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[bookmark: _Toc109759711]Introduction 
Human resource management (HRM) is the fundamental process in the organisation to maintain a better working environment (Armstrong and Taylor, 2020). Diverse activities performed by the HRM connect everyone in the workplace and deliver in the professional map (CIPD, 2022). Developing principles, evidence and focusing on the outcomes are the major principles of HRM. Chartered Institute of professional development (CIPD) mainly maintains diverse professional attributes in the HRM practices that make effective HR professionals in the UK and global scale. This report evaluates the behaviour of HR professionals related to CIPD, working on the CIPD professional map globally, evaluation of public sector in the UK and the long-term market development process in the UK.
[bookmark: _Toc109759712]Part 1
[bookmark: _Toc109759713]1.1 Importance of CIPD professional map on HR
The shared purpose of the CIPD professional map is helpful to maintain effective HR professionals working in the UK (Price, 2004). Maintain collective identity as a profession and understating the process in trying to achieve are evaluated in the professional map. Shared values and standard purpose are helpful in building trust and credibility to effect change in the HR practices of the UK. CIPD behaviour focuses on the principles led, evidence-based and outcome-focused to make the best decision. 
Principles led: Diverse decisions, actions and behaviour set up by CIPD professional map are helpful in effective working practices of HR professionals working in the UK (CIPD, 2022). Rules and laws provided boundaries are never sufficient to lead to unintended outcomes. Key principles as the pathway of making good decisions in the context of decision-making attributes. Work, people, and professionalism are three important principles of the CIPD professional map that allows for an increase in the overall working practices of HR. Understanding the implication and making decisions beyond interest are good for the wider area of society.
Evidence-based: CIPD professional map shows evidence-based contributions to making the most effective decision in any situation (Mayo, 2016). The professional opinion allows supporting strong evidence from different sources. Emphasis on evidence-based decision-making and understanding of the impact and outcomes are helpful in behavioural science, organisational data, stakeholder concern and practitioner expertise. Evaluating the evidence of professional practices to understand better outcomes in different sources helps control any situation. Moreover, paying attention to professional theory and making future understanding of psychology and human behaviour provides the best support for making decisions. Surveys, reviews, and benchmarking processes help understand all the organisation's areas. The data evaluation process of the organisation with strategical approaches makes a fundamental business strategy that benefits employees with greater influences. 
Outcomes are driven: Making positive differences personally, professional and socially creates a better working environment that allows to become a champion. Ulrich et al. (2013) argued that understanding the context of outcomes through evaluating outcomes and risks makes sure strategic evaluation and operational activities. Hence, changing the context and workforce activities align with a wider perspective and working standardisation. CIPD map creates better impact and success on the productivity of the organisation that makes the proper connection on the belongings. Another important factor is the map's impact on work, people, professionals and individuals. Harrison (2011) cited that wider attributes of HR professionals make sure connectivity with the success and productivity of people within the organisation and social belonging. Treating everyone fairly and responding to different situations increases personal employability and sustainability. Furthermore, building strength and professionalism and improving the wider workforce process leads to effective decision-making abilities. 
[bookmark: _Toc109759714]1.2 The professional map on global HR professional
CIPD professional map is the internal benchmark for professional people (Davies, 2017). Applying a professional map allows one to make better decisions and perform tasks in career development. Working on a global scale does not require which sector; a professional map works in any scooter and size of the organisation. Below are these reasons for applying a professional map on global organisations: 
Focuses on the impact: Instead of focusing on the activity, CIPD professional map focuses on the impact (Prikshat et al., 2018). Creating proper value and making an effective impact at work allows for making the best practices and value of the decision-making process. Continuous evaluation of the impact and identifying prospective results from the impact allows staying focused. As such, applying a professional map globally for HR professionals can provide diverse benefits regardless of sector and size. 
Specialist knowledge: CIPD professional map evaluates diverse specialist knowledge such as employee experience, employee relations, diversity and inclusion, learning and development, organisation development and design, people analytics, resourcing, reward and talent management (Harrison et al., 2021). Evaluating all the specialist knowledge among employees finds out the best of them to maintain the working process. 
Focuses on future fit: Shifting the landscape of the people profession and evolving with the line is the major focus of the professional map (Leatherbarrow et al., 2014). Driving the professional standards at the same time and maintaining all the activities focusing on effective value proposition sets new roles, special activities, set priorities and emerges opportunities. As such, maintaining different attributes in all the areas incorporates future-driven techniques that reduce errors. 
Maintain team working: Diverse functions of the professional map allows to take the risk and reduce difficulties. Team working practices help to discover more robust, precise and insightful ways to build capability among team members (Martin et al., 2005). Furthermore, delivering a motivational workforce and treatment fairly does flexible work practices. The reward for the employees as per working and contribution to the workplace finds out best of them that benefits everyone. In addition, a career partner, through supporting different resources and information from the professional map, makes the team successful. Developing and understating the emerging areas by providing different frameworks supports the decision-making process in all areas. 
