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[bookmark: _Toc112867869]Introduction (The Evolution of HR)
Some experts define Human Resources (HR) as the last “bastion of bureaucracy” (Heathfield 2021). Historically, HR professionals' role has been to "serve as systematising, policing arm of the executive management" (Heathfield 2021 Para. 1). Specifically, the role of the HR was more aligned with administration functions and mainly involved a lot of paperwork. The key reason for this was that many HR professionals came from either the administration or finance department. Apart from administration and finance roles, the HR managers also focused on hiring and paying employees. Fast forwarding to the beginning of the 21st century, the roles and functions of HR managers have significantly transformed. The modern HR manager is more of a strategic partner, employee sponsor, and change advocate (Ulrich et al. 2009). Ulrich et al. (2009) argued that successful HR professionals lead their organisations in essential areas such as organisation development, championing for employee wellbeing, strategic utilisation of employees to meet organisational goals, and talent management and development. As strategic partners, change champion and advocate for change, modern HR managers require advanced skills, principles, behaviours, principles, and knowledge to achieve their goals. 
[bookmark: _Toc112867870]Important Behaviours for HR Professionals
The CIPD Profession Map is a critical reference point that HR managers can compare their day-to-day operations with professional standards. At the heart of the CIPD Profession Map is the core purpose of people professionals; which is championing better work and employees’ work lives (CIPD Profession Map 2021) (see Figure 1).
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Figure 1: CIPD Profession Map
Regarding people’s professional behaviours, the CIPD Profession Map provides clarity and transparency regarding the ways of thinking and acting required to be considered a competent people professional. These behaviours include valuing people, ethical practice, professional courage and influence, passion for learning, and working inclusively, among others (CIPD Profession Map 2021). These behaviours have been designed after extensive research and per several regulations. 
For instance, working "inclusively behaviour" aligns with the UK's Equality Act 2010 regulation. In specific, the Equality Act 2010 protects people from discrimination in their places of work as well as the wider society (www.gov.uk 2015). This act replaced the previous anti-discrimination law, which was viewed as complex and difficult to understand as it contained different clauses such as the Disability Discrimination Act 1995 and Race Relations Act 1976. After 2010, the Equality Act 2010 applies to anyone subjected to any form of unlawful treatment. That means that for an HR manager to excel in the UK market, he must ensure that every stage of the employment lifecycle is characterised by equality and fairness of the highest degrees.
 Every competent and successful HR manager is aware of the #MeToo movement, which began with allegations of sexual harassment across the UK and the US entertainment industry back in 2017 (Winckworth Sherwood LLP 2021). The #METOO movement and allegations around it indicate how working inclusively, ethical practice, and valuing people are essential in the modern global market. HR Managers should understand that discriminating against employees in any way can land their organisation in trouble. Ethical practices such as equality boost employee satisfaction, improve the company's image and help the organisation attract top talents. 
[bookmark: _Toc112867871]The Extent CIPD Profession Map Could be Applied to HR Professionals with Global Scale
However, it is important to understand that this practice is not limited to the UK market alone. Many employees in the current global market are seeking organisations where good practice is rooted in their daily operations. In fact, HR professionals across the globe working in small or large organisations should take advantage of the CIPD Profession Map to sharpen their knowledge and skills as well as align their behaviours with CIPD recommended standards. For instance, the leaders working on a global scale can utilise CIPD Profession Map to improve their diversity and inclusion by hiring from different places across the globe. Additionally, HR professionals working on a global scale should understand that rules and regulations vary from one country to another. 
In regard to that, the HR professionals should uphold the highest professionalism in all countries, even in those that have loose rules and regulations regarding good work. The leaders can also refer to the CIPD Map in areas where they feel lost or in countries where there are no rules regarding good practice. In specific, referring to the CIPD Professional Map can help them weigh how they are fairing in different areas and develop initiatives to improve where they are failing. Evidently, one of the greatest human weaknesses is a generalisation. For instance, we have different cultural stereotypes about different communities across the globe, and this may significantly jeopardise our judgement and decision-making. The situation is more-tricky for business leaders because their actions may significantly impact the image of their organisations. Hence, it is important for business leaders, particularly HR managers avoid stereotypes from jeopardising their decision-making. One way to achieve that is by adopting the evidence-based practice.
 Additionally, HR managers can also use CIPD Profession Map Core knowledge to learn people's behaviour and create the right organisational culture that suits them. Additionally, as highlighted earlier, HR managers are pioneers for change. The CIPD Profession Map reminds HR managers that they should pioneer change in areas where things are not going well or where things do not align with their organisation's goal. Concerning that, the international market is complex and diverse, and what works in one area may not work in another. Hence, it is the role of the HR managers to assess the available resources and make necessary adjustments. In conclusion, good HR Professional behaviours are essential for the success of any company. In specific, good behaviours bolsters employee morale and satisfaction and increase productivity. HR managers can utilise the CIPD people profession to check and adjust their professional behaviours and practices. 
