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Introduction
The assignment provides a critical understanding of the business environment within which HR professionals work and analyses the way management of resourcing an organization gets influenced by external and internal factors. The importance of practicing behaviour for HR professionals in the UK has been analysed. The plans for long-term market development in order to fill the skill shortage gap in the healthcare industry in the UK have been identified.


[bookmark: _Toc111567588]Part 1: Applying the CIPD Profession map to the work process of HR professionals
[bookmark: _Toc111567589]Importance of behaviours according to the CIPD Profession Map for effective HR professionals working in the UK  
CIPD Profession Map majorly focuses on the knowledge and behaviour that enable to create value and make long-term impact on the work. CIPD Profession Map allows to shift focus from generic best practices to a values-based decision-making process (CIPD, 2022a). The map is being used by companies to ensure clarity and transparency regarding the skills and knowledge that are most required to perform a certain job role. It further helps in career development and exploring future moves for a particular division.
Human resource professionals make use of the CIPD plan in order to understand the behavior that is most important to drive organizational performance. The CIPD plan represents the highest standards of professionalism to be undertaken at the workplace by HR professionals that comprise of 8 behaviors such as situational decision making (Davenport et al., 2020), ethical practice, professional courage and influence, working inclusively and more. These behaviors are most important for HR professionals in the UK to improve organizational outcomes.
Commercial Drive: The HR professional need to have a commercial mindset and undertake personal responsibility that helps to create value. This involves a customer-focused approach and creating maximum value for people and the organization as a whole.
Passion for learning: HR professionals need to demonstrate curiosity and create opportunities to learn and improve (CIPD, 2022a). It is important to commit towards ongoing development and connecting with people to foster improvement.
Insights focused: The HR professional adopts a disciplined approach to identify challenges and allows people to develop insights and solutions. This includes evidence-based practices such as asking questions, acquiring evidence, critically accessing evidence and understanding challenges.
Situational decision-making: It is the responsibility of the HR professional to focus on the situational decision-making process that enables to create a decision that is effective and pragmatic and helps to avoid the ‘one-size-fits-all’ approach (Francis, 2022). This further helps to successfully deal with the ever-changing work environment and make flexible decision and adopt new insights to support future practices.
Ethical practice: It is important for HR professionals to build trust by adopting role-modelling ethical behaviour and also applying certain principles and values for effective decision-making (Davenport et al., 2020). By adopting ethical practice, the HR professionals can make the right decision and have a significant positive impact on the lives of people and the company’s reputation.
Professional courage and influence: HR professionals must possess the ability to influence employees in the organization, and also challenge decisions and actions (CIPD, 2022b). This behavior is important to deal with change and contribute to new ideas and work along with line managers to take part in decisions and take responsibility to encourage others to do better in the future.
Valuing people: The HR professional plays a vital role in creating a shared purpose and encouraging the development of people to positively affect their working lives. This further enables to encourage a culture of trust and ensures people to work in the best possible way (Talent management | CIPD Profession Map, 2022).
Working inclusively: The HR professionals need to work effectively and inclusively by collaborating across boundaries in order to achieve positive outcomes. Also, they listen to diverse voices while planning and delivering work that facilitates cross-boundary working.
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CIPD professional map can be used by HR professionals while working at a global level irrespective of sector and size of the company (Dayel et al., 2020). The professional map sets an international benchmark for HR professionals as it enables to make better decisions and act with confidence while interacting with others at the global level. The CIPD map enables HR professionals to perform at their peak and drive change within the organization. By adopting the profession map, the HR professionals can focus on better work and working lives. It supports HR to create roles and opportunities for people across the workplace and also creates a working environment that helps to get the best out of people and ensures positive organizational outcomes and also creates a fair and inclusive work environment (CIPD, 2022b). 
The CIPD Professional map is integrated with specialist knowledge, core knowledge and core behavior that are considered most important for professionals. It is important for HR professionals to possess core knowledge regarding technology and people, change management, people practice, culture and behavior, business acumen and evidence-based practice. The core behavior such as working inclusively, valuing people, ethical practices, and situational decision-making process is most important (Dayel et al., 2020). It also enables HR to focus on developing specialist knowledge such as people analytics, rewarding, talent management, inclusion and diversity and learning and development to improve business outcomes at the global level. Collectively, these knowledge and behavior further enable to create values and make a positive impact on the work. As HR professionals tend to shift towards new priorities and opportunities at the global level, the profession map enables to adopt to incorporate them (CIPD, 2022b). The HR professionals can use the map to obtain a fresh understanding of people's functions and encourage them to understand an effective process of work. As a result, HR working with global teams can discover robust and insightful ways to build team capability and across an organization. 
Furthermore, it also helps to deliver a more skilled and motivated workforce, treating them in a fair manner, and better rewarding for efforts. The most important aspect for Hr professionals is to create an inclusive culture where individuals can thrive and employees and workers can understand inclusion and diversity (Talent management | CIPD Profession Map, 2022). The HR team also focuses on effective talent management by using data from the workforce to understand the need of the talent population and identifying the most valuable individuals in the organization. These practices can be effectively performed by following CIPD professional map.
