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                                                          Introduction 
In this paper, I will explain how important the core behaviours highlighted by CIPD Profession Map are for influential HR professionals working in the UK. I will also describe the extent to which the CIPD Profession Map is applied by HR professionals working on a global scale regardless of sectors and sizes of organisations. Besides, I will explain why the public sector in the UK is facing skills shortages despite the high unemployment rate. In addition, I will identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK.
The CIPD Profession Map is a dynamic collection of guidelines created to aid human resources professionals in continuously improving the workforce. The Profession Map aims to foster a sense of professional identity among HR professionals in the field by encouraging everyone to adhere to the same norms and principles (Emmott, 2016). Instead of giving advice, the map walks HR professionals through several professional ideals that can help them make wiser judgments in any given situation. Each of these principles contributes to helping individual employees, groups, and organisations successfully navigate the future (Emmott, 2016). 
How important core behaviours are for influential HR professionals working in the UK
Even in new and difficult circumstances, the HR sector continually works to enhance the working conditions for businesses and people. The core behaviours highlighted by CIPD Profession Map are used here. Core behaviours define what it takes to be a successful HR professional in a dynamic workplace. Academic research from business experts has been used to identify the core behaviours. They include:

Ethical practice
The incorporation of moral principles into organisational action is known as ethical practice. Ethical values guide the moral code that HR professionals live by and use to make decisions. HR professionals can achieve ethical practice by evaluating multiple ethical points of view in their decision-making, challenging people's choices, being strong about what they are doing and why, and modelling their professionalism, integrity, and beliefs (Armstrong and Taylor, 2020).   
Professional courage and influence 
The ability to convince others and the courage to challenge choices and actions are essential traits expected of HR professionals. HR professionals must convince others while presenting a case for change, offering suggestions, winning support from stakeholders, or interacting with line managers about personnel decisions. Additionally, HR professionals must have the courage to own up to their errors, take ownership of them, and learn from them to advance (Armstrong and Taylor, 2020).   
Valuing people
HR professionals value what employees provide to companies, and incorporating employees' viewpoints into company decisions is a vital part of their job (Emmott, 2016). They prioritise individuals, balancing concerns, justice, and compassion while encouraging others to do the same (Aldrich et al., 2015). HR professionals also play a crucial role in instilling a sense of shared purpose in employees and giving them a meaningful voice in matters affecting their working lives.
Commercial Drive
The commercial drive requires a business- and customer-focused stance and dedication to delivering outcomes that provide value to enterprises (Emmott, 2016). HR practitioners must focus on tasks that bring the most value to people and businesses. To be resilient and motivated, HR professionals must also be personally accountable for their health.  
Insights focused 
HR professionals must thoroughly investigate problems before proposing insights and solutions based on data (Emmott, 2016). HR practitioners can gain insight into the types and scope of issues, the most effective ways to address them, and how to make decisions overall by following these processes.  
Working inclusively 
People must be heard and enabled to collaborate when the task crosses boundaries, cultures, and geographies. In addition to encouraging, supporting, and developing cross-border collaboration, HR professionals also play a significant role in promoting high-trust relationships, addressing conflict effectively, and working inclusively and cooperatively (Armstrong and Taylor, 2020).
Passion for learning 
HR professionals need to approach their learning with an open mind. They should all be reflecting on their knowledge and considering what this entails for how they do things, from being passionate about the more extensive work environment to engage with others in their industry to seeking feedback on their day-to-day approach (Armstrong and Taylor, 2020). 
Situational decision making
Situational decision-making entails making practical and pragmatic judgments or choices while considering the specific scenario or environment, avoiding a one-size-fits-all approach (Emmott, 2016). It involves identifying several possibilities, the associated rewards and dangers, and their adherence to professional beliefs and values. Given the ever-changing nature of work, judgments must be flexible enough to adapt to new insights or situations. 
Explain to what extent the CIPD Profession Map is applied to HR professionals working on a global scale regardless of sectors and sizes of organisations
Consider organisational objectives 
First, CIPD Profession Map is applied to the HR professional to reflect on organisational objectives. Organisational objectives are goals that concentrate on the entire performance of the firm (Pepple and Zhang, 2021). HR professionals use this map to reflect on critical organisational objectives, including attaining corporate goals, team integration, employee engagement, work culture, workforce empowerment, training and development, retention, and data and compliance.   
Providing training and development
The Profession Map establishes an international standard for the HR profession. It can help HR professionals make informed decisions, act with assurance, perform at their best, promote change in their companies, and advance in their careers (Pepple and Zhang, 2021).   