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[bookmark: _Toc112867873]Skills Shortages in the UK Public Sector
The CIPD Resourcing and Talent Planning Survey Report (2021) states that despite the growth of unemployment during the pandemic, there is increased competition for well-qualified talents across the UK market. Most of the people interviewed during the CIPD survey associated COVID-19 and Brexit with the reduced supply of well-qualified talents. The report adds that employers across the UK who attempted to hire top talents had a difficult time attracting suitable candidates. However, it should be noted before the pandemic; the UK economic outlook appeared positive despite uncertainties associated with Brexit. Actually, the UK has reached its lowest unemployment level since the 1970s. However, the market took different shifts during the pandemic, with unemployment levels skyrocketing. Claire McCartney, senior policy adviser, associated the rampart drop of qualified talents with the emergence of hybrid working, the rise of e-commerce, as well as the impact of Brexit (CIPD Survey 2021).
 Due to these developments, the recruitment intentions across the UK remain high, with the public sector being the worst hit (Labour Market Outlook 2022) (see Fig. 2). The survey further reported that employers had 46% hard-to-fill job vacancies, which was similar to last quarter. The situation was much more difficult for employers with job vacancies as the figure stood at 76%. In specific, the hard-to-fill job positions were more common in the UK’s healthcare sector (54%) while voluntary and education followed closely with 49% each (See Fig. 3). The two figures (2&3) provide a very interesting insight. One of the key conclusions drawn from the two figures is that the public sector is the worst. It is thus critical to assess the key reasons why the public sector has very many hard-to-fill job positions.
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Figure 2: Recruitment intentions by broad sector (source: UK labour outlook survey)
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Figure 3: Employers with hard-to-fill job positions
The CIPD Labour Market Outlook (2022) highlighted two critical findings. The first finding was the huge response disparity between the private sector and public sector employers in regards to recruitment and retention. For instance, most private sector employers responded that they were willing to increase the basic pay to attract top talent and increase retention. On the contrary, the public sector employers were reluctant to identify basic pay increases as a means to attract top recruits and retain employees. Similarly, the public sector did not recognise other employee benefits as a means to attract and retain top talents. (CIPD Labour Outlook 2022). Arguably, these could be the key reasons the public sector is experiencing difficulties attracting top talents. 
The roots of these challenges can be traced to the complex policy implementation in the public sector. Unlike in the private sector, where decision-making is efficient and quick, introducing a new policy such as a new remuneration structure may be complex in the public sector. Managers in the public sector have to engage with different government agencies, and sometimes the issue has to be discussed in the parliament, and this may take a lot of time. On the other hand, HR managers in the private sector only need to engage senior managers and the CEO before such an issue is resolved. Additionally, changes in the public sector may attract political opposition, and this may slow the decision-making process. Lastly, employee engagement in the private sector is way higher compared to the public sector. That is to say, the introduction of employee benefits in the public sector may be inaccurate and ill-timed due to a lack of employee engagement. 
[bookmark: _Toc112867874]Long-term Labour Market Developments to Address the Skills Shortages in Healthcare Sector Professions in the UK 
Market development can be defined as a growth strategy that entails selling your products or services to a new client base (Nibusinessinfo.co.uk 2022). Still, on the same, airfocus.com defines “development strategy” as a growth strategy put in place by organisations to introduce new products or solutions to target audiences they have not yet reached (Airfocus.com 2022). In reference to the definitions mentioned above, the long-term "market development strategy to address skill shortage for the healthcare sector" in the UK refers to new solutions to attract and retain top talents. As highlighted earlier (Fig. 3), the UK's healthcare sector had the highest hard-to-fill job vacancies in the UK (53.8). Actually, that is a situation that should worry everyone, given the role played by the UK's healthcare sector in combating the COvid-19 pandemic. According to Denis Campbell of the Guardian, the number of unfilled posts across the health services in England alone rose to 110 192 (Campbell 2022). The shortages included 39 652 nurses and 8 158 doctors (Campbell 2022) (also see Fig. 4).
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Figure 4: Vacancies for NHS Doctors in England alone as of December 2021 (Source, Campbell 2022)
The above findings (Fig. 4) call for an immediate response. One way to attract and retain talent in the UK is by matching employee remuneration and benefits with the private sector (see Fig. 5 for the disparity). The CIPD Labour Market Outlook (2022) is a list of top changes in pay and benefits planned in the next 12 months in response to recruitment and retention difficulties (see Fig. 5). The UK healthcare sector can borrow from these findings and incorporate them in their long-term plan to increase recruitment and retention. From Fig. 5, the public sector (which includes the healthcare sector) shows little effort to increase employee benefits and remuneration. For these reasons, healthcare professionals, including qualified doctors and nurses, will definitely choose the private sector over the public sector. One way to avoid that is by increasing pay, introducing new benefits, and improving the existing ones. 
One of the benefits that should be included in the package is flexible working arrangements. Evidently, flexible working work arrangements are unavoidable in the current global market. According to CIPD Factsheet (2022), more action is needed to increase the uptake of flexible working arrangements. While Covid-19 pushed many people to work from home, around 44% of employees did not experience working from home. However, the CIPD Factsheet found that over 76% of employees agree it is vital that people who can't work from home be awarded other flexible working arrangements. Additionally, the healthcare sector should develop long-term employee training and development plan. Actually, training and development provide an opportunity for the UK's public healthcare sector to adopt telemedicine and virtual health care fully. 
[image: ]
Figure 5: Planned changes to pay and benefits in the next 12 Months in response to recruitment and retention difficulties (%). 
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Figure 4: Recruitment intentions, by broad sector (%)
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Figure 7: Employers with hard-to-fill vacancies, by industry (%)
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There are currently 8,158 vacancies for NHS doctors in England with the
shortest supply in the Midlands
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