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The management of human resources in an organisation is influenced by internal and external factors. Internal factors include the organisation's culture, values and strategy. External factors include the labour market, the economy and the legal environment (Yong et al., 2020). In any organisation, managing people is vital to ensure the company runs smoothly and efficiently. There are a number of different aspects to managing people, such as hiring and firing employees, dealing with employee relations, and training and development. It is important to have a good understanding of all of these areas in order to be a successful manager. It is also important to provide feedback and support to people, so that they feel valued and appreciated. In addition, managing people effectively also involves dealing with conflict and performance issues in a constructive and positive way. 
As such, this report explores the importance behaviours as outlined in the CIPD Profession Map in relation to effective HR professionals working in the UK. Moreso, the extent to which the CIPD Map can be applied to HR professionals working globally and across industries has been explained herein. In the second part of this report, the reasons to why the UK’s public sector is facing skills gap and high rate of unemployment has been discussed. Finally, the long-term labour market developments that addresses the skills gaps in UK’s healthcare sector have been identified and discussed.
[bookmark: _Toc117940095]Importance of Behaviours as outlined in CIPD Profession Map
Being strategic: In today's ever-changing business landscape, it's more important than ever for HR professionals to be strategic in their thinking and approach. By being strategic, HR professionals can help their organisations to make the most of opportunities and navigate challenges effectively (Caligiuri et al., 2020). Long-term thinking which is an element of being strategic is essential in order to ensure that HR strategies are aligned with the organisation's overall business goals. 
Being commercial: Being commercial means being aware of the financial and business objectives of an organisation and aligning HR strategies and activities to support its goals. HR professionals need to be able to understand the financial implications of their decisions and actions, and to make recommendations that are commercially sound (Strich, Mayer and Fiedler., 2021). For example, an HR professional working in a retail organisation might need to be able to advise on measures to reduce staff turnover, which would have a direct impact on the bottom line. In order to do this, they would need to be able to understand the costs associated with staff turnover and to identify strategies that would reduce these costs.
Being analytical: Being analytical is considered important as it allows HR professionals to identify patterns and trends in data, which can then be used to inform decision-making (Nocker and Sena., 2019). For example, an analytical HR professional may analyse employee attrition rates to identify any potential issues that may be causing employees to leave the organisation. This information can then be used to develop strategies to reduce employee turnover.
Being collaborative: HR professionals need to be able to build strong relationships with other functions and stakeholders across the organisation. By working collaboratively with others, HR professionals can ensure that they are kept up-to-date with developments in their field and can share best practice (Dirani et al., 2020). This is particularly important in the fast-paced world of HR, where new ideas and approaches are constantly emerging. 
Being agile: Being agile is defined as being able to adapt to change and respond quickly to new situations (Attar and Abdul-Kareem., 2020). This is important for HR professionals working in the UK as the labour market is constantly changing and they need to be able to adapt their strategies and practices in order to stay ahead of the curve. For example, recent changes to immigration law have meant that HR professionals need to be more agile in their approach to recruiting and retaining staff from overseas.
Being digital: Being digital is incredibly important for effective HR professionals working in the UK. This is because digital technologies are revolutionising the way businesses operate and communicate, and HR professionals need to be at the forefront of this change (Mazurchenko and Marsikova., 2019. By being digital, HR professionals can ensure that they are up-to-date with the latest technologies and trends, and can also use digital tools to improve the efficiency and effectiveness of their work.
Being global: HR professionals need to be able to think globally and understand the implications of international developments on the organisation. It is important for HR professionals to have a global perspective as the world of work is becoming increasingly connected.
Being ethical: Ethical HR professionals ensure that their organisation's practices comply with the law and are fair to employees. They set the tone for how employees are treated and make sure that everyone is held to the same standards (Braga et al., 2021). Ethical HR professionals also build trust with employees by behaving in a transparent and consistent manner.
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The map could be applied to HR professionals working on a global scale to a certain extent. The map provides a general overview of the HR field and the various sub-fields within it. However, it is not specific to any one sector or size of organisation (Wilkinson et al., 2019). Therefore, it would be useful for HR professionals working in a variety of sectors and organisations. For example, the map could be used to help identify HR professionals who are experts in global employee relations, or who have experience working with employees from different cultures. However, there may be some exceptions depending on the country or region. For example, HR professionals working in the Middle East may need to be aware of different cultural norms when working with employees from that region.
Another way in which the map could be applied to HR professionals working globally and across all sectors is leveraging it to identify the different types of HR roles that exist globally, the geographical areas in which HR professionals are located, and the skills and knowledge that HR professionals need to possess in order to be successful in their roles.
The CIPD Map can be used by HR professionals to help them understand and apply HR concepts and practices on a global scale. It can be used to help identify gaps in knowledge and understanding, and to help develop and implement HR strategies that are appropriate for the organisation's size, sector and global operating environment (Taylor and Woodhams., 2022). The Map can also be used to help benchmark HR practices against other organisations, and to help assess the impact of globalisation on HR.
