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[bookmark: _heading=h.1fob9te]Introduction
Managing people is one of the utmost roles and responsibilities of HR where the HR professional is required to manage employees while fostering professionalism. The following report is divided into two parts where the part I talks about the importance of core HR behaviours in accordance with CIPD profession map and discusses the application of map at global level. In part 2 the report explains the reason for  facing skill shortages in the public sector of UK and furthermore identifies the labour developments to to mitigate the risk shortages. 




[bookmark: _heading=h.3znysh7]PART 1
[bookmark: _heading=h.2et92p0]“Explain how important these behaviours are for effective HR professionals working in the UK”
HR behaviours are the utmost characteristics traits of HR professionals that determine their effective functioning of roles and responsibilities. It is the actions of HR professionals that they possess and use it in every potential functional area. However, according to the CIPD professional map there are a set of HR behaviours which act as guidance to those working as a HR profession. The map suggests that it is important for the HR professionals to function in accordance with the HR professionals. The world of HR industry is exploring to improve the working lives of organisations and in challenging situations in which the set core behaviours act as guidance to the HR professionals. Upon these, core behaviours come into existence which outlines the effective HR professional in an uncertain professional world. The core behaviours in the CIPD professional map has been outlined through academic research and from feedback from industry professionals 
There are eight core behaviours which have been outlined by the CIPD offering the professions with a strong foundation for effective functioning of the professions. The map outlines the eight core behaviours which empowers the HR to create value and determines the professionalism of the HR (CIPD, 2022). Behaviours are very important for the effective HR professionals as it is through the behaviours of HR professionals the organisation success depends as well as the HR understand the criterias for the effective functioning. Ethical practice is one of the core HR behaviours which suggests that ethics in HR ensures that with the structures like learning and development (L&D) and retention efforts places the organisation in a good position where HR follows the basics ethics. It is important because it suggests that HR are ethically responsible for promoting and encouraging fairness and employees to reach their potential manner. Professional courage and influence, one of the behaviours that is about having courage to speak up during the times of decision making and is also regarded as the critical behaviours for a HR professional. This is so because it is important for the HR to act in a professional way while having courage to stand up and practise with moral courage. Valuing people as the behaviour of HR says that HR are required to value employees which would help in the retention of employees which all together is effective for the HR professionals working in the UK. Through fostering this behaviour of HR are required to empathise with people and lead them towards progress. All the core behaviours revolve around the set of behaviours which determine the effective working of HR professionals in the UK. Working inclusively, Commercial drive, Passion for learning, Insights focussed, Situational decision making and the above stated core behaviours of HR drives the HR professionals to follow and work accordingly while evoking the sense of these behaviours while working in the UK (SMITH et al., 2022). Hence, all the core behaviours as developed by CIPD profession map are important because all these behaviours must be considered by the HR in order to work effectively in the UK. 
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Fig 1 (CIPD Profession Map)
Source (CIPD, 2022)
[bookmark: _heading=h.tyjcwt]“Explain to what extent that this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations”
CIPD profession map is a concept where it has a set of standards which act as a guidance to those who work in the HR industry which always are developing and improving in the world of work. The map sets the international benchmark for the people profession where the principles and guidelines developed in the map are and can be applied to any HR professionals irrespective of size of the organisations. This is so because the guidelines are meant for every HR professional which are non-discriminatory and non-racists where it is used by every HR professional in order to make decisions, act in a professional way, perform effectively and progress in a career.  The map can be used to a larger extent where it can be applied or fostering in every organisation for HR professionals as it is through the guidelines set the HR professionals have the ability to function effectively and maintain professionalism within the organisation (Rees et al., 2022). Since the primary objective of CIPD map is to determine what's best for HR professionals which helps in the effectiveness of HR professionals as well as of the organisation. However, the map can be used at a global scale by HR professionals which act as a guidance for the HR while leading them towards career development.  
It is said that majority of HR professionals around the world have that uncertainty in their HR behaviours, maintaining professionalism where they often tend to work or function without knowing the best principles that are required for the effective functioning of the HR professionals which drives them to make poor decisions making and in poor performance of the HR`s professional. Thus, to combat these kinds of uncertain situations CIPD profession map has been developed which is revamped for the 2020 and is applicable for all the HR professionals for all range of HR professionals and organisations across the world (Gold et al., 2022). HR professionals from all across the world including the UK irrespective of organisation are required to follow the set of standards which determines the effective functioning of them which consequently leads to progressive organisation. The map does not suggest what should be done and what not but instead guides the HR professional through a number of professional values which can lead to better decisions in any uncertain situations. Each value set in the map is applicable for a practical approach where it helps to guide professionals, organisations as a whole towards the successful future. The mapped framework allows the HR professional coming from around the world regardless of the scope of organisations that aids them to build a sense of professionalism that is needed to create and develop positive change within the workplace. During the uncertain times where emerging or hired HR professionals tend to work unknowingly while being unwittingly of the standards of HR, thus on those scenarios the map aids them while making them understand about the HR professionals (Ciuk et al., 2022). Hence, it can be said that the map is applicable to every HR professional regardless of the size of organisations around the world.  







