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[bookmark: _Toc112749183]Executive Summary


In this report the importance of the core professional behaviours as provided by the CIPD profession map for effective HR professionals working in the UK has been explained in detail. It has also been discussed how the CIPD professional map can be applied to HR professionals at a global level irrespective of organisation sector and magnitude. This report also looks into the details of observations depicted in the Labour market outlook released by CIPD in winter 21-22, substantiating views from employers in the UK around open vacancies in various sectors. It tries to explain the reasons for shortage in skills despite high unemployment rates in the public sector. Furthermore, this report identifies and discusses some long-term developments in the labour market that can address the shortfall in skills from a healthcare sector perspective. 
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Human Resource professionals are entrusted with the critical work of analysing how the work environment within the organisation can be improved to ensure a productive workforce and a successful business. The Chartered Institute of Personnel and Development (CIPD) provides an interactive set of standards to guide HR professionals in the form of the Profession Map. In Part 1 of this report, the core behavioural traits explained in the Profession Map are discussed in context of an effective HR professional working in the UK, with a look at how these can be applied globally for any size or sector of organisation. In Part 2 of this report, the skill shortage in the UK reported by the CIPD in its Labour market outlook winter 21/22 edition is focussed upon, looking at the reasons for such shortfall in the public sector, and any long-term remediation that can address the same in the healthcare sector.
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As asserted by CIPD People Profession (2019), the Chartered Institute of Personnel and Development or CIPD profession map is the international benchmarking, or the global standard set for the people or HR professionals. This provides the guidelines for the activities, knowledge and behaviour needed for success. It helps to improve confidence in decision making, implement changes in the business organisation and also develop one’s career. This map provides clarity and transparency about the skill set, knowledge and expertise required in the job role along with exploring the future planning for career development. The benefits can be listed as:

· CIPD maps help in gaining a fresh perspective about the team
Understanding the core competencies of the team members from a critical but fair viewpoint. This enables in motivating the people, working in a more flexible way and creating a skilled workforce.

· Shifting focus from generic practices to value-based decisions
CIPD maps focus on the knowledge and behaviours of the people which has significant impact.

· Ensuring secure future development
The map incorporates all the core values, opportunities and priorities involving the professional standard.










[bookmark: _Toc112749186]The importance of behaviours for effective HR professionals in the UK


There are eight core behaviours to be demonstrated by HR professionals to create value for the people, organisation and society. These behaviours empower the professionals to handle situations and put more emphasis on ethical and evidence-based decision making.

· Professional courage and influence
This involves the personal and professional courage to speak out in cases of anything wrong by holding on to ethics, morality and being fair in any HR related activities despite the opposition or resistance faced in any situation. Communicating with team members, challenging other’s behaviour and taking responsibility for mistakes. The CIPD code for professional conduct aims at maintaining the standards and behaviour under the standards of professional competence and behaviour, ethical standards and integrity, stewardship and professional representation (Davies, 2017). This also involves contributing views and opinions, challenging confidently and being constructive even in adverse situations, proactively developing and leveraging relationships with stakeholders and influencing them. This also includes tailoring the influencing ability and adopting the appropriate strategies to secure commitment within and outside the organisation.

· Ethical practices
Ethical values encompass the moral values based on which the decisions are taken to ensure the right things to be done in the organisation. Ethical practices help in establishing an ethical working culture and improves the morale of the team, also contributes in building good relations with customers which impacts the financial performance of the organisation. Evidence shows that people tend to behave unethically when ethical dilemmas arise. The more one is exposed to such contingencies a pattern of unethical behaviour is observed. Incentives provided can lead to increase in engagement of unethical behaviours. The ethical or unethical behaviours are related to past experiences, and can be predicted and controlled (Cicero, 2021). The ethical practices can be controlled by taking responsible decisions by considering different ethical perspectives, encouraging participation in decision making whenever possible, maintaining a role model and ethical leadership can prove beneficial in promotion of values.

· Commercial Drive
This is a business and customer focused approach committed to delivering values to organisations. The HR professional needs to address the problems, opportunities and risks associated with people.  The commercial drives are mostly controlled by self-oriented motivations (Ruskin, Seymour and Webster, 2016), this exhibits the impact through identifying, prioritising and focusing on the issues of people in the organisation. This focuses on aligning the people and commercial strategies. The commercial drives can be improved by being focused on customers, understanding their needs and creating a culture to enhance the customer value. 

