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[bookmark: _Toc109147868]Introduction 
The Chartered Institute of Personnel and Development (CIPD), refers to an interactive set of standards that accurately guides the HR professionals working in different organisations to constantly develop and improve the world of work. This CIPD Profession Map helps in infusing across the industry a shared professional identity among all the people working in human resources who will be applying the same set of values and standards (dpglearn, 2021). Instead of telling what should be done, the map provides guidance to the HR people through various professional values which will help them to enhance the decision-making capabilities in any given situation. Applying those professional values, groups, individuals or organisations as a whole becomes future ready to accept the challenges waiting in store. 
[bookmark: _Toc109147869]Task 1
[bookmark: _Toc109147870]Importance of the core behaviours for the HR professionals working in the UK
Even in challenging and new situations, the HR industry is constantly seeking different ways that can help improve the lives of the employees as well as the organisations. Despite the Individual attempts and initiatives taken, there are certain actions and ways of thinking that should remain universal and consistent (peopleprofession, 2022).  Therefore, eight core behaviours have been identified by the CIPD Profession map that will help the HR professional work effectively in an uncertain world of work. Identified through feedback and academic research across the profession these eight core behaviours constitute a significant shift for the people professionals giving greater emphasis on evidence-based and ethical decision-making. 
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Figure 1: Core Behaviours in CIPD Profession Map
(Source: dpglearn, 2021)
For the HR professionals working across the UK, following the ethical values becomes very important in terms of taking the right decisions within the organisations. Besides, wrong decisions can impact the reputation of the organisation as well as the life of those employees. Next important is having influential behaviour and the courage to challenge actions and decisions (cipd, 2022).  Whether it be working with the line managers, making a case for change, getting buy-in from the stakeholders or contributing ideas, in every aspect the HR professionals should display courage and the ability to influence others in their everyday work. 
Employees become the heart and soul of an organisation. Therefore, their efforts and decisions should be valued by the HR professionals by considering them into business decisions. Therefore, the HR professionals working in the UK should keep people at the centre of their business approach, with a balance of compassion and fairness, consideration and also encouraging others to do the same. Moreover, to deliver effective outcomes, it is very important for the people professionals to work collaboratively and listen carefully to the voices of others in accurate delivery and planning of the work (thecredibilityexpert, 2021). A collaborative and inclusive workplace that facilitates, encourages and sets up cross-boundary working culture will help in managing conflicts constructively and building high-trust relationships.
Another significant behaviour that will help these HR professionals to add value to their organisations is applying a customer and business-focussed approach and living up to the commitments of delivering superior results.  A core element of professionalism is the behaviour of consistent learning and development. Lastly, the behaviour of making pragmatic and effective choices depending on the current situation or context will be helpful rather than following a “one-size-fits-all” approach.  

