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[bookmark: _Toc120890198]Introduction
Human resource management (HRM) is "the business function concerned with attracting, developing, and deploying an organization's human capital." However, HR tasks can also be delegated to line managers. As more and more organizations are going global in their operations personnel management is getting more difficult and sophisticated (Bach, 2002). In this research, we take a cursory look at the question of whether or not a multinational firm can have an ethnocentric strategy and still have a worldwide presence, or whether it would be better for the company to embrace a more geocentric approach to flourish in foreign markets. Human resource management (HRM) may assist a company gain an edge in the marketplace, and there is a clear link between HRM strategy and financial prosperity.
[bookmark: _Toc120890199]Part 1
[bookmark: _Toc120890200]a) Analyze how important these behaviours are for effective HR professionals working in the UK
[bookmark: _GoBack]Eight behaviours drive HR. These behaviours are imperative for anyone transitioning into HR. They're also needed to move from college or high school into HR. To succeed in HR, individuals need a good mind, heart, and hands when working with people (Bingham et al., 2013). The Chartered Institute of Personnel and Development (CIPD) set out these eight behaviours as a reference for us in the profession.
Curious
An HR manager must be curious and willing to learn before forming conclusions about employees or clients. Curiosity suggests individuals are open to new experiences and keen to learn. Knowledge requires curiosity. This behaviour helps us avoid jumping to judgments based on our limited understanding of a problem, rather than hearing a different viewpoint.
Curiosity is marked by an unquenchable need for information and the recognition that we need a fresh viewpoint to make good decisions. Executive support staff must be able to halt and ask why when given biased information that might mislead an executive or stakeholder (Boswell et al., 2004).


Decisive thinker
As professionals, we may take consolation that this tendency drives us to ponder, plot, and make data-driven judgements. This motivates us to act quickly when making decisions that affect coworkers or employees. An employee may request leave to handle a personal situation or visit relatives. Their supervisor may be absent or preoccupied, which may be upsetting or even disastrous. To succeed in people, individuals must think quickly and make decisions. This will show that individuals can adjust paradigms and understand the repercussions of the actions or the superiors' hesitancy (Buchanan and Huczynski, 2019). Employees’ ability to make swift, well-informed judgements on behalf of the leader will serve individuals well in their new capacity as HR professionals.
Skilled influencer
As described by the CIPD (2016) occupational map, a skilled influencer may influence a broad environment and ensure commitment. A professional influencer can build relationships with official influencers. Persuaders have more influence than manipulators (Cooper and Swanson, 2002). People in this area of business will utilize any knowledge to their advantage, whether it's about competition, subordinates, or buddies. In this career, one must often encourage the corporation or stakeholders to see different ideas or have an open mind and heart toward human concerns. Everything improves.
Courage to challenge
Not being fearless is being courageous. HR ethics means acting ethically independent of employment or others' opinions. Doing the right thing isn't enough. To confront is to investigate injustices and disparities, approach individuals and urge them to treat others with respect and decency, and resist bullying and harassment. Making employees feel valued and respected in the workplace takes courage. Finally, it's speaking out when individuals see a detrimental work culture. When principles and convictions collide with the norm, having the courage to quit.
Driven to deliver
Self-motivation may be a powerful source of energy and focus in the human resources field. It will become clear that individuals are more productive and successful in their careers if individuals have high levels of intrinsic motivation. People's accomplishments and level of motivation are typically the primary criteria used to identify those with exceptional potential. People with this kind of drive are swiftly promoted to positions of authority, since they can inspire not just themselves, but also those around them, to face and overcome adversity (Currie, 2005).
Collaborative
Collaboration is a cornerstone of HR professionals' professional conduct since they connect with others and facilitate communication across departments and levels. Collaboration involves sharing information and resources to pursue a common goal. This is necessary for any job that demands regular engagement with consumers, stakeholders, managers, or team members. Collaboration is crucial in HR. Having an open mind is just as important as being open to new ideas at work. Clear and respectful communication is key for efficient cooperation.
[bookmark: _Toc120890201]b) CIPD application HR Professionals
Many HR professionals base judgments on "best practice" principles without examining if they're ideal for their firm. The Chartered Institute of Personnel and Development (CIPD) has revamped its Profession Map to highlight how values-based decision-making may have a higher impact than standard best practice, promoting excellent transformation in firms worldwide. HR professionals may utilize the CIPD Profession Map to improve the workplace. The Profession Map aims to guarantee all HR professionals follow the same ethics and practices (Garavan et al., 2012).
The map won't tell individuals what to do, but it will assist individuals to make smarter decisions no matter the problems. Individuals, teams, and organizations can use these ideas to plan for and respond to future issues. 
[bookmark: _Toc120890202]Importance of CIPD Map
Because of how rapidly the labour market evolves, the CIPD framework has undergone periodic updates. The HR department's function is completely different now than it was before due to shifting goals, advances in technology, and altered methods of operation.
Using the CIPD Profession Map, businesses, HR experts, and—most importantly—workers can make more informed, value-driven choices. If used effectively, the map may reveal an individual's actual worth and pave the way to new possibilities (Gilmore and Williams, 2003). 
[bookmark: _Toc120890203]CIPD Application
The map is helpful because it reveals the commonalities shared by the most accomplished HR professionals throughout all stages of their careers. The map is currently being used by a wide range of organizations and HR professionals to benchmark and develop HR competence at the person, team, department, and organization levels.
HR professionals may personalize the map to include only relevant information. CIPD advocates going to the centre of the map first since that's where productivity and success will shift. Two professional pillars are Insights, Strategy, Solutions and Leading HR. These are the attributes shared by all high-achieving HR professionals, regardless of position, area of speciality, or amount of experience (Guest and Conway, 2011).