· Situational Decision making
This involves taking effective strategic decisions based on the specific situation and not the one-size-fits all approach. This requires proper assessment and identification of the risks and opportunities aligned to the professional values. It also considers the changing business environment where the behaviour must be flexible and adaptive in nature. The CIPD professional map is designed based on the three aspects. They are basic, special professional competencies and basic behavioural. This model focuses on understanding the situational decision making (Kolot et al, 2022). This involves solving problems, taking timely decisions by considering all evidence relevant to the situation. It also considers different alternatives by balancing the risks and opportunities. Promoting a work culture in recognition of the values and evaluating the impact of this behaviour is important for implementing future practices.
The other important behaviours that must be exhibited by the effective HR professionals are their passion for learning, being focused on insights, working inclusively and valuing people.
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As asserted by Beatty and Queen’s (2019), the HR professional requires a set of core competencies to manage the flow of talent by training and developing people, leaders, team members and also individual performance. As per the HR competency framework by CIPD, the three competencies are core knowledge, specialised knowledge and core behaviour. The eight core behaviour competencies focus on understanding the organisation, commercial aspects and the wider perspective of the world. The CIPD profession maps help in creating a significant impact and focusing on value-based decision making thereby ensuring a positive workplace. This facilitates in instilling a sense of shared professional purpose all over the industry irrespective of the sector. The CIPD maps help to adapt to the changing dynamics of global business. This also helps to create opportunities and ensure that the organisation is maintaining the global industry standards. 
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The CIPD report indicates the future changes in the labour market in terms of recruitment, payments and redundancy. The data provided in the given case study reveals that almost 46% of the employers are facing difficulty filling vacancies, out of which 56% of the crisis situation is observed in the public sectors of the UK. The majority of the hard filled vacancies cases are in the healthcare sectors almost 64% and public sector administrations counting to nearly 52%. This challenging situation is mainly due to the gap between demand and supply of skills. While the demand is increasing with record number of vacancies, the supply is restricted due to the following reasons:
· Post pandemic shortage of labour
The aftereffects of pandemic on labour shortage has been observed in the UK. The pandemic has created a void situation in the labour market with steep decline of the number of older employees and immigrants moving back to their countries. The post pandemic drop in employment is persistent due to the long sick leaves due to high levels of Covid cases in the UK.

· Redundancy
Employers are more concerned about retaining the workforces after the pandemic. The official redundancy rate is low while the future redundancy records are below the pre pandemic situations. Employers are trying to implement retention schemes to overcome the shortage.

· Brexit
As suggested by Sumption (2022), the most criticised policy or outcome from Brexit in the UK had been the new immigration law. In January 2021, the free movement of citizens of the European Union was restricted. Prior to the implementation of Brexit, the citizens were allowed to work without meeting the skill criteria. Even post Brexit immigration system the non-EU workers got company sponsored visas. This created huge discrepancies between the EU and non-EU citizens with restrictive policies for one and liberal policies for the other. The most debatable agenda in the new immigration laws has been on facilitating movement in the areas of shortage particularly in the public sectors such as health and social care services. This had a direct impact on the shortage of skilled workforce in the UK.

· Retirement of old skilled workforce
The UK has gone through the demographic window like most other European countries. This is the time period when the older age group of people increases in proportion to the whole population. It is predicted that by 2050, the ratio of population above 65 yrs to the population between 20 to 64 yrs will increase by 50% compared to records in 2003. The migration policy has been proposed to be a possible solution to reduce the shortage of skilled labour associated with the ageing problem. This shortage also forces the employers to fill the job vacancies with the older employees (Flynn and Li, 2016). The retirement of the old employees is also responsible for the shortage of skills in the public sectors of the UK.
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As per the evidence provided by World Health Organization (2017), the human resource for health is an integral part of the healthcare system of the UK. The availability of resources, quality and performance directly impacts the effectiveness of healthcare. It has been observed that the supply of nurses, physicians and midwives have declined after the pandemic. 
As stated by Tomblin et al (2016), the trends and issues identified by the World Health Organisation or WHO and Global Health Workforce Alliance or GHWA recognised the importance of Human Resources for health. The recent developments and inputs to the human resource of healthcare planning are:

· Ageing populations
It is predicted that the population aged above 65 years will increase manifold over the years. This will give rise to the need of more healthcare units as the older age group will require more healthcare facilities.

· Migration
It is important to consider the reduction of in-migration from outside the country such as concerns for ethics related to international recruitment and also in conditions of surplus workforce.

· Chronic diseases and comorbidities
Results from various research also suggest that there will be an increase in prevalence of multiple chronic diseases in near future. 

· Ageing workforces
It has been observed that one in every three physicians are aged above 55yrs in healthcare. This indicates shortage of labour in future. The strategies are implemented to encourage human resource planning to delay retirement.
· Distribution of resources
This ensures balance of resources so that there is no shortage as well as unused surpluses.

· Technological changes
This has a significant impact on the human resources in healthcare such as mobile apps for monitoring chronic diseases can help in addressing the skills shortages.

· Incentives
The level of active participation increases with incentives in healthcare.

· Change in the pattern of practice
The long working hours must be reduced, and this will help in overcoming the shortage of skill workforce in healthcare.

· Interprofessional education
This supports training on team-based working.
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This report discussed the CIPD profession maps and their significance in people management. The first part of the study explains the eight core behaviours of CIPD and its important role in the effectiveness of the HR professionals. It discussed in detail the professional courage and influence, commitment drive and ethical practice behaviours of the HR as per CIPD. It also described the ways CIPD profession maps can be applied in a global perspective irrespective of the sector. The second part emphasises on the recent crisis of skilled workforce shortage in the public sectors of the UK. This is followed by the discussion on the long-term development of the labour market to overcome the skill shortage specifically in the healthcare sectors of the UK. 
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