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Management of people involves leading and developing members of the team with an aim of offering support to the overall goal and mission of the organisation. The responsibility of people managers is handling tasks related to people including new talents, engaging employees and development of career. The people profession helps people managers in redrawing the boundaries and redefining their impact to the people they manage. CIPD profession map helps people managers in making better performance, exploring their strengths thus better performance and bringing change within the organisation. 
This paper contains two parts. Part 1 will refer to the current CIPD professional map to explain the importance of these behaviours for effective HR professionals working in the UK. It will also explain the extent that this map could be applied to HR professionals working on global scale regardless of sectors and sizes of organisations. Part 2 explains why public sector in UK is facing skills shortages despite the high unemployment rate. It will also identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK.
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[bookmark: _Toc122155183]Importance of CIPD Professional Map behaviours for effective HR professionals working in the UK
CIPD Professional Map concentrates on the behaviours and knowledge needed for creating value and making an impact at work (Hunter-Hill, 2019). The map is used in identification of skills and capabilities for helping with planning and professional development of once career path. The current CIPD Professional Map has identified core behaviours for empowering HR professionals in UK in creating value to people and organisations as a whole. Some of these behaviours are as explained below.
Ethical practice. It involves build of trust and becoming role models by practicing ethical behaviour. The behaviour helps HR professionals working in UK to in making decisions that involves doing the right thing (Hunter-Hill, 2019). If wrong decisions are made by the HR professionals, they can have a huge impact in the workplace if implemented thus reducing the effectiveness of their work which may result to them having a bad reputation as well as the organisation they work for. Therefore, if HR professionals make decisions basing on good principles, and uphold good values, this will help in improving the lives of the employees and their experiences in their workplace thus becoming effective in their work.
Working inclusively. This involves how HR professionals work with others by listening to their ideas and opinions thus delivering work effectively (Map, 2015).  It is the inclusion of employees from the diverse cultures in UK thus enabling them work together. The behaviour helps the HR professionals to encourage, facilitate and set up a cross-cultural working place thus building strong relationships between the team members thus capable of effectively managing conflict with the workplace.
Valuing people. It involves building teamwork and valuing each individual’s contribution in the organisation. The behaviour helps HR professionals working in UK to ensure fairness, compassion and encouraging employees to uphold the same (Hunter-Hill, 2019). It helps the employees to work together to achieve the same purpose thus becoming satisfied with their work and voicing out their views concerning matters that are affecting them while working.
Passion for learning. This involves HR professionals being committed to develop the professionalism. It helps them to connect with other people in the same profession with an aim of learning thus reflecting on the effectiveness of their work and coming up with means of improvement (Chartered Institute of Personnel and Development, 2015). The passion for learning is important in seeking opportunities of introducing new ways of doing things thus being innovative and enabling the development of the employees in UK.
[bookmark: _Toc122155184]Extent to which CIPD Professional Map could be applied to HP professionals working on global scale regardless of sectors and sizes of organisations
CIPD Professional Map is applied in highlighting how HR professionals can make decisions based on values thus creating an impact and making positive changes on a global scale. It has clear principles and beliefs that help in defining good decisions making regardless of the size and sector of the organisation. CIPD Professional Map is applied by HR professionals to emphasise that people are the foundations of organisations and they should be invested in (Hunter-Hill, 2019). Therefore, people should be given an opportunity of voicing out their opinions and thoughts concerning matters that affect them and they also deserve fair treatment which is achieved by HR professionals through application of CIPD Professional map. Although CIPD professional Map has not highlighted directly how it could be applied by HR professionals, it shows how it can be applied in making decisions based on evidence thus positively informing their professional judgement. Their opinions are of more benefit if they back them up using strong evidence acquired from various types of resources (Hunter-Hill, 2019).  The map could be used to carry out people analytics enabling the HR professionals to have better knowledge of their workforce.
 HR professionals could apply CIPD Professional Map in improving the working lives of organisations and staffs regardless of size and sector. This is because the Map offers specialist areas showing how HR professionals may make use of their specialisms in creating a positive impact in whichever level they are at. With the current changes taking place in the world of work, CIPD map is being applied in identifying new priorities, ways of working and technology due to the changes occurring in the role of HR professionals (Chartered Institute of Personnel and Development, 2015). The true value of employees is being made apparent and opportunities are being opened up which would not have been available if HR professionals are not utilising CIPD Professional Map. The current CIPD map is also being applied to enable HR professionals from organisations of different sizes and sectors to make sure they are doing the best in maintaining in the organisations at the highest standards of the global industry. It is also applied in setting the international benchmark for the HR professionals thus making better decisions, acting with confidence, performing to their best, driving change within the organisation and making positive progress in their career. Through CIPD professional map, HR professionals are capable of focusing on various challenges and problems, as well as preparing for initiatives of supporting the organisations towards achieving long term objectives and goals (Chartered Institute of Personnel and Development, 2015). They could also apply the map in updating their knowledge and skills thus preparing for greater roles and responsibilities and having the capacity to serve the organisation they work for at a global scale.
