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[bookmark: _Toc109148962]Introduction 
CIPD profession map helps to manage global standards for people in different professions which give guidelines to them for different activities, skills, knowledge along with behaviour required to ensure success. The main purpose of this profession map is to inculcate a shared professional identity across this sector with everyone who works in this organisation in HR to apply the same set of standards and values. With the help of this study, a brief knowledge can be developed that can lead employees to exceptional engagement with different relevance and credible literature. 
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[bookmark: _Toc109148965]Importance of behaviours which are effective for HR professionals working in the UK
The profession map helps the people's profession with the strongest structure foundation whereas it also helps in effective decision-making. There are eight core behaviours to such an extent that help effective HR professionals working in the UK to create value for people, organisations, society and their profession too. In these below-mentioned points, these behaviours and their importance for effective HR professionals have been discussed. 
Ethical practice
In this practice, HR professionals need to build trust by introducing role-modelling ethical behaviour. These employees can also apply different principles and values continuously which helps them in the decision-making process (Turyakira, 2018). It seems by developing ethical practices is important as it promotes and fosters fairness and justice for all individuals working in the UK. 
Profession courage and influence
Professional courage is important as it encourages individuals to speak up about their qualities and skilfulness. Moreover, having this courage to accept the lines of ethics, fairness and mortality is equally important when they are on the side of good and virtue as it helps HR to establish their role.  
Valuing people
With help of valuing people's standards individuals can create a shared purpose to enable employees' development, voice and well-being. It seems HR professionals guide their employees to their beliefs, attitudes and behaviour so they must value their co-workers to increase their productivity (Willott et al., 2020). 
Commercial drive 
Using a commercial mindset in this behaviour helps to develop drive and personal responsibilities to create value. Thus, it can be said that by introducing commercial drive in business HR professionals increase their commitment to their customers and it also adds more value to organisations in the UK. 
Working inclusively
Inclusion in the workplace surely creates employee engagement and for this reason, current organisations need to work inclusively. It is important for HR professionals as it improves employee engagement and innovation and builds a sense of belonging so that employees also engage in this organisation (Grant and Kara, 2021). 
Insights focused 
This core behaviour in the professional map encourages employees to such an extent that they ask frequent questions about their hierarchies and evaluate evidence. It helps their HR professionals to improve insights focus so that individuals develop their key behaviour to achieve positive outcomes in their organisation (Grant, 2022). 
Passion for learning 
Having a passion for learning helps employees to develop their curiosity so that they can enable themselves for most of the opportunities to learn, improve and innovate. HR professionals need to ensure a passion for learning as it allows knowledge and practice and enables their organisation to leverage opportunities. 
Situational decision-making
This last behaviour in people's profession helps to make effective and pragmatic decisions to such an extent that this decision helps them to handle specific situations (Merendino et al., 2018). 
[bookmark: _Toc109148966]Application of CIPD Profession Map to HR professionals working on a global scale 
CIPD Profession map helps to ensure customer-focused HR services to deliver better quality services across the entire employee cycle. This map can be introduced to HR professionals who are working on a global scale. The profession map sets international benchmarks for the people's professions where it sees that with help of this profession map individuals can easily make better decisions, act with more confidence and also drive changes in their organisation to maintain the continuous progression of this organisation (Harrison et al., 2021). Moreover, by using this map professionals can increase their credibility and professional skills which help them to keep aligned with their professional bodies' new and future-focused map. 
Intending to review the gap between these organisations, it needs to explore different talents by introducing this profession map here with the aim that understanding an individual's performance can help them pay according to their efforts. This profession map mainly focuses on the knowledge and behaviours which they need to create value so that it makes an impact on their work. However, globalisation procedures completely change the entire human resource process where it seems globalisation creates pressure with the aim that in this situation HRs take best decisions for their organisations and set transferable HRM practices to such an extent that the effectiveness of HRM practices spread around this world (Armstrong and Taylor, 2020). 
HR professionals also need to manage their core knowledge, core behaviours and specialist knowledge so that they can manage their effectiveness on a global scale. Although there are different sizes of organisations, they need to manage this CIPD profession map to become the strongest foundation by taking effective decisions. Where core knowledge helps them to maintain people's practice, culture, behaviour, analytics and create value Core behaviours HR professionals indicate those 8 behaviours which have been outlined by academic research and comments from their industry professionals (Richards and Sang, 2021). Lastly, specialist knowledge includes different areas of information such as employee relations, employee experience, maintaining inclusion and diversity in the workplace, learning, development, people analytics, talent management and many more (Poon, 2019). On a global scale organisation also need to implement flexible working arrangements so that it becomes easy to introduce this profession map. 
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[bookmark: _Toc109148968]a. Reasons for skill shortage in the public sector of the UK despite a high unemployment rate.
