluded. Moreover, this part of the report also concludes with a primary focus on the health industry and how the country United Kingdom is facing issues and challenges regarding skilled labourers, despite the higher rate of employment. In addition to this, it is concluded how the labour market development and growth could be done and addresses the skill shortages in the long-term goal with the profession of the healthcare sector in the UK.
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