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[bookmark: _Toc109916663]Introduction 
According to Bayer and others (2020), The people profession acknowledges the influence, value and contribution that individuals have on organizational objectives and it focuses on the holistic development and management of employees to increase their performance of the employees. CIPD professional map uses to make the proper decision by analysing the change dimensions with an act of confidence (Becker, 2017). In the first part of this module, we will discuss the importance of CIPD professional map core behaviours for effective HR professional working and we will also discuss the implementation of this map for HR professionals working on a global scale. In the second part, we will discuss the reasons for facing a skills shortage in the UK and the development of the labour market in the country. 
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[bookmark: _Toc109916665]Explaining the importance of CIPD core behaviours for effective HR professionals working in the UK.
The Chartered Institute of Personnel and Development map is a collaborating set of standards which guide those people who work with HR and the purpose of this CIPD professional map is to help inspire a shared professional identity across the firm (Parkes and Davis, 2013). The main focus of the CIPD professional map ion the knowledge and behaviours of employees who need to increase their skills and value in the organisation. CIPD professional map does not tell what to do but this map guides several professional values which can lead to a better decision and enforce the company towards the goal. CIPD core behaviours are ethical practice, professional courage and influence, valuing people, working inclusively, commercial drive, situational decision making, and insight focused which are very significant for effective human resource professionals some of them are described below: 
      
Figure: CIPD Core Behaviours (Hunter-Hill, 2019).
Ethical practice: Ethical practice is very significant for managing the business effectively it enhances the laws by outlining acceptable behaviours and it also promotes integrity among employees in the organisation. Ethical practice in the organisation help to gain trust from the stakeholders and it also helps to gain trust from the customers so that customers become more engaged with the organisation. Ethical practice in human resource management motivates employees to become more dedicated to the organisation and it also encourages employees to increase their productivity in the organisation. 
Professional courage and influence: Professional courage and influence are one of the most important CIPD behaviours which is the ability to influence others in the organisation and to make a challenging decision. Various organisational activities like getting buy-in from stakeholders, making a case for change, and working with line managers are needed to influence others and need professional courage (Thorup and others, 2012). Like for example, if the manager of the organisation has professional courage, he can make any decision effectively and can influence others in the organisation towards the decision. 
Valuing people: Successful leaders know the importance of valuing people in the organisation they can make a change in their minds by valuing them in the organisation because people or workers of the organisation are the main assets of the organisation, and they can make the business successful. The peoples of the organisation are the most valuable assets of an organisation they can drive the organisation’s revenue by motivating them effectively. Employees influence customers they can crime the company's capacity to serve customers so valuing people in the organisation is very significant for the organisation. 
Working inclusively: Working inclusively in the workplace is very significant it is truly a part of the fabric of an organisation and it drives innovation in the workplace. Working inclusive means giving free movement of the employees to their pathway which influences their thinking and their experience and it provides opportunities for innovation and problem-solving capability. To make a change in the product line and to encourage employees' innovative thinking organisations need to give space to walk their pathway. 
Situational decision-making: Situational decision-making means deciding by considering the current situation it is the foundation of good decision-making. Situational decision-making is one of the most important behaviours for effective human resource practice. Situational decision-making creates an alignment with professional principles and values and it also plays a significant role in making plans and processes. The leader of the organisation who can make an effective decision by observing the situation can achieve the goal of the organisation and can make the organisation a successful organisation. 
[bookmark: _Toc109916666]Explaining the implementation of the CIPD professional map to HR professionals working on a global scale regardless of sectors and sizes of organisation 
Implementation of the CIPD professional map to HR professionals gives several advantages to the organisation so various organisation use to adopt this map for organisational development. Adoption of this map in the organisation provides clarity and transparency regarding skills and knowledge and it also helps employees to develop their career and their skills. The various organisation uses this map to build a breadth of skills across the division and to highlight their options to develop the matrix career of their employees. The leader of the organisation uses this map to build their professional credibility by demonstrating their organisation and they align their professional bodies by focusing on this map. CIPD professional map focuses on the knowledge and behaviours of the employees to create values and skills for the employees so that it will positively impact the growth of the organisation (Harrington and others, 2012). By adopting this map organisation can make a values-based decision which plays an effective value in the organisation. the organisation can also drive professional development and can emerge opportunities by adopting this map. This professional map also enables an organisation to take a fresh look at the organisation and the effectiveness of organisational teams. By understudying this organisation can use proper implementation of force to the organisation to improve its performance of the organisation. At the same time, this map also helps to find out precise and insightful ways to build the capacities of the teams and fulfil and motivate the workforce to increase their productivity. This map helps to capture the knowledge and behaviours of the employees which are needed to increase the performance of the organisation and to fulfil the requirements of the employees. To make effective human resources professional organisations need to build and maintain a relationship with internal and external people who are engaged with the organisation. 
