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Introduction
 People management is a crucial element of HR in any organisation. Dealing with people is important as they are the ones who ensure the continued growth of an organisation, and without them, a business cannot maintain its daily operations. Thus, Human Resource Management plays a vital function in effective HR practices as it ensures the HR maintains effective people management. Coupled with CIPD professional map, HR practitioners maintain their professional behaviours as this map dictates what path to follow with its list of HR professional behaviours. The core behaviours outline to HR what it takes to effectively manage people professionally in the uncertain professional world. Thus, this report provides the importance of the behaviours of effective HR professionals within the UK and explains the extent to which the CIP map applies to HR professionals in a global context in any organisation. Significantly, it discusses the reasons why the UK faces a skills shortage despite the unemployment rate being on the rise and identifies the long-term labour market solution that can address the UK skill shortage in the healthcare sector.
[bookmark: _Toc124007138]Task 1
(a) [bookmark: _Toc124007139]The important of CIPD behaviours for effective HR professionals working in the UK
The HR industry strives to enhance employees’ lives working for organisations despite the constant new challenging situations arising (Mayne, 2021). Thus, the CIPD map provides core behaviours that outline to the HR professional how to work in the uncertain work world. Various CIPD behaviours are important for effective HR professionals in the UK. 
Ethical behaviour in the workplace encompasses morals by which people live and make decisions. It is critical to the HRs in the UK as it dictates to them standards to follow as any wrong decision made may have a significant influence on the employees' lives and the organisation’s reputation (Russell, 2022). Despite some decisions may not have positive outcomes for everybody, being ethical helps HR manage them ethically and how they treat the UK employees. Thus, it helps enhance morale and minimise risks that may arise from unethical practices. 
Professional courage and influence enable HR professionals to influence others and challenge decisions and cations courageously (Timms, 2022). It is an important behaviour as the HR needs to influence others while making changes, idea contributions, or working with line managers, which also needs the courage to influence others. Hence, the HRs with this behaviour are capable to work effectively despite the resistance or opposition challenges from others as they can take a stand on what is right. Thus, it helps the HR and others to build a relationship as they can understand their views, be concerned with other needs and effectively communicate to achieve a positive result. 
Valuing people dictates to HR professionals to create a shared purpose and enable individuals' development, well-being, and voice (CIPD, 2022). Employees/people are the epicentres of an organisation's success, thus valuing them is critical to achieving the firm’s success. This behaviour helps UK HR professionals to build a sense of shared purpose and give the employees a meaningful voice on matters affecting their working lives by initiating various initiatives that enhance their well-being and personal development. 
Working inclusively is a core behaviour within the CIPD map dictating to the HR to embrace the diverse working culture, as an organisation may constitute people of distinct cultures (CIPD, 2022). HR professionals need to listen to every employee as work is delivered across the boundaries of different cultures. Encouraging the employees to work together creates trust among them, resulting in delivering an effective outcome to the organisation. 
Commercial Drive is the application of a business and client-focused approach demonstrating that people are committed to delivering results that create organisations' value (CIPD, 2022). therefore, this behaviour dictates that the UK HR professionals focus on creating the most people and business value by identifying and delivering what is best for the employees and partnering with consumers, understanding the work’s financial implications, proving the business change case, and delivering the responsibility to achieve all these. 
Passion for learning dictates that HR professionals ensure the development of an organisation's staff through training, thus focusing on how they enable their own (Lancaster, 2022).  This helps the organisation to have well-equipped employees with skills and knowledge for a certain production line. Thus, it helps HR practitioners devise ways they can help the firm’s employees have continuous learning to promote their development professionally and at the individual level.
(b) [bookmark: _Toc118693914][bookmark: _Toc124007140]The extent to which the professional map could be applied to HR professionals working on a global scale
 Core elements constituted in the CIPD map are core knowledge, specialist knowledge, core behaviours, and purpose (CIPD, 2022). This map sets the global benchmark for people's profession where HR apply it to make effective decisions, drive organisational change, perform their work, and act confidently. The map when effectively adopted by HR professionals regardless of their organisation size and scope can effectively guide them in reviewing organisation gaps, exploring talents, and enhancing training and development provisions. 
The professional map could be used by HR to explore the talents needed by an organisation they are working for.   By this, they can make effective talent decisions and their management, that is, talent development to benefit the origination and the employees. Training and development is also an aspect that the map helps the HRs to provide. It guides them on how the critical areas that need focus on within the organisation that ensures employees are well equipped with the skills and knowledge for a certain product line (Ulrich et al., 2013). Significantly, it outlines the essential knowledge that employees need to possess for effective continuous production, thus a very vital tool for HR professionals. In addition, it can be applied in reviewing organisational gaps as it helps determine the needed values that match the skill gaps of the organisation. This helps the HR professionals ensure effective utilisation of the available resources to enhance the organisation's performance, regardless of their size
[bookmark: _Toc124007141]Task 2
(a) [bookmark: _Toc124007142]Reasons for public sector in the UK facing skills shortages despite the high unemployment rate
 The UK unemployment rate stands at 3.7 % from the August- October 2022 statistics, which was a 0.1% increase in the last quarter of 2022, seen across all age groups (Office for National Statistics, 2022). Despite the UK experiencing a gradual increase in unemployment, the country’s public sector still experiences a skills shortage, which is attributed to various reasons. 
