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[bookmark: _Toc109744579]Introduction
CIPD stands for chartered institute of personnel and development which is a professional human resource management organization. The CIPD professional map is a set standard for those who work in human resource management and have the responsibility to bring improvement and development to the place of work. It helps the HR professionals and the organizations to maintain a standard and values in the overall country of the UK. The map helps to provide the HR professionals guidance to make better decisions in any situation (Mayne, 2022). 
The purpose of the study is to discuss the importance of the core behaviours of the CIPD professional map in the UK and to determine the extent this map can be used in HR professionalism for effectiveness in any scale and size of business globally. The study also discusses the impact of the UK public sector’s skill shortage. The study further discusses the labour market development to address the skill shortage in the health sectors of the United Kingdom. 
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a) Importance of these behaviours for the effective HR professionals working in the UK:
Ethical practice: Ethical practice is important for the human resource professionals to implement in the organizations as it builds the trust of the people in the organization, and it provides the organization with the right human resource according to the needs (CIPD People Profession, 2022). For example, Deloitte HR professionals practice the culture of providing ethical and fair opportunities in the company which delivers the outstanding value of high productivity, motivation, and employee engagement by the HR professionals (Deloitte, 2022). 
Professional courage and influence: These are an important element in the core behaviours of CIPD profession maps as it determines the ability to influence and act against any decision and actions that are not appropriate for the organization. Effective HR professionals need to work as the role of HR is to facilitate appropriate human resources to have innovation in the organization (CIPD People Profession, 2022). 
Valuing people: The map states the value of people as the core behaviour of the HR professional for its effectiveness. Bringing the people's perspective to the business and valuing them is an important element for the success of human resource personnel in the organizations (CIPD People Profession, 2022). 
Working inclusively: Promoting inclusive working plays an important role in the success of human resource management as it helps to prove value to each member of the organization. It also helps to build unity and teamwork in the organization and provides innovation and ideas to the organization (CIPD People Profession, 2022).
Commercial drive: It refers to the process of applying a customer-focused approach in the process of human resource management. Human resource management needs to adopt the customer-focused approach because the success of any business lies in the amount of satisfaction provided to the consumers. The commercial drive behaviour approach of the CPID helps the HR professionals to manage the human resource to meet the needs of the consumers (CIPD People Profession, 2022). 
Passion for learning: The human resource management or the human resource professionals in the organization should have an approach to the people to facilitate continuous development. This behaviour is important for the effectiveness of human resource management as learning and development opportunities target the most appropriate human resources because people who are passionate about the work always want to learn and develop (CIPD People Profession, 2022). For example, Tesco has implemented training and development as the key strategy in human resource management that enables the HR professionals to acquire effective human resources for the company. Tesco Academy helps to build valuable development and knowledge in the human resource of the organization which makes it the most innovative company (Tesco-careers, 2022). 
Insights-focused: It is a process through which the HR professionals learn about the behaviour of the employees in the business organization and learn about the human resource requirement of the company. This core behaviour of the CIPD professional map is important as it helps the HR professionals to understand the nature and scale of the challenges to facilitate better decision-making (CIPD People Profession, 2022). 
Situational decision-making: It is important as it helps the HR professionals to build the ability to learn the insights of the employees to hire the best human resource for the required situation. It makes the process more effective with the ability of HR to be thoughtful, flexible, and creative to meet the needs of the business (CIPD People Profession, 2022). 
Furthermore, CIPD adopts the Profession Map to provide details and visualization on the knowledge, skills, etc., that we require in all positions, also if applying a profession map in work we can opt for better decisions and outcomes as well. Another benefit is that the Profession map can give us more confidence and progress in our careers. The structure of the Map we can see below and in the next part, I discuss about it. 
[image: ]
Fig.1 CIPD Profession Map, Source: (CIPD, 2021)
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The CIPD professional map has been newly designed to reflect the changes occurring in the global place of work, their priorities, and the professionals of human resources. The workplace is facing a speedy change with the introduction of new technologies, changes in the demographics etc. The map has been made in a way to meet the professional need of professionals and innovation in the place of the work to bring the human resource for future fit. The CIPD members consulted with partners from around the world and different leaders of different organizations of different sizes and scales to develop the current professional map. The map is created with a focus on value-based decision-making rather than the generic process of human resource management. The professional map provides important for the HR professionals as the heart of the growing business organizations. The map involves the importance of building trust and confidence of people in the organization to involve them in the strategic goals, vision, and purpose of every organization. The map is used by a wide range of HR professionals and organizations to boost their HR capabilities in the team, individuals, roles, and degree of organization. The map is designed to meet the requirements of all the HR professionals regardless of the professionals being specialists or generalists in any field of human resource management. The map focuses on individual development regarding learning about the profession, preparation of interviews, planning, etc. The map focuses on the human resource of the different organizations regarding developing the career pathways, behaviours required for the success of the organization, identifying the capabilities of the team, building the profile of role, building competency framework, identifying the place and need of development, the building of development programs in the organizations etc in the different organizations irrespective of scale and sizes. The map consists of principles and behaviours that influence the individuals and organization functions that can be applied everywhere as common in the new evolving business organizations. Therefore, the design and principles of the map apply to all extent in the organization in any part of the world and of whatever size and sector of the organization (Gorka, 2017).
