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[bookmark: _Toc109690017]Introduction
For managing people, HR in the business is responsible for adopting effective decisions and strategies and the main aim of these decisions and actions will be to ensure the welfare of the business (Goodwin, 2010). In this report, two different cases will be considered. In the first part, the current CIPD profession map will be referred to that will explain the importance of the behaviors that are for effective HR professionals working in the UK and the extent to which the map can be applied on a global scale. In the second part, the reasons for which the public sector in the UK faces skills shortages despite the unemployment rate will be explained and the long-term labor market developments for addressing the skills shortages in the healthcare sector in the UK will be identified and discussed. 

Part-1
[bookmark: _Toc109690018]a) Explanation of how essential these behaviors are for effective HR professionals working in the UK
HR professionals working in the UK need to deal with some potential issues that are highly sensitive in the business because their actions and behavioral factors have significant consequences on the overall outcomes of the business. They need to envisage pay and benefits, policies of the business, and various challenges that have significant effects on the business (Goodwin, 2010). HR’s behavior in the business are the abilities of the human resource to carry out core responsibilities and this behavior can include both interpersonal and executive skills for ensuring effective performance for the business. 
The current CIPD’s profession map, the qualifications, and professions concentrate on the ever-changing issue that provides a landscape of human resources and learning and development. That means it is an interactive set of standards or policies by following which the HR can guide the employees in the business for developing as well as improving the world of work (Gayathri. M, 2011). This current CIPD requires some potential behavior for HR professionals in the business and the behavioral issues under the CIPD map include ethical practice, professional courage and impacts, the value of the people, working inclusively, commercial drivers, passion for learning, deep insights, and situational decision-making process. Ultimately, the core behaviors of CIPD include the process of delivering successful outcomes, and continuous personal and team development for the business. 
The essentiality of these behaviors for HR professionals
The importance of these behaviors for an HR professional is beggar description and this requires effective utilization within the business. The importance for HR professionals working in the business is quite significant. Such as:
Ethical practice: It is the most essential behavior for HR professionals because this practice among HR professionals can aid gain more trust not only within the but also outside of the business. Ethical practice can ensure sustainable results in the performance that can help gain genuine outcomes for the business (Marchington and Wilkinso, 2012). This ethical practice is also effective for HR professionals representing themselves in front of the employees and aids highlight them as the HR professionals within the business. 
Professional courage and impacts: This behavior has impacts on working effectively, utilizing people smoothly, and envisaging professionalism matters perfectly. The fundamental purpose of the people profession is to champion better work and working lives (Marchington and Wilkinso, 2012). Professional courage ensures effective policies, procedures, and supports that assist the management and staffing of the business. By following this, HR professionals can gain trust and understand the overall situations and conditions of the business. 
Working inclusively: These behaviors have direct effects on the feelings and the values of the entire business. These behaviors help HR professionals work inclusively within the business indicating that the business has inclusive support for the employees. This is essential for those employees who have diversified backgrounds respecting their cultural backgrounds, social norms, behavioral factors or issues, and so on. 
[bookmark: _Toc109690019]b) Explanation of what that this map could be applied to HR professionals working on a global scale regardless of the sectors and size of the organizations
As it has been said that the CIPD profession map is the interactive set of standards or policies that can aid in guiding the employees in the business, especially who work in HR for developing the world of work (Taylor and Woodhams, 2012). The main aim of the CIPD map is to aid get the identity of the business throughout the industry in which HR needs to apply a familiar set of standards and values. The CIPD map does not contain the list of the actions that need to be conducted; rather, it provides professional values leading HR to better decisions in any situation and such values have significant impacts on the development because these can support the entire organization to handle the future efficiently. Considering these facts, the CIPD profession map envisages a particular extent to which the professional values of the sectors and the industry and the extent includes principles-led, evidence-based, and outcome-driven. 
Principles-led
In this case, a clear principle and belief are required during times of noticeable change and this principle helps define a good decision-making procedure. This principle-led includes three extents to which the CPID’s map can be applied to HR professionals. Such as:
Work-matters: Work should be utilized as the force for good where the organizations including the employers and the employees, the communities, and the societies are envisaged for making up an effective workplace (Mayne, 2021). Considering the aim or purposes, these groups can use their talents and competencies for identifying their meaning at work. There should be a safe and inclusive workplace for the employees that can recognize contributions fairly and good work needs to exist for providing benefits across the business and balancing sustainable economic conditions with social accountability. 
People-matter: People or employees are the foundations of the business and they must have a unique and worth understanding (Mayne, 2021). The employees need to support the development and the resources for ensuring effectiveness so that they can accomplish the responsibility for their work. 
Professionalism matters: All the groups in the business need to be ambassadors and use different expertise. 
Evidence-based
Behavioral science can help get more proof about the behavior that aids adapt better knowledge and making decisions. Besides, different analytics can enable HR to observe the workforce and let them collect sufficient data for making appropriate decisions (Priyadarshini, 2020). There should be practitioner experience that lends to professional judgment and is essential for the appropriate proof of the practice. 
Outcome driven
HR can utilize the particular extent of the CIPD within which they can improve the collective well-being, productivity, and success of the entire business. As HR indulges in building inclusive organizations, the employees can dedicate themselves to conducting their performance effectively (Nagpal, Jaiswal, and Panchal, 2022). In this case, HR needs to treat them fairly and ensure diverse voices. The impacts are on professionalism and individualism. 

