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Executive Summary
This report defines the importance of professional approaches to maintain workforce in organisational culture. The Importance of mentioned behaviours in the CIPD Profession Map has been discussed in this report so that the importance of effective HR professional working can be known. At the same time, this report has explained the extended topic that can be included in this CIPD Profession Map to make it more justified for future work culture. Moreover, reasons for skill shortages in the UK’s public sector have been explained in this report. This report has also explained long-term labour market development strategies to solve the skill shortage problem in the UK’s healthcare sector.
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[bookmark: _Toc122073050]Introduction
The current report aims to analyse the business environment within personnel professionals. Professional workplace refers to where HR management practices are performed appropriately, and at the same time, it promotes employee performance improvement, which has a positive impact on company productivity. This report will discuss the CIPD map of factors that promote a professional HR approach. At the same time, this report will highlight the HR profession that can be further improved if any factors in the CIPD map are improved. In addition, detailed information on why the UK public sector is facing employee turnover issues will also be analysed in this report. Moreover, appropriate strategic decisions to implement future labour market development in the healthcare sector will be presented in this report.      
[bookmark: _Toc122073051]Part 1
[bookmark: _Toc122073052]A. Explain important behaviours mentioned in CIPD Profession Map
The CIPD Profession Map refers to specific professional initiatives that promote professional behaviour in organisational culture, such as
Specialist knowledge
In this case, the importance is given to the improvement of professional behaviour by understanding the personal knowledge and organisational knowledge of the stakeholders (personnel today, 2018). As mentioned by Hook and Jenkins (2019), balancing individual personal knowledge and organisational knowledge is very important in professional HR approaches because it helps stakeholders to adapt to the organisational work culture.
For example, training employees well in organisational culture is more important than employee educational knowledge. As noted by Malik et al., (2022), based on the employee's educational knowledge, the HR managers provide training to the employees, and because of this, it becomes much easier for employees or stakeholders to adopt the organisational culture.
Core behaviours
HR professional ethics focuses on balancing the personal behaviour of stakeholders and organisational behaviour. As opined by Landro (2021), employees' personal behaviour refers to employees' listening skills, communication behaviours and attitudes. At the same time, organisational behaviour refers to the practice of problem-solving behaviour, decision-making behaviour, and leadership behaviour (Chamberlain, 2019).
By controlling the personal behaviour of employees, HR managers help them to adopt professional behaviour accordingly. As started by Hook and Jenkins (2019), employees' personal skills and behaviours that are too flexible help maintain organisational work culture or behaviours with individual team members, so this is a good thing for organisational productivity.
Core knowledge
Organisational core knowledge refers to the combination of employees' personal knowledge and organisational knowledge. As noted by Malik et al., (2022), in terms of core knowledge, HR managers focus on employee training skills that improve employee knowledge, such as engagement knowledge, customer relationship knowledge, and communicational knowledge. 
With the help of core knowledge, individual stakeholders of the company can easily improve their professional skills, and this makes accountability to stakeholders much easier, which is good for the company. Moreover, with the help of employees' core knowledge, the company's internal workforce and work culture are much more structured (Landro, 2021).
At the same time, this CIPD Professional Map mentions specific professional activities which reinforce the professional aspect of the company, such as
Principles-led
In this case, employees' professional aspects are improved by focusing on company principles and business objective-related matters (personnel today, 2018). For example, employees are taught the Customer Relationship Model when the objective of a company is to improve customer engagement. This is much more flexible as it is developed depending on the company's objectives and individual business plans.
Therefore, after the employee selection, the HR manager of the company trains the employees according to the company's procedures. It also enhances problem-solving skills in stable thinking for stakeholders in any situation in the company, and this makes it easier for employees to fulfil their responsibilities, which improves the quality of the company's work culture.
Evidence-based
It is evidence-based practice for HR managers to assess employees' personal skills, knowledge and experience during employee selection (Hook and Jenkins, 2019). At the same time, it is evidence-practice for HR managers to understand the quality of the company's work culture and take appropriate decisions to resolve it.
In case of evidence-based practice, the company's HR management team and employees use their skills to understand the current conditions of the company. In many cases HR management and employees have adopted the appropriate skills or knowledge after understanding the poor condition of the company's work culture which helps to enrich the organisational work culture.
Outcomes-driven
In this case professional decisions are taken by understanding the successful and unsuccessful aspects of the company's performance (Malik et al., 2022). For example, improving the company's productivity and employee performance if not improving the company's financial performance is a fruitful example of outcomes-driven approach. Moreover, if customers are not satisfied with the company's service, teaching employees about customer relationship processes is also an outcomes-driven approach.
As mentioned by Landro (2021), developing a professional approach or strategic plan depending on the company's actual performance is a current example of evidence-based decision making. All these things help to improve the performance of the company a lot.
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Figure 1: CIPD professional map
(Source: personnel today, 2018)


[bookmark: _Toc122073053]B. Potential extended point in CIPD map
As global business is changing a lot nowadays, organisational behaviour is also changing a lot, and therefore the CIPD Professional Map needs to include some specific points for the future business environment, such as
Work culture motivation
Employee motivation is now considered to be a very responsible part of the company's professional practice because by analysing the experience of employees in the global organisational sector, it can be understood that most of the employees are satisfied with their work (Hook and Jenkins, 2019). Therefore, to make the CIPD Professional Map more relevant, this map needs to highlight the issue of motivation in the workforce. Highlighting this in this professional map will help improve the work culture a lot.