Review gap of the organisation 
HR professionals can use the Profession Map to review the gap in the organisation. This entails breaking down the existing workforce and their capabilities compared to the workforce HR professionals require to achieve key business goals (Pepple and Zhang, 2021). A company can use the results of this evaluation to help with expansion planning, workforce projections, recognising the skills and experience gaps among their current personnel, and establishing strategies to close those gaps. 
Explore talent 
HR professionals can use Profession Map to find talent. This entails using data from the workforce, transition, and contingency tools to determine what talent exists inside the firm, what talent demographics are needed and identifying individuals who are especially valuable to the organisation (Armstrong and Taylor, 2020). The capacity to identify and select the most appropriate strategies for developing and retaining talent is critical.  
Individual performance-related pay
HR professionals can also use Profession Map to analyse individual employee performance related to their pay. Performance-related pay (PRP) is a payment management strategy that relates compensation progression to an evaluation of individual performance, which is often measured against pre-determined goals. Therefore, HR professionals use the CIPD Profession Map to create and practice strategies that guarantee employees are compensated in line with the corporate context, culture, and relationship to the external market situation. 
Implement flexible working arrangements 
HR professionals can use Profession Map to implement flexible working arrangements. Flexible working can result in indirect and direct economic benefits (Armstrong and Taylor, 2020). Flexible working can also appeal to employees and recruitment, primarily as employee expectations alter their careers, jobs, work-life balance, and demographic changes affect workers' demands to combine their job with other duties such as caring.

a. Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate
Skills are crucial to the UK economy in various ways, the most prominent in determining labour quality. Despite the high unemployment rate, the UK public sector is experiencing skill shortages for a variety of reasons, including:
The first reason is poor handling of recruits. Recruits require a positive work environment that encourages well-being, development, and productivity (Brunello and Wruuck, 2019). On the other hand, the public sector has failed to create such an atmosphere, making it more challenging to attract new competent workers. 
Second, the public sector is facing skills shortages because of unfavourable salaries and terms and conditions of employment. Employees are more inclined to perform to their full ability if they are adequately paid (Brunello and Wruuck, 2019). 
Third, the public sector is facing skills shortages because most employees have low morale working within it. Employees who are satisfied with their jobs and have a healthy work-life balance are more likely to create high-quality work (Hoftijzer and Gortazar, 2018). Less stressed employees are more focused, innovative, and adaptable to new situations and ideas. Employee morale affects every team and hurts revenue, reputation, and overall company performance.   
Besides, the public sector faces a skills shortage because high hygiene factors (demotivating factors) at work affect employee performance (Hoftijzer and Gortazar, 2018). According to the theories of Frederick Herzberg, motivation and hygiene are two factors that affect employee satisfaction. Employee unhappiness with the workplace is minimised by hygienic elements such as monitoring and remuneration (Dhakal et al., 2018).   
Job security usually results in a more relaxed work environment (Dhakal et al., 2018). Employee engagement improves when jobs are secure. Secure employment boosts an employee's efficiency and output.  
b. Identify and discuss long-term labour market development to address the UK's skills shortages in healthcare sector professions. 
Various labour market development measures can address the skills shortages in healthcare sector professions in the UK. This is not limited to reward and recognition, concrete communication, investing in training and development, empowering staff, reviewing how the team is recruited considering apprenticeships, reviewing HR workforce planning within the organisation, and focusing on staff retention. 
First, reward and recognition can address the skills shortages in the healthcare sector. Rewarding and recognising employees enhances employee engagement, encouraging retention and productivity, motivating employees, demonstrating appreciation, and fostering a positive work environment (Christo-Baker et al., 2017). Recognition measures are essential because they focus on the positives, communicating to workers that their efforts are valued. Incorporating incentive and recognition programs encourages employees to create and achieve daily, monthly, weekly, annual, or quarterly goals.
Second, fostering strong communication among healthcare workers can help address the skills shortages in the sector. According to studies, communication breakdowns cause approximately 85 per cent of job mishaps (Christo-Baker et al., 2017). Several studies have found that effective communication fosters staff engagement and productivity.
Third, training and development can help address the skills shortages in the healthcare sector (Mitosis et al., 2021). Investing in training and development shows employees that they are appreciated, and the firm would much instead develop talent from within than hire new people. 
Lastly, employee retention may help various healthcare organisations address skills shortages. Employee retention is unquestionably one of healthcare firms' most critical success factors (Noe, 2017). Enhancing staff retention enables healthcare organisations to save costly employee replacement costs while improving patient care and the general level of service provided to their communities.
Conclusion
In conclusion, employees are the actual assets of an organisation. They are the ones who effectively support an organisation's successful operation. They work incredibly hard to contribute effectively, provide everything they have, and hit the set goals within the given timeframe. Knowing your people well leads to improved results and productivity. When HR professionals know their workforce and vice versa, there are few problems, and firms become better places to work.   
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