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Primary purpose revolves around the need to instil a common professional identity across the industries with all those working as human resources, applying similar values and standards (Emmott, 2016). Within the CIPD are various behaviours that the human resources need to follow to maintain professionalism. In line, managing people is a critical aspect as there are instances of skill shortages and staff turnover. For instance, in the UK, skill shortage is an aspect which is witnessed in the public sector that needs to be addressed. To review these aspects, this report is divided into two parts with part one explaining the importance of the CIPD behaviours for the HR professionals working in the UK. It also explains the extent to which the CIPD map should be applied the professionals irrespective of the size and form of an association. The second part explains why the UK public sector is facing skill shortages even though there are high unemployment rates. 
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[bookmark: _Toc109652377]How important CIPD behaviours are for effective HR professionals working in the UK
It provides HR professionals with a good foundation, critical in the decision-making process (Ulrich et al., 2013). There are various behaviours which empower them to create value for the people and society at large. The behaviours are different and unique, with each one being important as discussed below. 
Ethical practice. This behaviour is crucial as it helps in building trust by providing role modelling of ethical values. Ethical values allow following the moral compass and doing what is right. For the HR professionals, the practice allows them to consider different ethical perspectives in decision making, role-modelling the principles and integrity as well as being transparent about what is being done (Darwish, 2013).
Valuing people. This entails creating a shared purpose which allows people development and their well-being (CIPD, 2022). Through this behaviour, the HR professionals can give the people a voice on matters affecting their work-life by putting them at the CenterStage of the organisation to ensure a culture of trust is encouraged. Besides, it allows HR to model the people to do their best while at work.
Professional influence and courage. This is the ability to influence other people and have the courage to change their actions and decisions. In the modern business environment where there is dynamism, this behaviour is paramount as it helps the HR professionals to have the courage to hold on to morality, ethics, and fairness (Ulrich et al., 2013). 
Working inclusively. Working as a team helps promote positive outcomes in an organisation. The Hr professionals follow this behaviour to ensure they bring people together and cultivate a culture of inclusivity, which encourages better working (Noe, 2017). In connection, they focus on facilitating the building of good relationships, setting up cross-boundary working and managing conflicts. 
Passion for learning. Commitment to development is a core aspect of professionalism that allows a focus on personal and professional development. The world of work keeps evolving, which also requires better skills and knowledge (CIPD, 2022). The Hr professionals focus on looking for new opportunities and continuous innovation to allow people to develop so that they can work to allow the organisations to gain a competitive advantage over the competitors. 
Insights-focused is a disciplined approach to understanding and diagnosing problems and then using evidence to develop solutions and insights. Through this behaviour, the professionals can understand the nature of the challenges, how to address them and make informed decisions. Commercial drive is another behaviour listed in the CIPD map that entails the commitment to deliver results (CIPD, 2022).HR professionals have a role in ensuring that employees remain productive, thus, this behaviour guides them. 
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The world of work is dynamic, meaning that it comes with advancements in technology, new priorities, ways of working and the roles played by people in the organisations (Darwish, 2013). Besides that, the business environment is extremely competitive as more entrants join the market and the big players keep advancing their operations. Through the utilisation of the CIPD Profession Map, HR professionals, employees and organisations can benefit as they will shift their focus on aspects which promote value (Ulrich et al., 2013). 
The CIPD map should be fully applied by all organisations regardless of their size and type. Through the map, the HR professionals would be guided on the kind of employees they need in their companies. The map will also depict how the employees should be treated to ensure retention and minimise staff turnover (Noe, 2017). Besides, it will help in guiding the aspect of decision making to allow each stakeholder to conduct their roles and responsibilities well, thus, allowing the organisations to keep up with the market standards, an aspect which will facilitate the continuation of operations. Otherwise, in a business where the core knowledge, behaviour and professional values are not followed, chances of keeping up with market development are low and the likelihood of failure is high. 
