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[bookmark: _Toc124201738]Introduction 	
Managing people is defined as the process of recruiting candidates, training them properly and retaining them in order to enhance their talent for the well-being of the company. The following context will discuss the various reasons for skill shortages among employees. The unemployment rate is high in the UK and in spite of this, organisations of this nation are facing a crisis. Due to this, the role of labour market development in overcoming such problems will be demonstrated in this context. 


[bookmark: _Toc124201739]Reason for facing skill shortages in the public sector in the UK 
The public sector in the UK is facing a problem with skill shortages despite having a high unemployment rate and there are some reasons behind it. According to the report, the rate of half-of-employees in this nation is medium while in the public sector is reported as 53%. According to the Learning and Work Institute, the cost will be £ 120 billion by 2030 due to the skill shortages in the UK.  The cause of such a crisis is mentioned below-
Implications of Brexit
Brexit has a role in decreasing skilled labour in the United Kingdom which impacts the public sector. The term Brexit refers to the process of departing the UK from the Europian union. This is the result of increased import costs as well as the rate of inflation (resolution foundation, 2022). Due to this, a vacancy has risen in this country but the recruiters of the organisations are in trouble finding a fit person for a post. The number of efficient labours has decreased as the output of outmigration was caused by Brexit. The unemployment rate is very high in the UK and despite this, people with effective professional skills are not found. Labours were also divided which results in a decrease in skilled workers that affect the organisations. 
Effect of Covid-19
Lockdown due to Covid-19 is a great reason for unemployment which is very high in the UK nowadays. The unemployment rate as well as hard-to-fill vacancies are quite high in this nation. Because of the pandemic, many people lost their jobs and despite this, 46%of employers are suffering from hard-to-fill vacancies (trading economics, 2022). In the public sector, it was reported by 53% which is at the medium stage. Covid-19 has increased the fear of getting affected and life risk and due to this, some people preferred to stay at home in order to keep themselves safe. Workers did not want to change their workplaces as well as it became tough for the companies to get new talents. People with various professional skulls looking for better opportunities which creates trouble for middle-level organisations. 
Labour wage complexities
People work for wages either daily, weekly or monthly and a company can motivate its workers by paying the appropriate amount. After Covid-19, inflation increased and productivity decreased which results in a reduction in employee satisfaction. In the UK, wages vary regarding age, gender as well as the quality of work which disappoints the staff. Employees with various skills offer more salaries and if they don’t get it, they lose interest in joining such an organisation. This is one of the effective reasons for the shortage of skills although having high unemployment in the country. 


[bookmark: _Toc124201740]Identification and discussion of long-term labour market developments to address the skill deficiency in healthcare occupations in the UK 
A labour market is responsible for supplying staff with outstanding skills which will help the organisation to become successful. It plays an important role n improving social as well as economic progress by providing labour to the company based on the demands. According to the report, skill shortages most affect the healthcare sectors as the hard-to-fill vacancy is reported by 64% there. It needs to be overcome by organisations through long-term labour market developments in order to get efficient staff with effective skills.  According to the report, the employment rate has decreased a little in the UK while the economic rate is still unchanged. For people aged between 16 to 64 years, the rate of unemployment has reduced by 0.1%. According to CIPD, a long-term labour market development is required to address the skill shortage in the UK healthcare sector (cipd, 2022). Some effective steps can be followed by organisations as well as the labour market to increase employee retention as well as get efficient staff. These include-
Using a digital process for recruitment 
A wide range of channels and methods are followed in order to gather all the efficient people. Recruitment through this process can help a company to get staff with various skills which are required for the profession (Shapovalova and Pavlov, 2021). The digitalisation method is one of the best ways to connect a large number of people with the labour market and then supply them to organisations. 
Providing training 
Labour markets in the UK can overcome this crisis by providing effective training to the people and making them fit for their desired professions. People with effective skills find out and offering them a perfect job is one of the best ways to mitigate the skill shortage crisis (Garavan et al., 2021). 
Increasing wages
Wages are the important thing to attract employees to find out their effectiveness and put it in the well-being of the company. It should be confirmed that all the labours are treated properly based on their skills ad positions (Kleinman, 2022). In order to overcome skill shortages, organisations need to maximise salaries which will impress the staff to give their best to the company. 
Creating an appropriate working environment
Healthcare professionals in the UK are facing skill shortage problems which can be harmful to both citizens and firms. Employees should get a chance to explore their skills if they are provided with an accurate working atmosphere. Long-term labour markets need to develop their working process and guide firms to improve their organisational culture. 