Without this professional framework, HR will always communicate at the technician level, says CIPD. The HR Profession Map outlines the skills the CIPD thinks are needed for good HR practice.
The HR Profession Map is updated based on research and comments from HR professionals to be accurate and helpful in the current economic, social, and political situation. This enables HR professionals to lead sectors and enterprises through tough times.
[bookmark: _Toc120890204]PART 2
[bookmark: _Toc120890205]a) Why does the UK public sector face skills shortages despite rising unemployment?
Skills gaps in the UK are getting worse as a result of developments like Brexit, Covid-19, the push for zero emissions, and the fourth industrial revolution.
The most recent Employer Skills Survey from the Department for Education (DfE) is a crucial precursor to the Comprehensive Obligatory Vocational Education and Training Act, or Covid-19 (Laming, 2009). To wrap out a time of economic uncertainty, upheaval, and disruption, it provided insights into the persistent skills problems businesses have been confronting. Nearly a quarter of all openings were noted to be skill shortage openings an increase of 2% from 2017. 
Overall rate of investment in abilities is decreasing: Meanwhile, the DfE Employer Skills Survey revealed that in 2019, the lowest percentage of firms (61%) had provided training for their employees in the previous 12 months (since 2011) and that the overall number of training days (since 2015) had decreased by 9m (a fall of 8.3 per cent). Overall, the Survey found that training reached just 60% of the population in 2019, down from 62% in 2017 and the lowest percentage reported since 2011. (54 per cent). Due to this, a greater number of individuals are deprived of what they may otherwise enjoy. Small and medium-sized businesses (SMEs) differ significantly from huge corporations (Lee, 2001). Small and medium-sized enterprises (SMEs) are more hampered in their efforts to increase investment in training due to factors such as their smaller size and the higher fixed expenses associated with training.
Skills shortages have a significant cost for UK businesses: Even though the number of people looking for employment has increased because of the pandemic's disruption, businesses have had a hard time finding qualified employees during the last year. The 2017 Open University Business Barometer confirmed this, showing that 61% of businesses are worried about a lack of qualified workers (Nancarrow et al., 2005). Companies now spend an annual average of £6.1 billion on finding, retaining, and developing people, including £1.1 billion on recruiting costs, £1.1 billion on higher wages, £1.1 billion on temporary workers, and £1.1 billion on training to improve the skills of new hires at lower pay grades.
Education doesn't prioritize employer-requested skills: Teachers' concerns that recent qualification modifications are limiting their capacity to impart the skills sought after by companies were underlined in a recent Edge and Education and Employers' Joint Dialogue. Nearly half (47%) of the educators surveyed felt that their students had fewer chances to develop employability skills since the implementation of reformed GCSEs and A-Levels in 2014. Some one-third of the teaching staff believed the new curriculum placed too much emphasis on memorization and not enough on creative problem-solving (Turner, 2003). Sixty-five per cent of young people in Youth Employment UK's Youth Voice Census 2021 agreed or strongly agreed that it was important to get involved in community service and other extracurricular activities. Taking part in events like this can help individuals gain the kinds of marketable talents that companies value.


[bookmark: _Toc120890206]b) Prevention of  skills shortages  in healthcare sector professions in the UK
The healthcare workforce is growing slowly. According to the British Medical Association (BMA), the ratio of primary and secondary care physicians to residents in England is 2.8% lower than in the rest of the EU, where it is 3.7%. Keeping up with growth would take until 2046.
The current gap implies NHS physicians work an extra 11-12 hours each week to satisfy all of their patients' demands. In a 2021 poll by the British Medical Association, 52.5% of doctors claimed lack of manpower was a key source of morale concerns (Parkes and Davis, 2013).
This shows how the coronavirus has exposed a human resources gap in the NHS. Can more be done to attract and retain our best and brightest, especially when many seasoned professionals leave early due to fatigue and stress and many potential recruits shy away?
Recent studies show that by 2031, an additional 488,000 healthcare employees would be needed. Due to a talent drain that began before the outbreak and continues now, 38,952 nurses are needed (Trinder, 2005).
As a result of these shortages, the UK government began a large recruiting push, resulting in an additional 30,000 NHS personnel since June 2020 and a surge in undergraduate healthcare degree enrollment.
Even if most potential doctors and nurses enter the sector, they won't be credentialed for years. We can't wait for them to get competent; health care must be transformed to meet its issues.
If seasoned experts leave, who will educate, advise, and coach new hires? If trends continue, the healthcare sector may have a skills deficit (Prikshat et al., 2018).
The 2019 interim People Plan for the NHS detailed reforms needed to keep up with increased demand and recruit and retain outstanding personnel. It accepted that staff shortage, financial demands on the NHS, and employee stress and burnout contributed to the organization's problems.
The healthcare system should allow flexible working patterns, develop a healthy, inclusive, and caring culture, reduce workloads, improve work-life balance, and focus on employees' physical and emotional health and welfare.
Before the outbreak, the NHS was given guidance on how to solve its problems. Businesses now utilize that information to reintegrate their employees into a post-Covid workforce.
Since the NHS plan was revealed two years ago, employers' expectations have risen. The NHS may need to be more adventurous if it wants to recruit and retain staff (Simpson and Jenkins, 2015).
[bookmark: _Toc120890207]Conclusion
In conclusion, Human Resources is no more an afterthought or ancillary department. It's at the forefront of business strategy, right alongside marketing and sales. An increasing amount of its competitiveness is predicated on and supplied by this. Human resource management (HRM) has a long way to go before it can be viewed as a strategic partner; HRM needs to learn about the agency and program approval, understand the organization's core principles, and provide creative, efficient solutions to issues.
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