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[bookmark: _Toc122155186]Reasons why public sectors in UK is facing skill shortages despite the high rate of unemployment
Skills shortages exist when employers are not able to fill or experience challenges to fill vacancies for the skills needed in an occupation at the current level of pay and conditions of employment and reasonably accessible location. Despite the large number of general candidates continuously growing in UK, most of the public sectors in UK are experiencing skills shortages. According to CIPD (2021) construction sector in UK is experiencing 51% level of hard to fill vacancies. The main reason for this is the ageing workforce.  Most of the construction workers are reaching the retirement age while few people are making an entry into the industry to replace them. There are few suitable and qualified candidates who are capable of filling the many vacancies in the construction industry (Agrawal et al., 2020).  For instance, in 2020 the UK job board stated that vacancies in the construction industry increased by 213.4% and a decline of 53.9% in applications per vacancy (CIPD, 2021). 
A decline in apprenticeship programs is a major reason for skill shortage in UK public sectors. In the CIPD report (2021), it has been stated employers reported 53% hard to fill vacancies in the public sectors. This has been caused by most of the organisations in the public sector focusing on ways of streamlining their operations thus eliminating programs that are not positively contributing to their return on investment. They have therefore nixed apprenticeships thus causing high reduction of apprentices in the place of work (Brunello and Wruuck, 2019).  They are training less than a quarter of the number they need to employ in public sectors thus causing high level of skills shortages. Brexit is another cause for skills shortages in UK because public sectors highly relied on EU workers. However, outmigration reduced the number of skilled workers available thus negatively impacting UK recruiters as they experienced high rate of hard to fill vacancies (Moradlou et al., 2022). 
Younger generations, Generation Z and millennials are less enthusiasm for skilled work in UK. Most of them are considering such work for instance construction as dirty, overly physical and dangerous.  They are putting more focus on technology than in sectors that are more physically demanding (Emmott, 2016). Parents and educators are also encouraging their children to not consider skilled work as they view it as undesirable. They are instead pushing for white collar jobs thus resulting to UK further experiencing shortage of skilled labour in public sectors.
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Innovative service delivery and training models are among the long-term labour market developments that are being used to address skills shortages in healthcare sector professions in UK.  They are focusing on creative recruitment and outreach strategies for potential employees, training and development and increment of job retention level and job satisfaction level through offering professional development among other support services (Armstrong and Taylor, 2023). The healthcare sector in UK is also using partnership approach to address skills shortages. Disadvantaged groups are being targeted for training and employment in health services occupation. Projects are being undertaken for instance by Community Services and Health Industry Skills Council and Central Coast Health Mental Health Services for identification and implementation of strategies with an aim of improving productivity and making better use of the limited resources thus offering training solutions (Drennan, and Ross, 2019).  At a national level, UK health care sector is addressing skills shortages issues by training and retraining potential employees thus filling skill shortages in health service sector. This is being achieved through strategic partnership between education and health care organisations (Anderson et al., 2020).  The strategic partnership is enabling health care professionals to be equipped with the necessary skills and knowledge at the basic level of education thus suitable to take the roles and responsibilities of a health care practitioner. They are ensuring more appealing industry marketing while at the same time employers are being encouraged to actively recruit employees and individually tailoring courses for them in health service sector (Drennan, and Ross, 2019).
Health care organisations in UK are working toward attracting candidates by building a strong employer brand as well as meeting the needs of millennial workers and those in generation Z. To appeal to younger workers, they are working toward offering interesting work and opportunities for growth and learning within the health care sector (Brunello and Wruuck, 2019).  They are offering opportunities for the young people to create positive impact as well as help in solving health care challenges and issues. The health care sector professionals are engaging expert to manage the growing skills shortages.  These partners are helping on provision of a view of the entire talent spectrum, thus enabling them find the right mix of both part time health care employees and full-time workers. The experts are helping health care organisations to comply with legal issues concerning employment and talent acquisition (Drennan and Ross, 2019). Engaging expertise is enabling health care organisations to in determining why current health care professionals are leaving and predicting which changes are supposed to be made to ensure employee retention.  By focusing on employee retention, this help to reduce understaffing which could result to employee burnout, high stress level, long hours of working and larger workloads which could lead to them to able to offer best quality services to their patients.
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Human resource professionals should use CIPD Professional Map in identification of skills and capabilities for helping with planning and professional development of their career path. They should use the map in improving the working lives of organisations and staffs regardless of size and sector. This is because the Map offers specialist areas showing how HR professionals may make use of their specialisms in creating a positive impact in whichever level they are at. The map could be used to carry out people analytics enabling the HR professionals to have better knowledge of their workforce. This will help them have an insight of the existing skills gap on a global scale, areas of expertise for their workforce and the level of engagement for their employees.
The major causes of skills shortages in UK public sectors include the ageing workforce with few people to replace them, a decline in apprenticeship programs and less enthusiasm for skilled work in UK. Employers should apply innovative service delivery and training models to reduce the skills shortage in their organisations.
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