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According to CIPD, “Labour market outlook has demonstrated that 46% of the employers have found it difficult to fill the vacancies and maximum was observed in the public sector” (Edge Foundation UK, 2021). Therefore, the public sector is facing the utmost challenges to fill the skills shortage gap despite the high unemployment rate. The UK labor market is battling to secure the supply of labor required to meet demand and retention and recruitment have become more difficult. Even when focusing on continuous training and development of the existing workforce, employers are trying to minimize skills shortages. The Bank of England has forecasted that unemployment is expected to rise from mid-2023 and also tend to face an increase in a skills shortage. The skills shortage is faced by employees when they face difficulty to fill vacancies in a specific specialization or occupation (Harrison et al., 2021). There are a number of reasons that result in skills shortage. The public sector of the UK is highly exposed to continuous changes in the global economy and experiences shifts in job openings. The country also experiences a short supply of skilled personnel in the public sector because of which existing employees lack the required skills and expertise to meet the needs of digital transformation. Most of the mature workers in the UK are creating skills gaps due to increasing retirement. The public sector in the UK comprises of a smaller number of qualified workers who possess specialized skills to perform digitized work processes, which has increased after the Covid-19 pandemic (Emily, 2022). 
The UK economy is experiencing a continuous change in technology that further results in a rapid change in the demand for skills and knowledge to perform certain occupations or specializations. As a result, the public sectors in the UK have begun to face a sudden shortfall of skilled employees. Earlier, the resource and staffing plans were easy, however, due to digital transformation, the public sector departments are facing challenges to integrate required skills to efficiently maintain resource planning and staffing (Romanko and O’Mahony, 2022). The most public sector in the UK is having limited access to necessary digital tools. As a result, the public companies are unable to provide relevant skills training to the existing employees that further resulting in an incredibly challenging work environment. The public sector does not comprise of enough staff with the right skills and digital tools to operate in an efficient manner (Myfuture, 2021). The local government of the UK has a very tight budget and experiences a lack of access to suitable technology to train employees. It is rare that public sector employees in the UK have easy access to data software and hardware such as tablets and well-ingrained communication tools. Moreover, the public sector companies and web marketing are inseparable and to be successful in the digital age, it is most important to hire people with the latest employability skills integrated with digital skills and problem-solving skills to deal with change and uncertainties. With the growing demand for digital work processes in the public sector, and rapid change in the labour market are creating difficulty for employers to find those skills among candidates (Edge Foundation UK, 2021). Also, in recent times, different occupations and specializations require a mix of specific skills and experience that are not covered in the academic field and this creates difficulty in filling the skills gap. The Universities are focusing more on academics but fail to enhance the employability skills of the job-ready candidates.
[bookmark: _Toc111567593]Identifying and discussing long-term labour market developments to address the skills shortages in the healthcare sector professionals in the UK
The talent shortage in the healthcare industry is expected to grow in the coming years, and therefore it is important to focus on proactive planning and implementing strategies for new and existing talent (Edge Foundation UK, 2021). The healthcare industries are also required to retain current employees and appeal to the younger generation who are required to enter this role. The healthcare sector is facing challenges in terms of meeting the staffing needs of retirees as compared to younger healthcare professionals in urban areas based on the latest employability skills. The digital transformation has resulted in a rapid change in technology used to provide extensive care to patients and also requires digital skills among employees to provide the best services to them. However, the hospitality industry is also facing skills shortages due to technological change that can be mitigated by offering training to existing employees to upskill and reskill staff in order to fill skill gaps and support employee retention and engagement (Myfuture, 2021). The healthcare industry needs to ensure clear communication among employees using digital tools and also focus on career development opportunities. Workforce planning using data analytics is one of the best ways to fill the skills gap considering future work requirements and increasing online care mobile apps and training opportunities for healthcare professionals to successfully adopt the digital world (Emily, 2022). 
Healthcare professionals can integrate communication tools and platforms such as Google Hangouts and Zoom in order to successfully coordinate with the workforce in the digital age. The healthcare professionals should be provided with continuous online training and development and also encouraging online care system to ease healthcare processes (PeopleScout, 2018). Healthcare organizations can also adopt tools related to predictive analytics that can help to eliminate issues related to overstaffing and understaffing. The tools are effective to identify different talent gaps and accordingly provide training and reach out to young workers to fill the skills gaps (Edge Foundation UK, 2021). Healthcare organizations can also partner with high schools and colleges to get engaged with future candidates earlier than to support young people to meet healthcare needs (Domash and Summers, 2022). This can also help to expand enrolment in school nursing programs and veteran care. As a result, the healthcare industry can allow future candidates to get equipped with digital skills to fill gaps in skill shortages.
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It can be concluded that the behaviour listed in the CIPD profession map is most important for HR professionals to work effectively on a global scale irrespective of the size and sector of the company. Also, to fill the skills gap in the UK, the public sector can focus on continuous training and development of existing employees. The healthcare industry can work along with universities to provide healthcare training programs to future healthcare candidates.
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