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[bookmark: _Toc112217938]Effective HR Professionals Working in the UK based on behaviours of Current CIPD Professional Map
Human resource (HR) is an ever-evolving profession that requires practitioners to continually develop and enhance to ensure they possess the needed skills, knowledge, and behaviours (Hook & Jenkins, 2019). These professionals need certain skills and knowledge to enable them to remain relevant professionals in the modern workplace. A CIPD professional map is a tool developed to assist professionals in remaining relevant (Taylor & Woodhams, 2022). A CIPD professional map acts as a guide for all professionals in the human resource industry. The map contains the skills, knowledge, and behaviours that successful HR professionals must possess. Additionally, the professional map comprises ten professional areas and eight behaviours classified into four bands of professional competence.
The current CIPD professional map plays an integral role in providing guidance at the individual and organisational levels. Besides, the CIPD professional map is used for planning and development appropriate behaviours. Тhe map highlights a new experience that creates and ensures that individuals are on the right track to developing value (CIPD, 2021). The professional map includes the actions of a successful HR professional whereby they do tasks in different aspects of the profession while describing the ways of sustaining knowledge and actions. In the current professional map, HR qualifications focus on the dynamic landscape of human resources and learning and development. The professional map outlines the values, knowledge, and behaviours concerning the professions in the modern world while assisting professionals in succeeding in their careers. The new qualifications provide HR professionals with the tools needed to deal with the challenges they encounter in the workplace. 
	As highlighted in the CIPD professional map, the effective HR professional should maintain ethical practices. Ethical values provide moral direction by which HR professionals should live their lives and make decisions. How they make decisions significantly impacts other people and organisational reputations (CIPD, 2021). Professional courage and influence are also important for an effective HR professional since it implies having the courage to speak up when it is the right thing to do despite the opposition and resistance. This calls for communication skills and the power to influence others in different situations. To demonstrate this behaviour effectively, human resource practitioners must build relationships with others to understand their needs and concerns. 
	An effective HR professional also needs to value people, as demonstrated in the current CIPD professional map. This means putting people at the centre of every approach with compassion and fairness. Effective practitioners must create a sense of shared purpose and offer people influential voices on issues that affect their lives (CIPD, 2021). The CIPD professional map has also discussed using customer-focused techniques by showing commitment to delivering results in an organisation. Effective HR professionals working in the UK must demonstrate value for business and people.
One of the behaviours that have been addressed in CIPD is diversity and equality, especially during COVID-19. Diversity involves acknowledging and valuing other people's differences at the workplace, allowing them to contribute fully to organisational success. Diversity is known to be of great importance to an organisation. According to Hook and Jenkins (2019), diversity and inclusion should focus on people's well-being instead of economic optimisation. Syed and  Özbilgin (2015) emphasize that organisations that do not have employment practices that promote equality and diversity are unethical and immoral. HR professionals should always build and maintain an inclusive and diverse workforce (Hook & Jenkins, 2019). The behaviours described in the current professional map allow HR professionals to be mindful of the specific needs of different individuals. The professional map allows the professional to understand the actions that would directly or indirectly discriminate against any person because of characteristics such as disability, sex, or age (CIPD, 2020). Maintaining inclusivity and diversity has been considered important for HR professionals, especially during COVID-19. 
These behaviours outline what makes an effective HR professional in the changing and uncertain work environment. They have been identified via feedback from different professions and academic research. Thus, these behaviours represent a major shift for HR professionals focusing on evidence-based and ethical decision-making. 
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[bookmark: _Toc112217940]Global Scale Regardless of Sectors and Sizes of Organisations
The current CIPD professional map elucidates how human resource adds value. It is designed by generalists and specialists working in the United Kingdom and internationally across public, private, and third sectors. The design is applicable and relevant to all HR professionals operating globally, in all industries, regardless of the size and shape. Its main purpose is to capture the skills needed for successful and effective human resources (CIPD, 2021). The four aspects in the CIPD relate to the professional competencies defining human resource professionals' contribution to each stage of the HR career. The CIPD sets international standards for all HR professionals by defining the skills, behaviours, and knowledge that all HR professionals in all organisations should possess. 
	The CIPD map explains how HR adds sustainable value to its operating organisation. It outlines the highest standards of competence to deliver performance in an organisation. Based on and driven by research as well as a partnership with human resource professionals globally, with all types of organisations, the CIPD captures what effective and successful HR professionals deliver in all aspects of the profession (Taylor & Woodhams, 2022). By covering ten professional areas as well as eight behaviours, classified into four competence bands, the CIPD encompasses all levels of the HR profession. The first band covers the beginning of the HR career, while band four covers the most senior leaders. 
	The CIPD sets the international standards for the HR professional. It is the basis of internationally transferable standards that deliver value in all organisations irrespective of the market. The global standards are developed in conjunction with the technical and local human resource standards. It is important to note that human resource practice is situational since organisations focus on specific professional areas based on specific challenges (Taylor & Woodhams, 2022). These challenges originate from organisational needs or market conditions. Without the CIPD profession map, HR will be considered to speak at a technician level. Therefore, the map helps define HR as an applied business driving business strategy and organisation performance. Ultimately, CIPD helps to define, develop, diagnose, and recognise HR for organisations and individuals across the globe. 