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[bookmark: _Toc109744584]a) The public sector in the UK is facing skills shortages:
From the research, it is found that 91% of business organizations in the UK are facing a shortage of skilled employees in the organization. The organization has been facing huge difficulties to find the appropriate skills for employees for more than 12 months. There are more than 1 million job vacancies available in the UK for not have the right skills in the people. One of the reasons for the shortage of skills can be said to be the contribution of lack of compatibility and similarity between the retaining rates and turnovers (Ball, 2022). There have been estimated to be 1.25 million vacancies in the labour market of the UK. The recruitment standards are also at the highest level; the reason can be the highest level of economic recovery after the breakout of the pandemic. There is also a low number of applications received with the required skills which is also the main reason for the shortage of skilled employees in the organization despite having several vacancies. There is variation in the skill shortages in the different regions of the UK as it is not a homogenous labour market. Brexit and covid -19 pandemic are also said to be an important factor for the skill deficiency in the public sector of the UK as significant numbers of semi-skilled and skilled human resources were lost from the UK during this period. It is resulting in a huge challenge for recruitment of skilled workers in sectors like health care, traders and construction, technology industries, life science etc. There is a change in the kind of skills requirements in the workplace due to the impact of covid-19 and the establishment of technology in the modern workplace is one of the reasons for skill shortage in the UK. Another reason is the attractive and high salaries and packages offered by the private sector that the public sector does not provide to the employees which is a demotivating factor for the skilled workers choosing the public sector as they have restricted budgets and constraints in the salary bands. The recruiters of the public sector do not provide the workers with the idea about the importance and purpose of themselves in the organization and the value of the work which is an important factor to motivate and attract professionals in the public sector. There is no clear image of the contribution of the individual to the goal and achievement of the organization provided to the e-employees. The UK skill policy the government to provide £500 million to bring people to work is also not enough to meet the challenges faced in the public sector for the shortage of skills (Lewis, 2022). 
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There is an increase in political and economic uncertainty due to the effect of Brexit. The healthcare sector is expected to see a growth in the demand for healthcare workers. The increase in the need for health care services is due to the increase in the aged population in the country. There is a gap between the number of increasing vacancies in the health care professions and the required skills for the vacancies, therefore, making it difficult to fill the vacancies with appropriately skilled professionals. The activities of the health care sector are highly dependent upon the policies and decisions of the government of the UK (Wilson et al., 2022). 
The government determines the demand of the workforce in the sector.  
 Skill anticipation strategy in the labour market plays an important role to address the skills gap in the health sector with a long-term effect. It is a systemic way to identify the future needed skills in the health sectors by the employers. It is used to provide support to the policymakers to develop the required skill training and development and better education choices to meet the needs of the high demand in the healthcare sectors. Therefore, the skill anticipation strategy plays an important role in the long-term development of the labour market to provide required workers in the sectors. Reducing the skill imbalance is the ultimate requirement to determine the underground changes in the labour market due to globalization, changes in demographics, digitalization, etc. Addressing the skill imbalance requires a wide range of engagement from policymakers like the government to determine the required changes to meet the needs of the health care sectors in the UK as the sector workforce is mainly regulated and funded by the government. There is a problem of low wages and funding in the health sector that declines the demand for the job roles in the sector. To address the gap the labour market needs development of funding in the health sector. The labour market determines to development of skill strategies with a forward approach to adopt the development of the skills to meet the demand of the labour market. It will also address the requirements of the shortage of skills in the healthcare sector of the UK. As there has been a fall in the graduation of the nurses by 4% which is the most demanded requirement of the health sector in recent times.  The labour market is also developed with the speedy recruitment process which can help the health sector as the health care sector of the UK has the highest opportunities. The labour market also facilitates easy overseas workers with skills to address the skill shortage in the health care sector (TC Global, 2022).    
[bookmark: _Toc109744586]







Conclusion:

In conclusion, the core behaviour of the CIPD professional map is important for the overall effectiveness of human resource management. The CIPD map applies effectively to all the sizes and sectors of business organizations globally with its broader approach to the modern workplace, customer-focused approach, training, and development, etc. which increases the potential of the human resource in the organization. There is a skill gap in the public sector of the UK resulting from Brexit and the effect of the pandemic on the economy. The study demonstrates how the UK's labour market will evolve over time to solve the shortage of skills in the healthcare industry. 
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