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[bookmark: _Toc113455904]Introduction
‘Human resources include the knowledge, skills, networks and energies of people and, underpinning them, their physical and emotional health, intellectual capabilities, personalities and motivations.’ Boxall (2007: 13)
  As an HR professional, it is important to have a commercial drive-in order to be successful. This means having a passion for learning and being able to make decisions based on insights. These behaviours are essential for effective professionals in the UK.

[bookmark: _Toc113455905]Behaviours for effective HR professionals working in United Kingdom (CIPD Map) 
[bookmark: _Toc113455906]Commercial drive 
 Having a commercial drive means that you are always looking for ways to improve and add value to your organisation. You are constantly seeking out new knowledge and skills, and you are always looking for ways to apply them in the workplace. This behaviour is essential for effective professionals in the UK. Being able to make decisions based on insights is another important behaviour for HR professionals. This means that you can understand the data and evidence available to you, and then use this information to make decisions that will benefit your organisation. This ability is essential for making sure that the organisation can make the best possible decisions at strategic level for foreseen situations.
Overall, having a commercial drive, a passion for learning, and the ability to make decisions based on insights are all essential behaviours for HR professionals in the UK. If you can display these behaviours in your work, then you will be well on your way to being a successful HR professional.
Work inclusively is very important skill not only in the UK, but all over the word. It is about valuing people from all backgrounds and experiences. This includes having the courage to challenge discrimination and promoting fairness in the workplace. 
[bookmark: _Toc113455907]Teamwork  
Teamwork is a key element for building successful and efficient organisation. Belbin states that educational and informational teamwork goals are the two most important aspects of the importance of teamwork. He goes on to say that these two aspects are essential for teams to be effective and successful, which leads to more effective communication.  Teamwork leads to creativity and educational growth. It allows individuals to share their knowledge and skillsets in a way that supports and inspires one another. Each role is important in its own way and contributes to the overall success of the team. Trust is also essential for teams to be effective and successful and helps resolve conflicts. Teamwork leads to creativity, more possibilities and points of view which lead the company and employees to success

[bookmark: _Toc113455908]Ethical practice 
Ethical practice is also crucial for HR professionals. This means behaving with integrity and honesty and being transparent in all dealings. Ultimately, HR professionals need to have a strong focus on creating a positive and productive workplace. This means promoting the welfare of employees and ensuring that they can fulfil their potential. The organisation could review their performance appraisal techniques, where the 360 degrees are applied for example, organisations could further focus on Management by objectives meaning utilising talents of those individuals to ensure the organisational goals are met. In addition, the organisation could further focus on 540 degrees and involve external stakeholders such as customers/patients (healthcare sector) to give their opinion on the services organisations have to offer . 

[bookmark: _Toc113455909]Application of CIPD map on a global scale 
An international HR function is responsible for developing and operating a transnational HR system, which was defined by Festing and Eidems (2011: 162) as ‘the sum of HRM policies and practices that a multinational enterprise uses to attract, develop, and maintain its human resources including globally standardized and locally adapted structures and processes’. 
In a global context, it is also important to understand different cultures in order to be able to work with people from all over the world. This includes being able to communicate effectively and build relationships among employees, employer employees, customer/employees, and employees/suppliers. As Perkins (2006) observed, it is necessary for businesses to remain competitive with their employment offering in the marketplace, to attract and retain high-quality staff with world-wide capabilities.

Organisational objectives are another key area that HR professionals need to be aware of. It is important to align the goals of the organisation with the needs of the employees to create a productive and motivated workforce. In this regards, Herzberg motivational and hygiene factors are to be considered as such as motivators will ensure drivers that motivates them to work efficiently and being more productive and analysis the hygiene factors which discourages them in completing their work efficiently such as micromanaging, unhealthy working conditions, lack of support from management.

[bookmark: _Toc113455910]Training and development 
Training and development are another key responsibility of HR professionals. It is important to identify the training and development needs of employees and then design and implement programmes that meet those needs. Reviewing the performance of employees and providing constructive feedback is another key function of HR professionals. This helps to identify any areas where employees need support or development and ensures that they are meeting the standards expected by the organisation.

[bookmark: _Toc113455911]Flexible working arrangements 
Flexible working arrangements is another key area that HR professionals need to be aware of. With more and more people wanting to work flexibly, it is important to be able to offer this in order to attract and retain employees.

Overall, HR professionals need to have a good understanding of the organisation they are working for, the employees they manage and the ever-changing world of work. They need to be able to adapt their approach and style in order to meet the needs of the organisation and its employees.


Task 2 
[bookmark: _Toc113455912]Reasons why the UK public sector faces skills shortages despite high unemployment rate