[bookmark: _Toc109147871]Application of the CIPD Profession Map to the HR professionals working on a global scale regardless of sectors and sizes of organisations 
The main purpose of the CIPD Profession map is to fundamentally champion the working lives of the HR professionals and their work pattern. The set of standards mentioned in this profession map can be used in different aspects to ensure better opportunities, roles and working environments within the organisations that in turn will help in driving the economies and creating an inclusive and fair work pattern (people profession, 2022). 
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Figure 2: Purpose of the CIPD Profession Map
(Source: personnel today, 2018)
Providing Training and Development: This refers to creating the right culture within the organisation as well as for the employees that will help them further to grow professionally. Providing the right training will help the HR professionals to determine the current as well as the future needs of the organisations and also in generating a learning culture that encourages ongoing professional development (people profession, 2022).  A blend of different learning approaches can be utilised such as coaching or digital and social collaboration as well as behavioural and motivational science can also be used. 
Exploring talent: in talent management also the CIPD Map can be used for the HR professionals. Exploring talent refers to understanding what talents exist within the organisation, using the contingency and succession tools or by using the data from the workforce. This also helps the HR professionals to identify the valuable human resources to the organisations and the actual need of the talent population within the organisation. It becomes very important for the people's profession to select the most effective methods to retain talents and also develop the best talents. Creating a sophisticated talent approach refers to looking beyond the organisational boundaries and working effectively with partner companies and a diverse talent pool.    
Individual performance related pay: another aspect in which the CIPD Map can be utilised is in the performance-related pay. The HR professionals can kink the salary progression of the employees to their individual performances that positively impacts the employee behaviours. To make effective arrangements that help to define, appraise, measure and manage performance, the professionals can follow the standards set in this map (cipd, 2020).  It offers an overview of important issues such as distribution of awards, its impact on the employee performance and behaviours, role of the line managers and so on.  
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1. [bookmark: _Toc109147873]Public sectors in the UK are facing skill shortages despite the high unemployment rate
One of the most authoritative employment indicators in the UK is the quarterly “Labour Market Outlook”. This report offers an overview of the data related to the labour market and analysis on employers’ redundancy, pay and recruitment intentions. According to almost 75% of the employers in the next few month new staff will be recruited. However, the recruitment issues still remain prevalent as 53% of the employers in the public sector reported against hard-to-fill vacancies (cipd, 2022). There are many reasons that has led to the skill shortage in this country, some of which are discussed below
Poor handling of new recruits: As businesses greatly depend on the employees for their success, therefore, hiring the right talents becomes extremely important for achieving the organisational objectives. In the UK, the public sector is mainly handled by public servants. Therefore, they do not have the necessary skills to handle or train the newly recruited employees. These public servants are not experts in managing industrial enterprises.  The newly recruited staff feel a lack of skill and knowledge to meet the emerging business challenges (oleo, 2022). Most of the managers lack the ability to take quick operational decisions that affect the employee performances.  Thus, it can be said that a shortage of managerial or technical skills can be observed in the public sectors of the UK. 
Low morale: Poor recruitment and selection process in the UK public sector also causes a negative impact on the existing workforce. Owing to the lack of motivation and skills a bad hire often performs below the average level. The others might also feel demotivated to work under such a substandard working environment. The first thing that gets affected is the staff morale. Another issue that leads to skills shortages across the UK is the employees asked to work more to cover up the losses created by a struggling colleague (roberthalf, 2022). The excessive work pressure and no salary hike decreases the employee's motivation. Moreover, a bad hire is often seen struggling to fit within a team and this affects the performance and morale of everyone in that team. This, in turn ruins the work atmosphere in the public sector of the UK and thus, results in the shortage of skilled labour. 


Poor working conditions such as long working hours or no holidays: In the public sector, employees are often asked to work for more than 48 hours in a week that can be very strenuous for them. Also without an overtime payment, the employees feel demotivated to work for those extra hours. Therefore, the employees should have the right to cancel their extra working hours at any time. 


[bookmark: _Toc109147874]Long-term labour market developments to address the skills shortages in healthcare sector professions in the UK
Reward and Recognition: When the employees in healthcare sectors in the UK get recognised for their efforts, that gives them a sense of positive reinforcement, much needed to work effectively. This increases the motivation and morale of the health care professionals thereby, enhancing the loyalty of the workforce. The business retention rate also improves as the employees feel secure in a collaborative and supportive work atmosphere. However, the healthcare sectors in the UK only offering competitive salaries is not enough to secure employee loyalty (bravobenefits, 2022). Apart from salary being an important means of recognition, a key to employee retention are the exclusive reward packages that demonstrates employee appreciation and shows the workforce that their efforts are being valued in the organisation. These reward packages help in improving employee satisfaction and fostering a healthy workplace atmosphere that overall enhances the reputation of the healthcare sectors in the UK.  
Invest in training and Development: In an age of skill shortage, the healthcare sectors in the UK should not stick to the event-based training models. Instead of offering once-a-year project specific courses and sessions, proper investments should be made to provide continuous learning opportunities to the employees. Ongoing training is an effective way for employers to refine the level of talent in the healthcare sectors (spiceworks, 2021). Moreover, the learning modules can be combined with the social learning platforms, mobile capabilities and bite-sized contents for easy absorption. 
Review the way staff are recruited consider apprenticeships: the healthcare professionals often feel hesitant to include staff who are fresh graduates and do not have a proven skill set. Therefore, in this case to address the skills shortages, the internships or guided mentorship programs can be used to put the fresher in a transition period (accountancy age, 2022). Within the apprenticeship period they will learn the necessary skills to success in their respective roles. 



[bookmark: _Toc109147875]Conclusion 
Most of the HR professionals are found to operate under certain principles that claim to be the best practices to be implemented within an organisation. These principles are seldom questioned or cross checked to determine their relevance and significance. This leads to poor decision-making within the business (Armstrong and Taylor, 2020). Therefore, to overcome such difficult situations, CIPD have come up with an updated Profession Map that highlights the significance of value-based decision making practices, that helps in fostering a positive change in the workplaces as well as in the work world. 
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