Job insecurity plays a critical role in the skills shortage within the UK public healthcare sector. People need assurance of their job security as stipulated in Maslow’s theory of motivation (Stefan et al., 2020).  Job seekers or employees need to satisfy this need and when not met, they seek employment elsewhere, especially in the private sector.  Thus, healthcare employees within the UK seek to be guaranteed job security.  When the assurance is not achieved, health professionals are likely to seek opportunities in private healthcare firms where they feel their job security is guaranteed. As they migrate to such sectors, public healthcare is deprived of their skills as they leave unfilled vacancies, thus labour shortages. 
Poor handling of recruits also deprives the UK’s public skills of the necessary skills. Recruits are not fully equipped and need a series of training for them to understand their full potential (Emmott, 2016). Despite the public sector understanding this issue, they do not maximumly train their recruits, making them possess minimal skills and knowledge, thus, rendering minimal services. Furthermore, they are pressurised to accomplish the assigned task, which sometimes is more hectic to achieve on the designated time. With pressure mounting from the companies, the recruits feel overwhelmed, making some of them resign and others’ productivity is affected negatively, leading to a skill shortage within the healthcare of the UK. 
In addition, some of the public sectors subject their employees to poor working conditions, which greatly contributes to the skill shortage within the UK.  This aspect deprives their peace of mind as they expect these organisations to provide favourable working conditions.  The uncomfortable challenge caused by such conditions reduces their morale and motivation to work towards the achievement of the organisation's objectives (Darwish, 2013). Moreover, the prevailing conditions may make them not fully provide their professional services, despite being physically present.  The healthcare sector needs excellent services to consumers, but with prevailing conditions coupled with nurses working long hours, they can end up providing poor patient services. This may lead to patient dissatisfaction resulting in constant complaints that may lead to high employee turnover due to contract termination, thus skill shortage. 
Unfavourable salaries also contribute to skill shortages in the UK’s public sector. Emmott (2016) opines that people expect favourable compensation after investing their time and finances in education and knowledge expansion.  Despite this, some of the public sectors do not consider it a factor for better compensation, making them pay recruits low starting salaries, forcing them not to work for public organisations. For instance, in healthcare, nurses are expected to work in various sectors such as caregivers. With the salaries offered in the public sector being low, they opt to search for opportunities in the private sector, depriving the public sector of the skills needed to accomplish their daily operations.
(b) [bookmark: _Toc124007143]Long-term labour market developments to address the skills shortages in healthcare sector professions in the UK
With the imminent labour shortage in the UK healthcare sector, various strategies need enactment to address it. These will ensure the menace is solved in the long run while the healthcare provides excellent services to its patients. 
The UK health care needs to focus on staff retention to solve the skill shortage. As stated earlier, one of the needs of employees is job security assurance according to Maslow's theory of motivation (Stefan et al., 2020). Assuring the employees that their jobs are secured is significant to reduce the skill shortage issue, as they will strive to work excellently while rendering outstanding services to patients. Significantly, this will reduce employee turnover as the employees will work to be retained, as they will not aspire to look for jobs in the private sector. In addition, enhancing employee morale is suitable for achieving staff retention by these organisations. For instance, healthcare can strive to provide a favourable working environment and pay their employees. This will attract more employees, thus resolving the skill shortage menace within healthcare. 
Significantly, the healthcare sector needs to invest in training and development. Ensuring employees have constant training helps them professionally and individually develop, thus making them render excellent services to patients. Significantly, development such as making employees attend workshops and seminars related to healthcare enables them to enhance their morale, as they feel valued by the organisations, thus providing better services in the long run (Gordon, 2013). Similarly, healthcare is evolving with technological advancement. Therefore, the healthcare sector needs to ensure recruits as well as current employees undergo training on how to handle such technology in the healthcare sector. This renders a highly knowledgeable workforce that strives to provide excellent services to their patients. 
[bookmark: _Toc124007144]Conclusion
The CIPD map provides a framework of behaviour that human resource managers must follow to effectively render their services in people management. As discussed in the report, the HR personnel must understand to what extent the CIPD map can be helpful from a global perspective, such as training and development provision, talent exploration, and reviewing organisational gaps. Significantly, they need to understand the reasons why some organisations face skills shortages. When they do this, they can formulate strategies that will help them resolve such issues, and achieve excellent organisation objectives while the skills are in place to help the firms attain their goals- for instance, by ensuring training and development and focusing on staff retention and morale.
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