[bookmark: _Toc124201741]Conclusion 
The following context has depicted the reasons for facing skills shortages in the UK public sector. Some valis statistics have also been provided to understand the current labour market developments. This problem is mostly found n the healthcare professions in the UK which affect the sector to face various troubles. This context has discussed the long-term labour market developments and along with this, ways of addressing such conditions have also been illustrated. 
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[bookmark: _Toc124201319]Introduction 
The survival and success of any business directly depend on financial and human resources. Irrespective of the size of the business, there is a close and continuous relationship between the environment and the business. The Profession Map is a useful tool that lets HR professionals take a different perspective of the organisation. The following report will focus on behaviours that are effective for HR professionals working in the UK. Work ethics, situational decision making and professional courage are some of the code behaviours that will be applied to human resource management. Furthermore, it will detail on the strategies that will be applied to HR professionals for working on a global scale. 



[bookmark: _Toc124201320]CIPD Core behaviours are effective for HR professionals working in the UK.
Ethical practice, professional courage and influence, commercial drive, situational decision making, insights focused, and passion for learning are some of the examples of core behaviours that an HR should follow. These are the core values that allow HR to be different from others. The core values act as a framework that helps to guide an HR in addressing the difficult situation and managing employees. 
Core values optimise communication 
An experienced human resource manager is well conversant in the significance of communication in the workplace. Good communication can help to strengthen employee satisfaction, and experience and supports HR in making a better environment for working. In addition, there is less conflict and misunderstanding in the workplace, when employees have excellent values and communication systems among them. Furthermore, good internal communication makes the employees think that their employers care about the worker's safety and wellness.
It increases employee engagement 
Core values should be embedded within the workforce so that HR can make employees understand the things they want. This helps the employees to know what they are needed to do in the workplace. If HR wants to enhance employee engagement, they need to define and communicate their company values to the employees. 
Helps to draw the right candidates and increases employee retention 
Most of the time, HR professionals are unable to recruit the best talents. During the such condition, HR should follow the core behaviours. This is because core behaviours affect the current employees. It fosters an environment of diversity and inclusion that celebrates differences. 
Employees start to invest more energy in their work
Workplace ethics is an important element that should be ensured by a human resource manager (Kursenko, 2022). Conducting business operations in an unethical way can damage the company's reputation. Following unethical workplace practices such as discrimination, sexual harassment, and unfair employment policies can create barriers against attracting quality clients. In addition, HR ethics promotes trust among employees. Consequently, employees will be more loyal and plan to work hard by investing more effort into the work.
Helps to bring a better outcome 
Professional courage is one of the key behaviours that an HR should possess in an attempt to influence others (Chams and García-Blandón, 2019). This is an important ability that helps in contributing new ideas, working with line managers and influencing their decision. Challenging the set rules and regulation requires professional courage and an experienced HR professional should have this ability. All these things can be achieved if an effective relationship is built with others so that HR can understand their opinions, perspective and concerns and use the most effective way to communicate them to bring a positive outcome. 
[bookmark: _Toc124201321]Explain to what extent this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations
A profession map helps to frame the international benchmark for people's professions. The map is used to take better decisions with the utmost confidence. In addition, it drives change in the organisation and allows employees to progress in their respective fields (Yura and Andryei, 2022 ). Irrespective of the size or vastness of the industry, a profession map is effective for every business. Listed are the ways through which the profession map can be applied to HR professionals.The business environment is always changing and because of that CIPD map is required to be altered accordingly (Harrison et al., 2021). With the emergence of new technology, priorities and ways of working, the role of HR has changed as well. With the help of the CIPD profession map, HR professionals and other workers in the company will benefit from the valuable decision. The CIPD map can help to bring confidence, among HR professionals and thus it can help the HR manager to ensure that the organisation is maintaining the highest standard (Leicht-Deobald et al., 2022)
Aligning teams to the relevant areas
A profession map can be applied to gain transparency and clarity regarding the knowledge, skills and specialisation it requires in the very role (Gold et al., 2022). This can be achieved by allocating teams to their associated knowledge area. This is quite essential to aid career development and to find out future moves. 
Helps HR to take better decisions in future
The profession map pays attention to the knowledge and behaviours they need to create value and bring positive impact in the workplace. It is designed to evolve with time with the changing landscape employee profession. The core values and purpose influencing the professional standards will be the same (Beatty and Queen’s, 2019 ). However, as new priorities, specialism, new roles and opportunities rise, the map will be able to implement them. 



[bookmark: _Toc124201322]Conclusion 
CIPD profession map helps to set global standards for people's professions, thus offering necessary guidelines for the knowledge, activities and behaviour needed for success. The following report focused on the important behaviours that an effective HR professional should possess. In addition, it has provided the ways through which HR professionals can make use of the code behaviours for effective working in the UK. It has been found that ethical practice, professional courage and influence, situational decision-making, and passion for learning are some of the primary examples of behaviours that an HR expert should stay adhere to. Thereafter, it has provided a few strategies through which the profession map could be applied to HR professionals. 
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