[bookmark: _Toc109690020]Part-2
[bookmark: _Toc109690021]a) Explanation of the reasons for the public sector in the UK facing skills shortages despite the high unemployment rate
A skills shortage indicates the absence of skilled and efficient people available considering the particular vacant job position. When employers involve in identifying an appropriate candidate for the business, they need to look for particular sources from which they can match up the required criteria of the vacant job position and recruit an appropriate candidate for the business. In this case, the employers can demonstrate the skills shortage in the specific area. 
Due to the Brexit decision and the disastrous impact of Covid-19, the whole country has been going through a tremendous level of shortages of skilled employees, especially in the public sector and it is expected that this shortage in such particular sector can shrink the pool of the available workers who come from other EU member countries. Insufficient education and lack of productivity cause the costs of jobs and this may raise the unemployment rate progressively considering the decreased education levels and the entire education system in the UK is not generating the required skills that can match the demand of the labor market (Ulrich and Brockbank, 2016). In this case, the labor supply gets impacted by the rise in the number of job seekers over the years. For overcoming the skills shortages, it is essential to invest in training, expand the search as well as envisage apprentices. HR professionals of the businesses in the public sector need to rethink and focus on staff retention. 
The reasons for the lack of skills despite the unemployment rate in the UK’s public sector
As the UK is now facing a lack of skills in the public sector, the unemployment rate in this situation is called structural unemployment. This type of unemployment is long-lasting unemployment that comes due to the shortages of skills in the public sector accelerating the shifts in the economy. There are some reasons for which this is happening and they are:
· Low economic growth: The increasing inflation rate has affected the price level of all sorts of goods and services and the Brexit decision has accelerated this impact. Even, the post-pandemic situation has not brought standard outcomes for the entire economy and the overall results have been seen in economic growth (Ulrich, Younger, Brockbank, and Ulrich, 2013). The economy cannot support the labor market of the public sector efficiently and that is why this situation has been generated. 
· Mismatch in demand and supply: The public sector in the UK has required job vacancies indicating significant demand for specific job positions (Marchington and Wilkinso, 2012). But the labor market in the UK cannot provide the required skills that can suit the specific job position. 
· Education system: The education system does not provide sufficient levels of education to the people by utilizing such education, people can get a lucrative jobs in the public company in the UK. 
[bookmark: _Toc109690022]b) Identification and discussion of long-term labor market development for addressing the skills shortages in the healthcare sector in the UK.
In any country, HRs for healthcare is central to any health system because the employees or the workers in this sector perform the most crucial health system functions. They need to adopt decisions and actions for determining the ways of assembling resources that are utilized (Kocór, 2017). A sustainable labor market is characterized by stability and the lack of fluidity as well as the diversity of rates for similar jobs and the rise in the price of labor that is offered by a particular employer does not have any impact on the employees who work in other businesses at fewer wages. 
The healthcare sector in the UK has a government-sponsored healthcare system that includes NHS in England, Scotland, Wales, and also in Northern Ireland. This sector forecasts some challenges that include an aging population, the growth of digital technology, political changes, communication breakdown, etc. The country provides public healthcare to all permanent residents and the coverage is free at certain points that can be paid via taxation including income tax (Swain, 2022). This sector is now facing shortages of skills and for the long-term development of this sector, some effective actions can be undertaken. Such as:
· Improving retention of the current healthcare workforce: It means the entire sector needs to put efforts into the development of the retention rate. 
· Increasing the numbers in healthcare education: The healthcare sector needs to grow their own for which the entire sector needs to maximize the numbers in pre-registration healthcare education (Marangozov, William and Buchan, 2016); so that people working in this sector can get sufficient education, skills, and knowledge for keeping pace with the current demand of the sector and fulfilling the required demand of the healthcare sector. 
· Attracting returners: Healthcare businesses need to attract returners so that they can get back to the workforce, especially those who are qualified but not currently practicing. 
· Recruiting internationally: The local demand may not fulfill the required demand of the labor market. In this case, the UK’s healthcare sector can recruit candidates internationally (Ulrich, Younger, Brockbank, and Ulrich, 2013). 
· Improving productivity: By developing productivity, the sector can fulfill the shortages as there will be sufficient skilled workers. 
· Changing skill mix: HR in healthcare can change the skill mix so that the workers can get introduced to different and new skill mixes and develop their performances (Marangozov, William, and Buchan, 2016). Alternatively said, HR in the UK’s healthcare can bring divergence in the work patterns.

[bookmark: _Toc109690023]Conclusion
After completing this report, different outcomes have been obtained. Firstly, the importance of the behaviors for effective HR professionals working in the UK and the extent to which this map can be applied to HR professionals have been explained. Then, the reasons for the skills shortages in the public sector and the long-term labor market developments for addressing the skills shortages in the healthcare sector professions in the UK have been identified and discussed. 
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