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 According to Statista (2022), the unemployment rate stood at 3.8 in the early months of 2022, a rate which is slightly lower than the previous years, but it is still high. This is ironic since most organisations more so in the public sector strive to fill vacancies. In a report presented by the Open University’s Business Barometer (2022), employers pay a significant price to ensure that they remain efficient as well as competitive, with the shortages costing approximately 6.6 billion euros every year due to the raised salaries, recruitment fees, training employees who are recruited at a lower level among other issues. Among the reasons why the public sector faces skill shortages include.
A gap between the required skills and those that are existing. Every job role requires some skills, knowledge, and expertise to get it executed. In regard, during recruitment, skill scanning is done to ensure that the right individuals are selected to fill the skill gaps. However, in the current job market, there are so many people who are jobless, and they lack the necessary skills required to fill various positions (Noe, 2017). The public sector is the most affected in terms of skill shortages as the people who are qualified consider working in the private sector, following the benefits attached to it such as having a conducive work environment among other advantages (UKCES, 2014). Therefore, there is a need for more people to focus on learning and training so that they can attain the necessary skills to allow them to work and offer services. 
Existence of hard-to-fill vacancies. Professionals such as computer programmers and nurses are very few within the market as only a few people opt to take such causes, an aspect which explains the small number of qualified personnel. The lack of such required people makes it hard for the organisations in the public sector to fill them, thus, they remain vacant for an extended period of time resulting in more numbers of statistics taken regarding the skill shortages (UKCES, 2014). 
Chaos such as the pandemic and the issue of Brexit is also a reason for skill shortages. In connection, people would travel to different countries of their choice and settle to work there. The UK is among the countries that people preferred to move to work (Davies and Rolfe, 2017). However, the onset of the chaos, right from Brexit to the Covid-19 pandemic disrupted this aspect, making it hard for people to travel. For example, during the Covid-19 era, people were restricted from travelling for whatever reason, and this implied that the people who could travel to the UK to offer professional issues were limited, leading to skill shortages. The health sector was among the most affected by this issue of skill shortages as there were very few professionals, most of whom contracted the virus, leaving their workplaces and leaving vacancies, which were not filled. 
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Technology is one of the powerful tools that can help in addressing the labour shortages in the healthcare sector. Various inventions and innovations such as robotics can be obtained in healthcare to help replace some of the roles that humans are required to do, hence, reducing the skill shortage (Theaccessgroup.com, 2022). For example, the nurse robots can be used to perform nurse-related roles such as measuring the vital signs of the patients and helping with other physical roles such as fetching the medications from the pharmacies for the patients. Ideally, this means that healthcare should embrace the concept of automation to have some of the roles automated, hence, reducing the growing numbers of vacant positions which need to be filled for some services to be offered. 
Training and development are another strategy that can be used within healthcare to address skill shortages. Individuals with some of the required skills can be recruited and trained on the other relevant skills that they do not have to equip them well so that they can use those skills in offering services (Darwish, 2013). Besides, the much-needed skills or any future anticipated skills can also be identified, and the current employees are trained on them to ensure they are retained whenever such skills would be required. On top, the employees can be given an opportunity to further develop their careers so that they are well equipped. Outsourcing is also a factor which can be considered in the long term (Stone, Cox, and Gavin, 2020). In other countries, there are qualified people who are yet to secure employment. The UK healthcare sector can produce a program of outsourcing such people so that they help in filling the gap of skill shortages. 
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Briefly, the human resource management department is accorded the role of managing people and ensuring that they are comfortable in their workplaces. To ensure that they perform effective roles, the HRM is guided by the CIPD profession map. However, not all organisations use the map, thus, it is recommended that those not using consider it as it helps in better facilitation of people and activities in the organisations. Concerning the issue of skill shortages in the UK, the healthcare sector can focus on utilising technology to automate some of the services, outsource skills and train the already existing employees to equip them with better knowledge and skills required. 
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