[bookmark: _Toc109759715]Part 2
[bookmark: _Toc109759716]2.1 Reason for skills shortage 
Despite the high unemployment rate, UK public sector is facing a skill shortage. The covid-19 pandemic mostly impacted the hospitality sector of the UK, which caused a shortage of workers in diverse roles (CIPD, 2022). In addition, the travel and tourism sector faced the consequent impact of skill unavailability in the sector. Below are reasons of skill shortage in the UK public sector: 
Supply shock: Low skill is one of the major reason of skill employe shortage in the UK public sector (Tursunbayeva, 2019). Brexit issue led EU skilled employee supply shocking that made impact in public sector. UK mainly reliant on EU workers and skilled employee supply in the public sector mostly comes from the area. Despite the high unemployment rate, the UK is facing continuous lacking on the skilled shortage due to Brexit. 
Unattractiveness: Another reason of skill shortage is unattractiveness in the UK public sector found by CIPD. Low paying, poor management policies, improper career development facilities, lack of skill development and support, and lower training opportunities makes UK public sector unattractive. Jobseekers considers unsuitable for the training and promotional possibilities that makes automatic impact on the performances. As such, skilled employees mostly prefer another sector rather than UK public sector. 
Recruitment difficulties: Sourcing process of UK public sector impacts on employee selection process. Many employer seeks for different sourcing method where skilled employees face difficulties to find or do not find the job openings. Recruitment difficulties in different firms are also linked that makes not reaching issues or linkage in the labour market. As such, temporary employees or lower-skilled employees are found at the time of recruitment process. 
Lack of technology: Lacking on the technology investment creates shortage or addressing skilled employees (CIPD, 2022). Demonstrating the need for short term evaluation makes poor targeting of the skilled employees. Support for employees on the increase and adaption of new technology are required to maintain that can increase rise of skilled employees in the UK public sector. Recruitment, selection and development process requires proper use of the technology that can connect skilled employees and perform for continuous development. Adaptation of the new technology are also helpful to increase skill evaluation practices. Improper use of technology makes difficulties to perform activities in the right direction.
Development opportunities: Poor HR practices impacts on the skill development process of employees to maintain tasks in different areas. Employees face poor development opportunities that automatically reduces the working process and collaboration. Suitable training and development opportunities can be helpful to maintain better capacity development attributes and repaint on the recruitment agencies. Improper development on the collaboration from the management team reduces hiring attributes and reliant on continuous development. Moreover, lacking on monitoring of employee development reduces skill progress process. 
[bookmark: _Toc109759717]2.2 Long-term development and skill shortage 
Long term labour market development are required to make sure to address the skills shortages in healthcare sector professions in the UK. Hence, identifying the factors to reduce the skill shortage and long-term market development activities are highly required to maintain in the right direction; below are the factors: 
Temporary job mobility: Government should require to introduce a temporary jobs scheme for EU nationals that can maintain the flow of skill shortage issues (Harrison et al., 2021). Youth mobility schemes can quickly introduce and response to the rapid development process. Many EU national with high skill can get proper opportunity to develop and grow a career in UK that can help in public sector to reduce long term skill shortage issue. Mobility in the job recruitment process can reduce the barriers of recruitment difficulties and continuous skill development process. Hiring from EU professionals can provide skill sharing that can boost up UK healthcare sector professionals. 
Flexible training: HR departments on the UK healthcare sector are required to maintain flexible training activities that can maintain rapid development. (CIPD, 2022) Reforming current training and development activities with the implementation of new skill sharing can reduce the barriers. Moreover, boost up engagement with further processes in fund transportation can drive a higher perception of employees. Funding for employees with budget allocation can drive towards the widespread perception of young unemployed jobseekers. Attractive facilities with skill implement processes automatically encourage others to fulfil anticipated options. 
Investment on the development: Government investment in the healthcare sector skill shortage needs to rise. Investing £60m a year on healthcare skill development activities can support management capabilities, workplace skills development and technology adaptation to boost productivity and do better quality jobs. An anticipated evaluation process with continuous support in healthcare skill development can provide long-term benefits. Moreover, implementation of technology in the healthcare skill development practices can allow maintaining qualities in the area. Continuous development through investment processes in the healthcare sector can help the UK to maintain skill shortage issues. In addition, proper evaluation practices of poor skill development activities need to be monitored by the UK healthcare department to recruit skilled trainers. 
[bookmark: _Toc109759718]Conclusion 
Diverse training and development activities are the major tasks of HR that are helpful for continuous development activities. Collaboration with the employees and employers to increase overall business activities makes sure all the processes are going through in the right direction. HR department source for the appropriate labour market and makes sure diverse training are provided to the employees. UK healthcare is facing an issue shortage of skilled professionals that needs to be maintained and improved. Reviewing the improvement areas with proper quality evaluation practices can help in the longer run. Moreover, implementation of the technology in the healthcare sector can be beneficial to make sure a greater investment process.
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