The Map could be used to understand the different stages of HR career development, and identify what skills and knowledge are needed at each stage including foundation, intermediate, advanced and expert. For example, at the Foundation stage, HR practitioners need to have a basic understanding of HR concepts and practices, and be able to apply them in a practical way while at the expert stage HR practitioners need to have a deep understanding of HR concepts and practices, and be able to apply them in a highly strategic and innovative way.
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The UK's public sector is facing skills shortages despite the high unemployment rate because of a number of reasons. One reason is that the skills required for many public sector jobs are specific and not easily transferable to other sectors (Kattel and Mazzucato., 2018). For example, jobs in healthcare, teaching, and social work require specific qualifications and training that many people do not have. These skills are in high demand because they are essential for the public sector to function effectively. The high unemployment rate means that there are more people available to work in the public sector, but the skills that are needed are in short supply.
Another reason is that the public sector is facing a number of challenges, such as an ageing workforce and a growing number of retirements. The UK’s public sector is facing an ageing workforce, with more workers set to retire in the next few years compared to the skilled workers who are entering the sector. This is coupled with a lack of investment in training and development, meaning that there are few younger workers with the skills and experience to replace those who are retiring.
The economic downturn has led to a reduction in training and development budgets, meaning that there are fewer opportunities for employees to upskill and develop their careers. This can have a negative impact on employee morale and motivation, as well as on the company's ability to attract and retain top talent (Nissim and Simon., 2021). However, it is important to remember that not all organisations have been affected in the same way by the economic downturn. Some organisations may have been able to maintain their training and development budgets, or even increase them in order to help their employees progress in their careers. There may also be other opportunities for employees to upskill and develop their careers, such as through taking on additional responsibilities at work or attending training courses outside of work.
Additionally, the public sector often has difficulty attracting and retaining talent because of lower wages and fewer opportunities for advancement. The public sector within the is not seen as an attractive option for many people, especially young people. The public sector is often seen as a less attractive option for job seekers than the private sector, due to factors such as lower pay and less flexible working arrangements. This means that it can be difficult to attract and retain top talent.
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In order to address the skills shortages in healthcare sector professions in the UK, it is necessary to consider the long-term labour market developments. One of the key developments is the ageing population. The number of people aged 65 and over is projected to increase from 11.9 million in 2017 to 17.3 million in 2027 (Wittenberg et al., 2019). This increase in the number of older people is expected to lead to an increase in the demand for healthcare services. This, in turn, is expected to lead to an increase in the demand for healthcare professionals. Another key development is the increasing prevalence of chronic diseases. The number of people living with chronic diseases is expected to increase from around 15 million in 2015 to around 19 million by 2025 (Hall et al., 2021). This is expected to lead to an increase in the demand for healthcare services. This, in turn, is expected to lead to an increase in the demand for healthcare professionals. The following strategies have been suggested in this study to address the current and future skills shortages in the UK’s healthcare sector.
The UK government has responded to the skills shortages in healthcare by introducing a number of initiatives, including the introduction of the Apprenticeship Levy, the development of the Institute for Apprenticeships, and the creation of the National Careers Service (Laczik and Emms., 2022). However, it is unclear whether these initiatives will be enough to address the skills shortages in healthcare over the long term. The Apprenticeship Levy is a tax on UK businesses to fund apprenticeships. The government believes that this will encourage businesses to invest in apprenticeships, which will in turn help to address the skills shortage in the UK's healthcare sector. The government has also initiated a match funding for every apprenticeship created by businesses, up to a maximum of 10,000 apprenticeships.
The Institute for Apprenticeships would help to address the skills shortage in the UK's healthcare sector by providing a framework for the delivery of apprenticeships in healthcare. This would include ensuring that apprenticeships are of a high quality and that they meet the needs of employers in the healthcare sector. This will help to address the skills shortage in the healthcare sector by providing a clear pathway for people to enter the profession and gain the skills that employers are looking for.
The National Careers Service provides information, advice and guidance to help people make decisions on learning, training and work. The service offers impartial information, advice and guidance to help people understand their options and make informed choices about their future (Lent., 2018). It would help people to find the right courses and training to improve their skills, and support them in applying for jobs. This would help to address the skills shortage in the UK's healthcare sector by making it easier for people to find the right training and jobs.
[bookmark: _Toc117940099]Conclusion
People in the HR field need to evaluate current and future skills requirements for organisations. It is recommendable for them to utilise the CIPD professional map as it provides a clear and concise way to map out one's career in HR. It is also a great way to see what options are available to those in the field, and what paths others have taken to get to where they are. The map is also a useful tool for HR staff to use to assess their own development needs and plan their career progression gives employers a way to identify the competencies that they should be looking for in HR staff. This skills shortage in the UK’s public sector is having a negative impact on the quality of public services, and is likely to lead to increased costs and a decline in standards. The government needs to invest in training and development programmes for public sector workers, and create more opportunities for career progression.
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