[bookmark: _heading=h.3dy6vkm]PART 2
[bookmark: _heading=h.1t3h5sf]“Explain why do public sector in the UK is facing skills shortages despite the high
Unemployment rate”
The United Kingdom has had an employment rate of over 75% in recent years. Despite having such a high employment rate, the UK is facing a certain skill shortage. Over half of the UK businesses are experiencing the shirt of requisite skills.53% of the public sector employers in the UK are confronted with greater difficulties regarding that. The reason behind the skill shortages is not a single one; rather, there are multiple reasons behind the scarcity of talent in organisations, especially in the public sector organisations in the UK (Brunello and Wruuck, 2019). 
The Covid 19 pandemic might be referred to as one of the reasons behind the sudden shortage of skills and talent in the public sector. As the pandemic was sweeping through the entire nation, many the individuals were forced to leave their jobs and as a result of this, 1.3 million individuals lost their jobs (Faraj et al., 2021). The sedimentary life of the jobless individuals was stripping them of the necessary skills and knowledge. The layoffs in the public sector also forced some of the employees to change their jobs as well as the industry. Especially the employees who were on contractual jobs and decided not to join the sector gain. Post the pandemic when employers were looking for talented employees, they were not able to fulfil the gaps as per the demands. 
Apart from Covid 19 induced pandemic, the ageing workforce in the United Kingdom can be termed as one of the most prominent reasons behind the shortage of skills. The research found that approximately one-fourth of the total employees were over the age of 50 years. With the growing need to upgrade the workforce with the help of new and modern technology, there is a reason to provide them with the appropriate training. Often the talent shortage has a direct link with the lack of proper training and development programs. As line managers and leaders are not prudent enough to lead the workforce in the right direction, they have to look for new candidates to fill up the vacant place. On the other hand, the students are spending a higher amount of time on their education or earning high degrees. They are of the opinion that higher education will make them employable in the contemporary world. On top of this, young professionals are more inclined to expand their careers in the private sector. Especially in the public healthcare domain, there is a serious shortage of skilled employees (Akomah et al., 2020). As per the latest news, there is a shortage of almost 12000 medical professionals. As a result of this, the quality of treatment in these institutions is suffering to great extent in recent times.  As per the NHS digital statistics around 47000, nursing vacancies could not be filled up due to the lack of requisite skills. After researching extensively on the reason behind such a genuine shortage of doctors and nurses in the NHS, the lack of advanced language skills of overseas nurses has been counted as one of the reasons here (Oliver, 2022). 
Apart from the above-cited reasons, Brexit, the expectations of the employees for an enhanced work-life balance and the poor economic scenario is also responsible for the skills shortage in an implicit manner
[bookmark: _heading=h.4d34og8]“Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK”
It is evident that the UK has been facing a tremendous shortage of the workforce in recent years. During the Covid 19 induced pandemic, the government was not able to take active steps to curb this within a short period of time. However, once the Covid situations were under control the government of the UK promised that by the year 2030 the government will be providing the required training and development sessions to the employees who will be newly hired in the company.  The government has been taking immediate steps for the funding of the courses which will be helping in building up the skills of the employees in the various colleges and universities. The creation of a new data hub is also going to help in the process of meeting the skill gaps. In the contemporary world, there is a genuine need to inculcate the need for digital skills in order to boost the performance of the workplace and help them proceed smoothly in order to meet the short-term and long-term, goals of the organisations (Colombo et al., 2019). The Department of Education, the UK will be taking initiatives to provide importance to the aspects of proficiency building amongst the students. The researchers have clearly found that grace has been a huge gap between the skills which are being taught to individuals and the skills which as being sought by employers. Due to this reason, although the individuals are possessing great degrees there are a genuine gap in skill development among the individuals. Often the cost of training is too high for the public sector and as a result of this; they are not sbl4 to provide proper training to the existing employees (CIPD, 2022). In the three-year plan as delineated by CDDO, the UK, the government is planning to improve digital skills across the various public sectors especially the civil service and the healthcare domain. The focus is on building up the internal capacities and talents within both the existing workforce and providing induction training to the employees who have recently joined the organisation. The civil servants at the Home office have also relied on the various data challenges in the public sector and addressed them in partnership with the “ecosystem of suppliers”. 
[bookmark: _heading=h.2s8eyo1]

[bookmark: _heading=h.17dp8vu]Conclusion
As per the CIPD guidelines, the core skills and practices required by HR professionals in the contemporary world have been delivered in a practical manner. The feasibility and efficacy of these guidelines have also been portrayed herein. The various aspects of the shortage of skills and the mitigating steps by the U government have also been delineated in this assessment report. 
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