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1. Introduction
HR Professionals have an important part in evolving, reinforcing, and convert the culture of a business. Important parts of business culture covered by HR are: training and development, pay, recruitment, performance management and also adapting the values of the organization.

2. The effectiveness of Core Behaviours
· Ethical practice – The significance of business ethics is bigger than workers loyalty and morale or the strength of a management team bond. The ethical operation of an organization is connected to profitability for the sort and the long term. For determining if an organization is worth to invest, it needs to have a good reputation in the nearby communities, with other organizations, and sole investors. If an organization is seen like an organization that is not operating ethically, investors will not buy any stock or support the organization’s operations. If the investors know that the organizations they work with, focuses on having high morals and work ethically, they will feel sale because their money will be used and invested properly. They can also feel in peace knowing they are not indirectly contributing to unethical procedures. Strong business ethics are also an important quality because it makes the investors more interested to invest their money within the organization by keeping its share price high and protecting it from takeover. 
· Professional courage and influence – are all about to be brave to speak up when it is the right thing to do, even if you find difficulties. To be a great people professional it needs to have the ability to be an example for other, to have a good communication and understanding to achieve positive outcomes. 
Professional courage and influence standards:
1. Come up with ideas and points of view very clear.
2. Give accurate information in a well-timed method.
3. Start motivational conversations with all kinds of persons.
4. Realize the effect of different influences and different communication manners in many different situations.
5. Realise and accept errors.
· Valuing People – for people professionals it is vital to maintain the focus on valuing people with consideration, compassion and fairness and be an example for other to do the same. The HR’s role within the business is to make people to have the same goal and to make people feel that they are heard, and they matter. Creating a common goal and enabling people evolution, voice, and welfare. People need to be treated with a kind and fair approach. 
· Working inclusively – how we work with other persons is becoming a major factor in how we deliver outcomes. We need to learn to accept people as they are, no matter their cultures or race and everybody needs to have an opportunity to work together. The role of HR is to make sure people are collaborating and supporting each other and they need to be encouraged to build relationships of trust and to treat the conflicts with kindness and in a constructive way.                           

Working inclusively standards: 
1. Be sensitive and respect other people.
2. Be open for new ideas and people’s points of view.
3. Create nice work relationships with your colleagues. 
4. Show calmness in difficult situations and try to find a way forward. 
· Commercial drive – the HR has the role to make sure all the people within the business are focusing on the same things that build the most value for people and organizations. It is about applying a business and customer-focused approach and show the devotion to provide outcomes that bring value to the business. To be a good commercial HR, it needs to understand the organization’s strategies from people’s point of view and to analyse how the HR can help to apply those strategies through selected interventions, plans, procedures, facilities, etc.
· Passion for learning – in a world that is changing very fast, passion for learning is vital for people professionals. Like a HR, your professional development and people development need to be ensured. A business can be very successful with people that are committed to learn and develop and bring up new ideas into the organization to be explored and implemented. By learning and changing the mindset, we can create new opportunities and test other ways of doing things. 
· Insights focused – to develop people insights, HR need to have a disciplined approach to understand and recognize the problems. An evidence-based practice is used like following: 
a) Asking questions.
b) Obtain evidence.
c) Critically evaluate evidence and put them all together for a better understanding of the whole problem and a bigger implication.
· Situational decision-making – is about taking constructive and realistic decisions and considering the specific situation or context and avoiding a general approach. Any decision needs to be flexible to adapt to new circumstances or insights. 
Situational decision-making is following three principles: 
· Apply agreed plans and strategies and available sources to make decisions.
· Seek to understand the outcomes of your actions.
· Be open to new trends and changing situations.

3. The implementation of the Core Behaviours by the HR professionals on a global scale
Global HR and talent management are important trends that are followed by big organizations around the world. Organizations are facing the challenge of developing an integrated global HR and talent operating type that allows for tailored local implementation, enabling them to capitalize on quick organization growth in emerging economies, utilise local skills, and maximise local talent strategies. Global organizations need to have a global HR role. To have success in different markets, organizations should recruit, train, and manage people locally. Building global standards, platforms, and service centres is one part of the challenge. Companies need to build flexibility and agility into HR so it can be adaptable for local markets. 
Regarding global training, the content and strategies need to be created to provide for a much bigger audience. The global training and development strategies need to adapt to all learners’ needs and understanding because the teams are created with people from all over the world. When the organizations are training workers from many parts of the world, it can find challenges because the people can speak different languages, born in different cultures, and live in different time zones. One learning approach for all subjects for all regions is the first strategy which organizations should follow. If the learning will be online, all courses can utilize the same language and will have the same content for everybody. This strategy helps the content to be created more easy and cheaper because a global strategy team can help with the whole training process. Another strategy using this method is by having the same topic for all the regions. This strategy also helps course creation less complicated because every course will be distributed in one standardized approach. The big test is to guarantee that the same message is transferred throughout all regions. The next strategy is to apply one set of learning targets by using different procedures and content for workers in all regions. Learning targets and required skills should become a standard requirement within the organization, no matter where the workers are living. The last strategy here which can be followed is to apply these learning targets and content in all regions, with direction from development team. Every course needs to be customised to fit a particular need of a target audience or region. From the learning targets to the approach and content, all will be personalized for the learners. The global training team will be more like an auditor role by make sure that learning targets, approaches, and content will adjust to the business’ needs. This option can require a big cooperation between teams divided by geographical differences. 
However, when it comes to choose the strategies for global training, it needs to be taken into consideration three things like the resources, the learners, and the role of the global training team. The strategy selected by any organization should balance these three elements to ensure that the organization is getting the most out of the global training and development programs. 