The public sector in the UK is facing skills shortages despite the high unemployment rate. As per CIPD 2022, the most common hard to fill vacancies were among the healthcare sectors which represented 64%. There are numerous reasons for the public sector in facing skills shortages this is often rely on highly skilled workers who are willing to work for lower salaries than they could earn in the private sector. This can make it uncompetitive to attract and retain the best talent. Another reason is that many government jobs require specific qualifications or experience that not everyone has. For example, jobs in healthcare or teaching often require professional qualifications that can take years to obtain. This can make it difficult to fill vacancies in these areas, even when there are plenty of people looking for work.    
[bookmark: _Toc113455913] Poor handling of new recruits by the Public Sector- A lot of young people are deterred from applying for public sector jobs because of their perception that the sector is bureaucratic, inflexible, and difficult to get into. This is often due to the way that the organisations themselves treat new recruits. For example, many public sector organizations have a lengthy and complicated application process, which puts off a lot of potential candidates. In addition, once someone has been offered a job in the public sector, they often have to wait months for their contract to be finalized. This can make the whole process very off-putting for young people who are used to the speed and flexibility of the private sector.
[bookmark: _Toc113455914]Unfavourable salary / terms and conditions of employment - Another reason why the public sector is struggling to attract and retain skilled workers is because of the salaries and terms and conditions of employment on offer. In many cases, public sector salaries are lower than those in the private sector, which can make it difficult to attract top talent. In addition, public sector employees often have less flexible working arrangements than their counterparts in the private sector. For example, they may have to work longer hours or be on call at unsocial times. This can make it difficult to retain experienced staff, who may be tempted to leave for a better-paid and more flexible job in the private sector.
[bookmark: _Toc113455915]Lack of investment in training and development - A further issue facing the public sector is a lack of investment in training and development programmes. This means that many public sector employees do not have the opportunity to improve their skills and knowledge on a regular basis. As a result, they can become stuck in low-paid and low-skilled jobs, which can lead to frustration and disillusionment. In addition, a lack of training and development opportunities can make it difficult for public sector organizations to keep up with changes in technology or best practice. This can make them less efficient and effective, which can lead to further problems down the line.
[bookmark: _Toc113455916] Low morale - One of the biggest challenges facing the public sector is low morale. This is often caused by a combination of factors, including job insecurity, a lack of career progression opportunities, and a feeling that the work they do is not valued by society. This can lead to a high turnover of staff, as experienced workers leave to find better-paid and more fulfilling

[bookmark: _Toc113455917]High hygiene factors (demotivating factors) - To attract and retain skilled workers, the public sector needs to address the so-called 'hygiene factors' which can act as a demotivating force. These include things like poor working conditions, low salaries and a lack of training and development opportunities. If these factors are not addressed, then it is likely that the public sector will continue to struggle to attract and retain the best talent.

[bookmark: _Toc113455918] Lack of equipment to complete work - Another major problem facing the public sector is a lack of equipment. This can lead to staff feeling frustrated and demotivated, as they are unable to do their job properly. In addition, it can lead to a lower standard of work, as employees are forced to make do with whatever equipment they have.
[bookmark: _Toc113455919]Poor working conditions- Working conditions such as long hours of work or no vacations are another problem facing the public sector is bad working conditions. In many situations, public sector workers are required to work excessive hours or be on call at inconvenient times. This might make retaining skilled employees difficult, especially if they are being paid less and have more freedom in the private sector.
[bookmark: _Toc113455920]  No job security - One of the main challenges facing the public sector is a lack of job security. This is because many public sector organizations are facing budget cuts, which can lead to redundancies. 
[bookmark: _Toc113455921]
Analysing long-term labour market developments to address skills shortages in health professions in the UK
To address these skills shortages, the government could invest in training and development programs to help people gain the specific qualifications or experience required for public sector jobs. Alternatively, they could raise salaries in the public sector to make it more attractive to skilled workers.
An aging population and the resulting increase in demand for health and social services is one of the main long-term labor market developments causing skills shortages in UK health sector occupations. Other important long-term labor market developments include trends towards an increasingly knowledge-based economy, a shift to a more service-oriented economy and resulting growth in the health and social care sector. 
 All of these developments are putting pressure on the healthcare sector and causing skills shortages in a number of professions. In order to address these shortages, it is essential that employers invest in training and development programmes that will help their employees to keep up with these changes. Today, the demand for skilled workers in health professions such as doctors, nurses and other health professionals is increasing due to the increasing prevalence of chronic diseases and the increase in the number of people.
[bookmark: _Toc113455922]Reward and Recognition- Recognition and reward are activities the company engage in to recognize exceptional achievement and encourage certain values or behaviours. This can lead to a high level of morale among the staff, which may help the company reach its goals. Types of rewards and recognition programs include individual awards, team awards, spot bonuses, long service awards, safety awards. With this program, the company problems can be reduced like absenteeism, health issues, and lack of productivity. Also, these programs improve communication between employees and employer.
Employee recognition is a strategy used by employers to appreciate workers for their time, effort, and loyalty to the company. There are many ways to show appreciation, but some common methods include verbal thanks, handwritten notes, public announcements, awards, parties, and bonuses. Employee recognition can lead to increased productivity, motivation, and morale in the workplace. It can also help to reduce turnover, build team unity, and foster a positive company culture.
[bookmark: _Toc113455923]Concrete communication- - Communication within the company is important to achieve understanding, which is essential for highly engaged workers and increased productivity. Communication must be clear, accurate, concise, polite, specific, careful, and complete. It is important to have good communication within a company so that employees can understand one another and work together effectively. Good communication can help to resolve conflicts, build trust, and respect, and improve overall productivity. In the healthcare sector, good communication is more than necessary because it can help save people's lives. Otherwise, there may be dangerous consequences.
[bookmark: _Toc113455924]Training and development programs - Investing in training and development programs can improve the quality of work and increase the qualifications of staff. This would increase the salary and motivation to work. The lack of personnel in this sector is indicative of the changes that are being made to bring about higher efficiency and satisfaction not only for medical workers, but also for society.
[bookmark: _Toc113455925]Conclusion 
Empowering staff is a management philosophy that is associated with decision-making and taking responsibility. In health care such as giving medicine, advice, and assistance. Empowering staff has been shown to improve job satisfaction and motivation as well as reduce staff turnover. Workforce planning can help organisation to identify any gaps in an organization's skill set. Apprenticeships can help to fill these gaps and provide employees with the skills they need to be successful in their roles. This increases employee retention and morale, as well as improves the quality of care.
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