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[bookmark: _Toc109916668]Explaining the reasons for facing skills shortages in UK public sectors despite the high unemployment rate.
In the UK business and other public sector organisations faces a skills shortage, they cannot fulfil their vacancies due to skilled and experienced candidates. City and Guide reported that about 56% of the organisations in the UK faces these kinds of the barrier due to enough skilled and appropriate talent for the vacancies. There are various reasons for these kinds of barriers some of them are described below: 
Brexit: Brexit is one of the major factors which influence the supply of skills and talents across the UK. A survey report explained that Brexit is the main barrier to the movement of labours between the continents and the UK which negatively affects the growth of organisations. Brexit visa roles demotivate the movement of employees across the continents and the UK. Brexit emphasises a point-based system where candidates have to fulfil several specific criteria before they start actively looking for a job for this reason people become demotivated to work in the UK and they find alternatives to other EU countries (Cappelli, 2015). For this reason, the UK have to rely on domestic and non-EU candidates to fulfil their vacancies so they cannot find proper skills for their vacancies. 
Coronavirus Pandemic: Coronavirus pandemic is another vital barrier to this crisis it creates uncertainty across the world and it greatly impacts on UK job market. A survey report shows that about one million migrants have left the country since the start of the pandemic and most of them choose not to return to their job. Moreover, during the pandemic government of the UK implement various roles and regulations on the movement of people and social distance maintenance creating a great barrier for the organisation to recruit new staff for the organisation for this reason organisation faces a skill shortage. 
Rising skills gaps: the UK have faced unprecedented skilled shortage during the last ten years because business is finding it increasingly difficult to find appropriate skills for the right vacancies, for this reason, they cannot fulfil their vacancies. Besides business organisations spent about £4.4 billion recruiting staff and arranging training for the development of their skills. They also increase salaries so that skilled people will be interested in the job still they can not fulfil their vacancies in the organisation.
Ageing population: Aging population is another significant factor that is responsible for the labour shortage in the UK. In the UK number of aged people is increasing day by day which is about 14 per day who passed 65. The failing birth rate increases this crisis because when a combination of birth and ageing people do not match it means that there are not enough people to work. An estimation stated that after 20 years working people will decrease 20% in the UK which can impact the working sector of UK. So, the government need to take proper step to overcoming this crisis (Coates and Dutson, 2021).
Skilled shortages in a business organisation affect the business organisation negatively it recurs high prices to remain competitive during this crisis and it also increases salary inflation which negatively impacts the growth of the business organisation. Business organisations can not find enough skilled people for the organisation so they need to hire people from lover level which require more training so that organisation need to spend more money to increase their skills and knowledge. Shortage of skilled people in the market rise recruitment demand in the market and it also reduces the redundancy rate in the market. 
[bookmark: _Toc109916669]Developing labour market to address the skills shortages in healthcare sector professions in the UK
The labour market plays a significant role in determining the economic and social progress of a country. Recently the UK faces several problems in the labour market so they cannot find the right skilled employees for the right position. Health care organisation also faces this barrier so that they cannot effectively serve people that the UK need to identify and discuss the factors which are needed to develop the labour market. 
[image: ]
Figure: Development of labour market (Brunello and Schlotter, 2011).
Training for low-skilled: Active labour market programs help to reduce the risk of unemployment and help to increase the employability of the labour. Training for low-skilled people increases their capacity for work which helps to increase the productivity of the organisation. To increase the skills shortage in healthcare organisations policymakers, need to understand the market failure and need to arrange training sessions for the low-skilled labours which will help them to become employable in the fast-changing healthcare job sectors. 
Improve child care facilities: The government of the UK can motivate people to work by establishing various facilities such as childcare facilities, flexible hours, online working etc. If healthcare organisations can facilitate women by providing healthcare facilities they will be motivated to work and they can play a significant role to reduce the shortage of labours in healthcare sectors. Healthcare sectors can also provide flexible hours for the labours so that they can be motivated to work within their suitable time. 
Encourage immigration: In the UK there is a shortage of working people which impact the country's labour market so the country needs to focus on alternative source of labour. Encouraging immigration can increases the pool of workers in certain sectors and it can fill the shortage of labour in healthcare. 
Flexible Legislations: Flexible legislation can motivate internal and international labours to engage in the UK labour market. Various trade union go with hard legislation which demotivates international employees so trade union need to go with flexible legislation and the UK need to go out from the force of trade union which will give the firms greater flexibility to hire and recruit people (McGuinness and others, 2018). 
[bookmark: _Toc109916670]Conclusion 
The business environment is the overall sum or collection of all internal and external factors that have a great influence on the business. If an organisation can identify and tap the opportunities effectively, it can increase its profitability and can achieve its goal of the organisation. So, organisations need to develop a CIPD professional map for effective management of human resources and working effectively in the organisation. 
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