4. Why do public sector in the UK is facing skills shortages? 
In the last couple of years, UK is facing labour shortages because of the Brexit and the COVID-19 pandemic. These two factors had a big impact on the employment rate. Because UK left the EU at the beginning of 2021 and reimposed border controls on EU citizens, it is very hard for organizations to hire overseas workers. Many countries borders were shut for long time during the pandemic and that made the world to be on standby. Because it was a change in tax laws and the impact of the pandemic, UK had lost many HGV drivers and that created a big problem for the country because the goods could not be delivered on time and people faced the panic for fuel or for essentials. Other two areas affected by the shortages are cleaning and retail. The lockdown made many organizations to shut their doors and the travel restrictions and Brexit made many people not to return in UK for work. 
The skills gap is having an impact on hiring too. Many businesses have been forced to quit trying to find appropriate talents and hire at a lower level. The UK labour shortage crisis is set to delay economic recovery from the pandemic as well. Uncertainty continues to remain around Brexit, meaning the supply chain disruption is predicted to continue. New immigration laws put in place after Brexit have made it even harder for foreign workers to enter to the country. The growing skills gap needs to be reduced. The businesses are trying to put more emphasis into the value of continuous professional development and hire workers with potential. The businesses need to start working with the right recruitment partner by using multi-channel resourcing strategies to attract the best talent. The right recruitment partner has access to a wider talent pool and that helps to find the right candidates to fill some roles within the organization. They will also integrate themselves within the organization and spend time to understand the needs and goals of the organization and how they can help to achieve that. A recruitment strategy needs to be put in place, but the important factor is a clear vision of the people the organization wants to hire and how. The right partner will help the organization to find the right people to hire and to hire them fast. 
The manufacturing industry is facing a crisis as well. The perception of young people about this industry is that is not creative enough or rewarding one. Breaking this stereotype and with help of education by implementing an interest in manufacturing from college, the manufacturing industry can find a way to hire more people because this industry is continuously evolving and making use of new and improved technologies. If the current skills shortage will continue to grow, UK can face a big problem because the organizations will not be able to fulfil the customers’ needs. 

5. Long-term labour market developments in healthcare sector professions in the UK

Healthcare sector had faced big difficulties during the pandemic because of short staff and because of that people in UK waited more for an appointment. Healthcare sector should focus more on working conditions, especially on health and wellbeing to maintain the workers in their roles and to prevent big staff shortage. During the pandemic, many nurses and key workers have been working shifts of 12-16 hours, 6 days a week, for the last months and that can affect their health. In 2020, when the pandemic began, healthcare staff was facing a big problem because they did not have enough personal protective equipment (PPE) and they were at risk to catch the virus because the elderly people were being dangerous discharged from the hospitals. Many people from the healthcare sector moved to Australia or New Zealand because of the healthcare conditions for work. 
The healthcare system needs to focus on finding strategies to have the proper mix and number of workers in all healthcare sectors. The pandemic exposed the vulnerability of the healthcare system in the UK. Senior citizens were most vulnerable because they could become seriously ill or die because of COVID-19. Their lives were in the hands of a sector with missing staff and maybe unable to provide the proper care. The healthcare system needs to be remodelled because it needs to fit for many purposes such as bad times or during a large-scale public health crisis. Healthcare sector needs to find new ways of working. Innovation has improved, especially at the frontline. Many innovative digital solutions have been quick developed and launched during the pandemic to guarantee that people have access to care, advice, and to order medication online. 
Health leaders also need to analyse how future leadership capacity is created, focusing on cultivating talent that can deal with a rapid crisis and afterwards, into recovery mode. Maybe a collective approach to leadership could help to co-ordinate activity, characterised as useful leadership. In healthcare, leadership development has inclined its attention on developing the individual, usually in a competence-based way. Leadership needs to be seen as a dynamic process encompassing multiple stakeholders. Leaders need to manage to handle crises, drive innovation, manage recovery and lead to new ideas. 
Focusing on workforce strategies and decisions around hiring, retention, and labour utilisation, as well as integration of health and social care, should be guided by national policies but approved at a local stage. Human resources functions within healthcare workers need to act strategically, carefully targeting investment to get the best from the labour force. Healthcare leaders need to analyse the effect of the pandemic, especially around the development and management of human resources as the recovery processes across the UK and worldwide. 
To help to grow the number of Primary Practitioners into the health sector, for example, few strategies could be followed, such as: 
· The income gap between primary and specialized care workers needs to be smaller.
· Primary care physicians’ work life needs to be improved.
· More funds for primary care training are needed.
· General practitioners need an expanded plan for training programs.
The effects of the staff shortage can be minimised by improving the capacity of each primary care practitioner. The capacity of a practitioner has two determinants key factors: the number of hours worked, and the number of patients scheduled each hour. 
The shortage of primary health care workers is a continue problem, which will need a mix of strategies to implement now and in the future. It is essential to evaluate the situation and apply new ideas to improve the care given to all the persons, no matter where they have the residence. 

6. Conclusion
Human resource departments are facing many challenges and that make the businesses to apply correct and workable policies which will guarantee that they reduce these challenges and help to create methods to deal with these problems or future ones.  
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