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[bookmark: _Toc124088123]Introduction 
Managing people is referred to as the practice of recruiting, engaging, retaining and training the public to optimize their talent as well as maximize their productivity. It is also considered a subcategory of human resource management and involves training and development, retention and engagement, organization, benefits and compensation. Managing people in the organization results is effective organisational benefits, staff training and environment. All these are important and strengthen the brand of the employer as well as become a competitive differentiator in the job market which effectively contributes to retaining and attracting talent. Successful people management can assists to enhance retention, organizational effectiveness and employee engagement. This report will describe how significant these behaviours are for effective human resources professionals working in the United Kingdom. It will also discuss how CIPD professional map are could be applied to human resource professionals. 
[bookmark: _Toc124088124]Part 1
[bookmark: _Toc124088125](a) “The importance of these behaviours is for effective HR professionals working in the UK”
External factors include all those factors that lie outside of a company and impact their working such as human resources management while internal factors include those factors that lie within the company and impact human resources management (Ruona, 2016). External factors impacting human resources management are socio-culture, professional association, technology, political, legal and economic factors. All these factors have distinct types of impact on human resources management. Economic policies, economic systems and economic conditions are examples of economic factors (Beevers and Rea, 2016). Practices of human resources management are affected by national income, inflationary pressures, population and workforce market conditions (Emmott, 2016).  There are many internal factors such as organisational culture, the financial position of a company and their strategy (Farnham, 2015). All these internal factors affect practices of human resource management.  
The CIPD professional map is referred to as an interactive series of standards to guide those who work in HR to always be improving and developing the world of work (Ruona, 2016). The main aim of this map is to assist instil a shared professional identity across the sector, with all who work in human resources applying a similar set of values and standards. It sets out comprehensively how human resource adds the highest sustained value to the public and company now and in future (Coates and Dutson, 2021).
 The CIPD profession map discusses greater standards of professional competence for the public working within human resources (Beevers and Rea, 2016). It also captures how efficient human resource people are as well as deliver each aspect of the profession along with setting out the behaviour, knowledge and skills (Coetzer et al., 2017). The CIPD profession map is a framework of shared standards and values that enables the professional to develop and maintain the credibility and trust human resource managers require in order to impact change in the world of work (Ruona, 2016). By applying this framework in human resource practices, the HR professional collectively attains a higher degree of credibility and trust (Elrayah, 2021).  
[bookmark: _Toc124088126](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 CIPD professional map is also referred to as a guideline for human resources people (Coetzer et al., 2017). It is an effective inline tool which assists people with development along to attain their professional development as well as also support and plan career development (Beevers and Rea, 2016). One of the best things regarding this professional map is that it covers the whole scope of the human resources professional. Apart from this, it is also applicable to all companies irrespective of their sector, practice and size (Emmott, 2016). This professional map captures the behaviours and knowledge that human resources need to show in order to fulfil their needs for professionals. 
In creating the professional map the CIPD have allowed human resource professionals a way to measure and evaluate their experience and skills against a standardised set of work and ideas to develop themselves in line with this to make improvement in the efficiency of the functions of human resources (Coates and Dutson, 2021).  With the help of this professional map, CIPD defines the profession of human resources (Farnham, 2015). The human resource strategy is continuously striving for the working lives of workers and companies even in challenging and new circumstances (Coetzer et al., 2017).  Despite this, there are always some ways of acting and thinking that require remaining universal and consistent. 
By utilizing the CIPD professional map, human resources professionals and workers themselves will advantage from shifting concentration to value based decisions (Emmott, 2016). The true and accurate value of each person will be made apparent and opened up opportunities that would not have existed before using this map (Farnham, 2015). CIPD professional map is created to set international standards, which can be utilized to champion better work along with better lives (Coates and Dutson, 2021). This professional map also introduced 3 new behaviours needed in the profession which are situational decision making, professional courage and influence and valuing people to motivate both future and existing people professionals. 
[bookmark: _Toc124088127]Part 2
[bookmark: _Toc124088128](a) “Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate.”
