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[bookmark: _Toc119515721]Part 1
[bookmark: _q565j11ahdjq][bookmark: _Toc119515722]Introduction
There is going to be a discussion about the behaviours of the human resource professional and their impact on working. There are eight behaviours of the HR professional which are applied in the organisation and lead to the growth of the organisation in the UK. Apart from this, the fourth is going to be a discussion about the extent of the CIPD profession map and also see their impact on the organisation regardless of their size. 
[bookmark: _qvy6q2o08j44][bookmark: _Toc119515723]Discuss the importance of HR professional behaviours and their impact on the working
The map of the CIPD profession, clearly stated that there are eight crucial behaviours of the human resource professional in the organisation which help the organisation in many ways to accomplish success. 
Collaborative: The HR professional works with their subordinate in the organisation then it is very essential to have a collaborative nature. So that this behaviour can be seen as the pillar of the behaviour. At the time of working it helps the organisation to solve problems. 
Driven to deliver: Through the help of this behaviour in the organisation, the HR professional keeps himself self-motivated so that the person becomes more noticeable as a talented person. In this way, the HR professional does the thing first and then sets the example for others. 
Courage to problems: This is one of the great behaviour of HR professionals. It simply refers to doing the thing despite having fear. Through the implementation of this behaviour, the HR professional brings a crucial change in the organisational culture and faces the challenge rather than only fear (people profession, 20222). 
Role model: The HR professionals are the role models of their subordinates. The HR professional set a great example in the organisation so that their subordinates follow this and it helps to increase the growth rate of the people in the UK organisation. 
Personally credible: The personally credible is the crucial behaviour of the HR professional in the organisation. This behaviour refers to being believable, honest, and real and also develops respect and trust in the organisation. Through this behaviour, the employees follow as the role model. 
Skilled Influencer: The HR professional in the organisation influences the skills of the employees so that the company accomplishes common targets and also influences the growth of the people in the UK. 
Decisive thinker: The HR professional has the ability to take quick decisions and the professional the actual things rather than analysing the situations. The quick decision brings a large impact on the future so this behaviour is very crucial in terms of the company's success. 
Curious: Curiosity refers to knowing about the situation and also knowing all aspects of the situation so that the person can make the right decision. This behaviour aids the HR professional to keep their mind active in every situation and also analyse the situations from a real point of view (Richson, 2021). 
Through the implementation of these behaviours, the HR professional changes the way of conducting the organisational activity so that the company grows faster. 
[bookmark: _3u7s9uc9mu8j][bookmark: _Toc119515724]Discuss the boundary of the CIPD profession map and its application in the HR professional working on a large scale
The CIPD profession map comprises the combination of the international benchmark for the employees and HR professionals as well so that it can bring improvement and evolvement in the work environment. The application of this professional map helps the HR professional to drive the changes in the company through better decisions, performing good activity and also setting the standards for others. 
This map guides the person through the installation of the many professional values in the organisation which will lead to making a better decision regardless of the situation. This map guides the group of people, individuals and also the whole company through their respective values and all the things that lead to the success of the company. The professional values comprise three things which are principle-led, outcome-driven and evidence-based. The principle-led added three key principles which help to take a good decisions for the HR professional in the organisation of the UK (Clayton, 2022). In this context of the principle-led, it matters three things. The first thing is that work matters, people matter and the third is professionalism matters. This map also shows how to take evidence-based decision such through the help of organisational data, and practitioner expertise and the last one is academic research and behavioural science. The CIPD profession map is very crucial for the HR profession to deal with the various activities of the business. This map also comprises the work as per the obvious understanding of the outcome such as looking at their impact on the people, work, professionalism and also on every individual of the company. It is very beneficial for the HR professional to make an overall understanding of the impact of their decision. 
It is very essential to have continuous striving towards the betterment of the organisational situation and HR professionals have more responsibility towards these things. Such as the CIPD professional map comprises the core behaviour where the HR professional practice ethics, situational decision-making, the passion for learning, valuing people, professional influence, insight focus and commercial drive. Also have core knowledge about the people's practice, behaviour and culture, people and technology and evidence-based practice in the organisation. After that included specialist knowledge such as talent management, diversity and inclusion, employee relations and many others in the organisation. This helped the HR professional to drive the organisation in the proper manner (Cipd.co.uk, 2022).
[bookmark: _yujviedskhc1][bookmark: _Toc119515725]Conclusion
Summing up all the mentioned topics with a clear understanding of the Behaviour of the HR professionals helps them to support their employees and also make the smooth operation of the organisation. After that, explain the CIPD profession map in detail which actually helped the HR profession in every key responsibility area and also improve the decision-making and managing all the activities smoothly in the organisation. 