Work culture diversification
As the market becomes more competitive, the internal work culture of the company is being changed again and again. Therefore, by training the employees through Diversify Work Culture, they will be able to easily adapt themselves to the changes in the company (Malik et al., 2022). Therefore, the importance of diversifying work culture needs to be highlighted in the CIPD Professional Map which will further justify this framework.
[bookmark: _Toc122073054]Part 2
[bookmark: _Toc122073055]A. Explain why public sector in the UK do is facing skills shortages
Currently 55% of public companies in the UK face skills shortage problems, making it difficult for companies to get support from human resources, and this stagnation is having a negative impact on productivity in the public sector, which is also having a negative impact on UK GDP (cipd, 2021). Multiple factors are being blamed for this skill shortage problem, such as
Implication of Brexit 
The Brexit issue is one of the most impactful issues for the UK business environment because of these issues the UK business environment is not moving forward based on stable objectives. As mentioned by Brunello and Wruuck (2021), the UK business environment is not being implemented well due to Brexit problems, and because of this, companies are not able to take very stable decisions about employee training policies, which is one of the reasons for skill shortage. UK public sectors are not getting support from human resources due to no stable decisions on employment and employee training due to Brexit problems (Albanesi and Kim, 2021).
Covid-19 problem
The UK's business environment has long been paralyzed by pandemic problems that have left companies unable to train employees (Pratap et al., 2021). Not only was that, following the work-from-home policy, the company’s HR managers unable to train employees remotely (de Vries et al., 2021). Due to this problem the employees of the company also did not get much professional support due to which the skills of the employees did not improve as much as they should have.
The communication gap between the company's employees and feature managers for the work-from-work policy was huge due to the pandemic situation, and therefore the UK public sector has been so inefficient at training new employees (Blundell et al., 2021).
Net zero emission policy
Today, traditional productivity approaches are being replaced to develop a sustainable business environment, and compared to that, companies are giving more importance to technology-based production which is helping to control environmental pollution. However, today's technology-based production requires much less workforce, and therefore public sectors are lax in training employees (Goti et al., 2022).
For this reason, while there is much controversy surrounding sustainable business practices, companies must follow them to protect the environment. Moreover, following a sustainable approach makes it easier to get government subsidies, which is somehow a negative factor for the workforce (Bohnenberger, 2022).
Industry 4.0 revolution
With the Industry 4.0 revolution, the use of more advanced technologies for business purposes is becoming increasingly important because it improves business plan development as well as productivity purposes of the company at low cost. However, proper skilled human resources are not available to handle this advanced technology (Hamouche and Chabani, 2021). Since most of the technologies in this field are new, the employees have to learn how to use those technologies, and in this case, there is a lot of slack from the UK public sectors as they face more time and costs (cipd, 2021).

[bookmark: _Toc122073056]B. Long-term labour market developments to address the skill shortages in healthcare sector
Several important professional practices need to be followed in order to solve the problem of long-term skills shortages in the UK healthcare sector, such as
Need to make more diversify education process
Candidates get opportunities to work in a business environment based on their educational knowledge and skills. Therefore, there is a need to teach candidates technical knowledge from school to solve the problem of low employee skills in the UK medical sector in the future (Brunello and Wruuck, 2021). 
In this case, the UK Government needs to diversify its educational policy more and develop new rules to adopt technology knowledge (de Vries et al., 2021). If candidates are well versed in the use of technology right from their school-life, there will be no problem for them to adopt technological skills.
Update skills matrix
With the help of a skill matrix, employees can know about their old skills and newly adopted skills, and by developing this skill matrix, employees demonstrate their flexible behaviour (Albanesin and Kim, 2021). In this case it is very easy to know which skills the employee knows, and which new skills need to be learned, and as a result, it is the responsibility of employees to get appropriate educational support and organisational support to adopt new skills (Pratap et al., 2021). A high level of enthusiasm among the company's employees to adopt new skills can solve the problem of adopting new skills on a long-term basis.
Need to focus on value added tasks
In this case, the company's HR managers should first learn the skills that employees perform well in. As mentioned by Blundell et al., (2021), the overall responsibility for improving employee performance in the work culture rests with the company's HR manager; therefore, if the HR managers of the company do the previous work on training the employees, it will be convenient for the employees to adapt to the work culture.
At the same time, there is a need to promote employee engagement and team development approaches in the work culture because employees help each other enhance their skills and become more motivated. As noted by Goti et al., (2022), employees who are highly motivated are more interested in adopting new skills.
[bookmark: _Toc122073057]Conclusion
After discussing the above report, it can be concluded that the CIPD's map outlines specific professional approaches that shape the company's working structure, such as specialist knowledge, core behaviours, and core knowledge. At the same time, the CIPD map identifies several internal practices that help stabilise a company's workforce, such as principles-led, evidence-based, and outcomes-driven. It is known that greater use of technology in the UK public sector is improving company performance, but this is reducing the workforce in the public sector, which is why skill-employee shortages are widely observed. However, the report also found that changes in educational policy that would improve workplace HR practices would help solve this problem.
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