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More than half of the United Kingdom's businesses are experiencing a skills shortage. Business leaders of medium-sized businesses in the country have experience a skills shortage that may cause significant threat to their growth. The Office of National Statistics (ONS) has reported that the UK vacancies had a high of 1.2m signifying that organisations are experiencing challenges filling the positions. According to a report issued in 2019 by the Learning and Work Institute, the UK skill shortage is likely to cost the nation approximately £120 billion by 2030 (Melville & Bivand, 2019). It is also anticipated that there will be a shortage of about 2.4 million highly skilled individuals and an oversupply of about 8.1 million individuals with conventionally low skills (Melville & Bivand, 2019). Although the private sector is experiencing a skills shortage, the percentage of employers experiencing hard-to-fill vacancies is prevalent in the public sector. Several factors are attributed to the skills shortage in the UK public sector. 
One factor that has affected the demand and supply of skills in the public sector is Brexit. Brexit has restricted the free movement of labour between countries signifying that the UK public employers cannot fill the gaps in their workforce with employees from the European Union. Public institutions and business organisations have blamed Brexit for the current skills shortage, arguing that the lack of regional talent is affecting their ability to recruit the right employees (CIPD, 2021). Particularly, the new visa rules are making it difficult for EU people to apply for jobs in the UK. New strategies, such as points-based systems, require job applicants to meet certain criteria before starting working in the UK. In result many job seekers in the EU become reluctant to search for jobs in the UK and actually remain seeking opportunities in other nations or go elsewhere in Europe. 
COVID-19 has also caused uncertainty in the labour market. The border closures, lockdowns, and high redundancy rates have led to the current skills shortage in the labour market. The public sector is experiencing a mismatch between the skills of the people losing their jobs and the people needed (CIPD, 2021). Many people have left the UK since the pandemic, and many do not intend to return to their jobs. The social distancing directives have made it difficult for institutions to hire new staff to fill the vacancies. 
The other cause of skills shortage in the UK public sector is job dissatisfaction. Job dissatisfaction is the negative feelings about the work environment. Job dissatisfaction in the public sector is caused by overworking, poor working conditions, and lack of recognition (Hook & Jenkins, 2019). When employees in the public sector feel that their professional growth has stagnated, they tend to quit their jobs. Employees' happiness is determined by how they are treated at the workplace. Small things like offering a flexible schedule and recognising their hard work make the difference. When there is job dissatisfaction, employees leave their jobs, leading to a skills shortage. 
Low morale levels have also been associated with a skills shortage in the UK public sector. The importance of employee morale cannot be underrated. Morality affects employees' performance, productivity, and quality of work life (Hook & Jenkins, 2019). Worker morale is an incomparable determinant of organisational health since its efficiency and performance depend on it. One of the indicators of low morale in the public sector is a labour shortage. The low morale is causing employees to lose interest in working for public institutions, turning to the private sector, where employee motivation is high.  
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 One way the healthcare sector can address skills shortages is by focusing on training. Typically, the healthcare sector receives many applications, but only a few fit the job description required by organisations (Hook & Jenkins, 2019). Healthcare organisations can consider hiring people with relevant skills and offer training to address gaps in their knowledge. The approach helps the institutions grow faster rather than remaining understaffed for a long time. Additionally, employers in the healthcare sector need to provide more opportunities for promotion and development. Employers can benefit from informal and formal development and training to develop the skills they need to perform their jobs (Hook & Jenkins, 2019). The training programs ensure that the employees are competent in performing their tasks. Employers should also inform employees of progression opportunities and signpost them to relevant kills outside the work environment. More resources can be channelled towards employees, like self-assessment tools that assess employees' employability and offer customised training programs. 
Low wage is the most significant reason employees do not find some organisations attractive. While healthcare organisations should manage the workforce investment effectively, they should also consider the cost associated with low wages regarding difficult hiring staff, additional training costs, and high turnover (Hook & Jenkins, 2019). When these costs are considered, healthcare sector employers may realise they can afford a Real Living Wage. Besides increasing employees' wages, employers can go a step further to improve workers' well-being. For instance, organisations can provide benefits that increase the purchasing power of low-wage workers. Benefits such as occupational sick pay as well as bereavement leave can also be included in the benefits to protect employee earnings. 
Healthcare organisations can also improve their recruitment methods. Usually, healthcare organisations are constricted to a few recruitment approaches and techniques. Most organisations depend on recruitment consultancies. Only a few organisations have in-house strategies that engage with potential recruits through word of mouth or by building connections with educational institutions. Employers in the healthcare sector need to widen their recruitment approaches by ensuring that candidates have the required skills to fill a position (CIPD, 2021). Moreover, focusing on strengths-based recruitment helps to match potential candidates with the right aptitudes. It is also important to have job descriptions that are categorised into "nice-to have" and "must-have experience and skills to prevent individuals from losing employees with critical skills. 
The other area that needs to be improved is inclusion and diversity. Many job seekers have shown their interest in working for organisations that value inclusion and diversity. Therefore, healthcare organisations can attract skilled staff by focusing on this area. Consequently, organisations will need to change to attract and recruit a wider array of candidates to attract a diverse workforce. Furthermore, flexible working schedules can also attract and retain a diverse workforce. The flexible working arrangements are attractive to both young workers as well as older workers.
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