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[bookmark: _4avytdtfuuwc][bookmark: _Toc119515727]Introduction
There is going to be a discussion about the problem of a skills shortage which is faced by the public sector in the UK despite having the unemployment rate. Brexit and covid 19 are crucial aspects of the skills shortage. After that discuss the evolution of the labour market to address the skill in the NHS which is the target healthcare sector in the UK. provide some statistical data to support the discussion. 
[bookmark: _i4yjn9l7v5zd][bookmark: _Toc119515728]Reason for facing the skill shortage in the UK despite having a high unemployment rate 
There are many reasons for the skills shortage in the public sectors of the UK but the crucial reasons are Brexit and the impact of covid 19 pandemic. After all, this reason for the fourth industrial revolution and the get level of zero-emission also escalate the shortage of skills in the UK. The department for education made a survey related to employer skills which indicate that employees are facing long-term skills challenges in the UK. After that, it was verified by this department that almost a quarter of all reading posts was short of skills because the employer cannot satisfy the skills they need in their organisation. As per the report of the industrial strategy council, it is expected that by the time of 2030 almost 7 million extra labour will be under-skilled. At present their percentage is 20 (Edge.co.uk, 2022). Due to the impact of Brexit, the UK's public sector organisations are facing a skills shortage because many of the skilled workers had moved towards the European Union so the government of the UK struggled with the skills shortage in the country. The organisation of the UK facing a scarcity of labour and skills as well. The covid 19 also played a crucial role in the skills shortage because the impact of the pandemic imposed a lockdown in the country and it created a barrier to the continuation of study and skills improvement and also led to a high unemployment rate. 55% of the employees say that their employees are worried about the skills shortage and mostly this is associated with digital skills. The data stated that 36% of the employees do not receive the proper training and almost 50% of the people resign (Barker, 2022). The unemployment rate is 3.6% as per UK government data in 2022 and it decreased in the middle of the year. Different countries in the UK are facing different percentages of unemployment and the lower skills and lower-paid workers lead to a fall in the rate of employment in the UK. London's unemployment rate is high than the average rate of the UK. The unemployment rate increased due to the low benefit of education and it leads to a skill shortage also in the UK (Casey,2021).
[bookmark: _7o6h7e3hzmls][bookmark: _Toc119515729]Recognise the development of the long-term labour market to trace the shortage of skills in healthcare in the UK. 
In the report of the survey, the government stated that in 2021 that the labour market is continuously on the way to recovery. So the employment rate of the UK is boosted by 0.2% and it was seen in the last three months from April to June. At the time before the pandemic the labour market was tight with the intention of strong hiring and low employment and the present condition is similar compared to pre-pandemic (Leaker, 2022). In the spring of 2019, almost 80% of the employers were planning to make requirements in the next three months and after 1 year their percentage reached the level of 62%. These are the data of the public sector and the remaining sectors are also lower as com[pred to the public sector. The data from the UK government clearly shows that 46% of employers find it difficult to fill vacancies, in the public sector their percentage was 53%. In the healthcare sector, this percentage was near 64% which is the highest percentage as co poured to the other industries in the UK. NHS is the largest public healthcare centre in the UK which is also facing a skills shortage in their organisation in the year of 2019 when skilled social care workers were needed. The data demonstrate that reducing the number of nursing graduates by 4% and almost near about 41000 seats are unfilled means hard to fill this vacancy for that post in the UK. Apart from this, it is also predicted by the government that the shortage of nurses in the UK will increase in the coming five years and it will reach the number of 70000. It can be said that the skills shortage has become a nationwide trend in the same country (Bl.uk, 2022). The employers in the NHS stated that in two-third of positions a skilled worker is needed. In the UK, enhancing the demand for NHS services but the skills gap is increasing with the moving time in the UK. When talking about the NHS in England then, the country is also facing major challenges with the skills shortage which is a high threat to the people. As per the data of the NHS in the UK, the total number of staff shortages is 100000 and it is expected that it will reach the level of 350000 by 2030. Social care and the care worker post are unfilled on every 10 seats which is an issue of concern  for the UK (TCP global, 2022)
[bookmark: _htrjz4z2wulr][bookmark: _Toc119515730]Conclusion
[bookmark: _68n8k4ahnrsv]Adding up all the discussed topics with obvious understanding about the reason for the skills shortage which are the result of Brexit, the impact of covid 19, low training and others. After that,  know about the UK's unemployment rate which is a matter of concern. Then to recognise the labour market in the Uk and also saw the skills lacking in the NHS which is the largest healthcare in the UK through the several statistical data in this report. 
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