As per observation, having more skills and knowledge helps to increase positivity among employers in the public sector. Most importantly public sectors also introduce innovative skills in such public sectors as these helps to improve the supply of their services, while maintaining demand for their services and introducing new ways so that they can articulate new ways. However, the skills shortage has become a common problem in this current public sector. Although there is a high unemployment rate where every person wants to showcase their skills and knowledge in this public sector, they are lacking those skills which are required the most. These below-mentioned points help to discuss those reasons for which there is a skills shortage
Lack of management skills of recruits
Due to poor recruitment strategies, organisations could face huge miserable problems in their firm which seems it also impacts their overall business performance. For this reason, an organisation needs to set some measurable targets for which they recruit employees (Upadhyay and Khandelwal, 2018). Furthermore, lack of identification of points of sale also increases poor recruitment and for this reason, public sectors must be careful with management skills during the recruitment process. 
Increased demotivating factors
As public sectors are full of competencies, the possibilities of fear and rejection can demotivate people and it increases the lack of skills here. As per observation, lack of job flexibility, short-term objectives which are not bringing any positive change to these organisations and having no development opportunities increased demotivation and for this reason employees left this sector (Afolabi et al., 2018). 
Having unfavourable terms and conditions of employment
It seems in the public sector many times employees ensure hard-working but managers of these organisations did not increase their salaries which demotivates them. Moreover, introducing unnecessary rules, terms and conditions also demotivate people which results in employee retention. 
Fewer equipment and tools to complete the work
Having a lack of recruitment and tools could lead this certain organisation towards a lack of business effectiveness. Where it seems it also affects poor work management, team management and resource scheduling (Nyashanu et al., 2020). 
Low employee morale
Due to low employee morale, certain business organisations in the UK could not achieve their wide goals which seem it also increased the employee turnover rate. The public sector in the UK seems to have a lack of communication between hierarchies and employees which leads to dissatisfaction among them and as a result, many employees leave the job (Pattnaik and Jena, 2020). 
Poor working conditions 
Poor working conditions such as long working hours with no holidays also lead to dissatisfaction among employees which also affects their productivity. For this reason, many of their employees did not get the chance to advance their skills. Thus, certain public sectors continuously lose the chance of using advanced technologies which can ensure profitability. 
Giving no job security
Having job insecurity also increases the lack of organisational commitment, increasing the tendency to leave the job whereas it also affects job satisfaction. It seems that in organisations that are having lack job security employees certainly leave those jobs for better opportunities and this is also a great reason for the public sector in the UK nowadays having a skill shortage (Hesketh et al., 2019). 
[bookmark: _Toc109148969]b. Long-term labour market developments to address the skills shortage in healthcare sector professions in the UK.
According to the data of CIPD, it is hard to fill the vacancies in which there are common issues in healthcare approx. 54%, voluntary sector approx. 49% and education are also approx. 49% (CIPD, 2022). Some common factors impact the global labour market in the long-term process. Focusing on these long-term labour markets also helps them to address skill shortages in the healthcare sector. Therefore, these below-mentioned points help to address the skill shortage in healthcare sectors in the UK. 
Reward and recognition
Through rewarding, employees' productivity can be easily motivated and recognising their hard work in this organisation leads to a greater employee engagement rate. Thus, it can be said that with the help of rewards and recognition employees can be easily motivated in this healthcare sector which also increases their morale (Afolabi et al., 2018). 
Required to invest in training and development
The Healthcare sector requires the latest skills and updated knowledge from its employees and it seems that healthcare organisations provide a chance to enhance their employee's skills and get the chance to improve the long-term labour market.  
Needs to build concrete communication
Communication plays a vital role in these organisations where it seems it can not only improve diagnostic accuracy but also helps to promote patient-centred treatment decisions. Therefore, it is important to maintain a concrete communication process to enhance the long-term labour market (Kharouf et al., 2020). 
Focus on employee retention and employee morale rate
Such healthcare organisations in the UK need to introduce employee burnout factors, and stress busters and create a certain plan to improve poor performances as it helps their mass employees to increase their skills and knowledge in this organisation. 
Entitle more staffs
Empowering staff is another important factor in healthcare sectors where it seems with help of the managers of certain organisations can increase greater understanding of how to navigate healthcare problems. 
Review HR workforce planning within the organisation
With the help of planned Human Resources, certain healthcare organisations can increase better maintenance rates and can easily achieve their business target. Thus, it can be said that introducing a proper HRM process in this healthcare industry can solve different issues significantly related to employee retention, recruitment of skilful employees and all the legal matters (Baum, 2018). 
Needs to consider the recruitment process by considering apprenticeships
Through considering apprenticeship it helps their employees to earn while they learn and helps to receive recognition in the long-term process. Moreover, it can be said it also needs to analyse the recruitment process so that best and wise employees are recruited which help them to develop their profitability. 
[bookmark: _Toc109148970]Conclusion 
In conclusion, it can be said that this study helps to critically evaluate the process of managing people. Whereas it also highlights the importance of behaviours for effective HR professionals according to the CIPD profession map. This centre of this map works outwards where it seems they are centre focused on their purpose which is to champion better work and working lives. In this process, they need to manage their performance which is evidence-based, outcomes-driven and principles-led. Exploring knowledge and understanding skills also helps to demonstrate for which reasons skills shortage has become so obvious in the public sectors of the UK. Finally, this study also helps to recognise long-term labour market development qualities which help to address skill shortage.
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