As per the report generated by CIPD, "Labour market outlook-winter 21/22" about 46 per cent of employers has hard filling vacancies. There 53 per cent of employers in the public sector face a shortage of employees. In health care, it is very difficult to fill vacancies. There are many factors that have contributed to the shortage of workers all over the UK.  Some of them are discussed below:
Covid-19 crisis 
When the crisis swept through the country and organizations were forced to close, layoffs and redundancies were expected. Between the month of March 2020 and January 2021, 1.3 million public lost their jobs (Brunello and Wruuck, 2019). During this crisis, while the demands of employees were low, several individuals lost their jobs. When the crisis restrictions ended and organizations started to return to normal, it creates a sudden rush in demand for employees all over the UK. It is a point where the number of available vacancies was almost outstripping the number of available applicants. 
Skills shortage 
Skill shortage in the United Kingdom is not new and for years almost every industry especially the public sector including the hospitality industry and health care has struggled to hire the correct talent (Brunello and Wruuck, 2019).  Enhanced reliance on technology in all public sectors is just one example of how the globe of work is changing (McCollum and Findlay, 2015). Particularly for young people, the diminution of available work experience as well as fewer opportunities to build employability skills as an outcome of the reformed examples of school, have also contributed to the decrease in soft and technological skills. 
Increment in economic inactivity
Since the crisis, the number of public neither working nor seeking work has increased to 9 million public (Brunello and Wruuck, 2019). There are many reasons for the increment, but one of the major reasons is a new record of long term sickness, preventing the public from returning to work. There has been a clear relationship between NHS treatment delays along with economic inactivity, so the pressure on the NHS to develop can put additional strain on the labour force. 
Brexit 
Several industries in the United Kingdom depend hugely on European Union employees as well as the end of free movement as an outcome of Brexit has decreased the pool of employees further (McCollum and Findlay, 2015).  There is a work visa route for seasonal employees in similar industries, most lower wage jobs are not eligible, meaning several of the sectors that were already suffering because of an ageing workforce and skills shortage, have been hit harder. 
[bookmark: _Toc124088129](b) “Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK.”
There are many ways which can be utilized to overcome skill shortages such as training workers, applying employees' skills in a distinct way, re-evaluating their recruiting practices, concentrating on employee retention and utilising contingent employees (McCollum and Findlay, 2015).  There are many companies in the health care industry have started providing training to their existing employees as it will aid them to meet the current gaps (McGuinness et al., 2018). It is the best way for organizations with limited resources to enhance their value without expending too much money and time as well. 
It is important for organizations in the health care industry to re-evaluate their recruiting practices. New employees do not have to be perfect from the get go as well as white knights riding to the rescues do not exist (McGuinness et al., 2018).  If organizations diversify their hiring and recruiting practices as well as consider transferable skills, they could find motivated and excellent employees who can easily assist their organizations reach their objectives (Drennan and Ross, 2019).
Several organizations can partner with national and local educational facilities as this would mean they would have a fresh supply of skilled potential employees, and the college or university would be capable to assists graduates in job placement (Drennan and Ross, 2019). Organizations in the health care industry can also open themselves for apprenticeships, internships and co-op work placements, which can aid cultivate the next generation of skilled employees. 
One of the simplest ways to fill skills shortages is by hiring and recruiting contingent employees (Drennan and Ross, 2019). With, consultants, contractors, freelancers and more, they can bridge massive gaps in their operations quickly along with in a cost-effective manner (McGuinness et al., 2018). Contingent employees are becoming an extremely accepted option for several organizations. Their flexibility, availability and expertise enable them to work within the confines of any project, timeframe and budget. 
[bookmark: _Toc124088130]Conclusion 
This report has discussed how significant these behaviours are for effective human resources professionals working in the United Kingdom. It has also described how CIPD professional map are could be applied to human resource professionals.  External factors consist of all those factors that lie outside of a firm and impact their working such as human resources management while internal factors involve those factors that lie within the company and impact human resources management. There are several internal factors such as organisational culture, the financial position of a company and their strategy. All these internal factors affect practices of human resource management.   The CIPD profession map is a framework of shared standards and values that enable the professional to develop along with maintaining the credibility and trust human resource managers require in order impacting change in the world of work. It is an efficient inline tool which assists people with development along to attain their professional development as well as also support and plan career development.  The human resource tactic is continuously striving for the working lives of workers and companies even in challenging and new circumstances. There are several factors that have contributed to the shortage of workers all over the UK such as the Covid-19 crisis, skills shortage, increment in economic inactivity and Brexit.
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