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Human resources are important assets in every organisation which need to be managed well to maximise their productivity. This is because if people management is not done effectively, it would result in skill shortages and operations would not be well run, which affects performance in the long run.  In connection, the CIPD map needs to be used to ensure professionalism in people management. This report explains how important CIPD behaviours are for effective HR professionals in the UK and the extent to which the CIPD map could be applied to professionals in different organisations around the globe.  Also, it explains why the UK’s public sector faces skill shortages despite the unemployment rates and explains the labour market development which can address the skill shortages in healthcare. 
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In the CIPD map, the core behaviours are important as they are ways of thinking and acting which help the HR professionals to create value for people.  The behaviours are ethical practice, professional courage and influence, insights-focused, situational decision making, working inclusively, passion for learning, commercial drive and valuing people.  The behaviours are important as discussed below. 
Ethical practice behaviour role models ethical values and builds trust with the people (CIPD, 2022).  The behaviour allows HR professionals to be ethical when it comes to making decisions, applying integrity, ensuring transparency and modelling the principles concerning what the people should do.
Professional courage and influence behaviour allow the professionals to have the courage to stick to what is right and influence others to follow the required ethics.  The HR professionals need to ensure fairness and this behaviour guides them to always make the right decisions and take the right actions without being intimidated (Emmott, 2016). 
Valuing people's behaviour involves the creation of a shared purpose which enables people to develop well. By following the behaviour, HR professionals give people an opportunity to share their voices concerning what affects their work (CIPD, 2022). Through such platforms, the professionals understand the people and focus on building and developing them professionally to enhance their skills and expertise for them to perform better. 
Working inclusively is a behaviour that allows professionals to cultivate a culture of togetherness (CIPD, 2022).  The professionals encourage people to work in teams as it results in better productivity.  This means that they guide the members in forming the teams, guiding the teams and ensuring that there are good relations among the people as it is the base to good collaboration and improved productivity. 
Commercial drive behaviour guides the HR professionals on commitment so that they focus on attaining the required results.  By following this behaviour, the HR professionals understand their role in ensuring that the organisation meets its objectives and mission, thus, they push the employees to work and remain engaged to enhance productivity and improve performance (Emmott, 2016). 
Passion for learning is a behaviour that focuses on the concept of development to ensure employees continuously learn to improve their knowledge, skills and expertise.  Therefore, the behaviour guides the HR professionals to find ways in which the employees can be engaged in a continuous learning process to allow development as individuals with better skills perform better (CIPD, 2022). 
Insights-focused behaviour guides HR professionals to use the approach of noting any rising issues and using available evidence to find solutions (CIPD, 2022). By focusing on this behaviour, the professionals get to appreciate the importance of first understanding the problems and avoiding haste decisions. This is because when decisions are not evidence-based, chances are that those decisions will not be effective enough to solve the underlying issues and may cost the organisation resources such as money. 
Situational decision-making behaviour helps in making pragmatic and effective decision-making by considering a specific situation, hence, avoiding the approach of one-size-fits-all (Emmott, 2016). The professionals understand that by focusing on this behaviour they need to identify various options together with the merits and demerits and the extent to which they align with the values and principles. 
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The CIPD map contains various standards which offer guidance on human resource management (CIPD, 2022). Regardless of the size or scale of an organisation around the globe, all organisations aspire to have effective human resources which aid in facilitating operations to achieve success.  Therefore, the CIPD map should be fully applied to HR professionals in different dimensions which include;
Reviewing gaps within the organisation. Any organisation needs to be principles-led, evidence-based and outcome-driven as defined by the purpose factor in the profession map.  Therefore, by specifying the principles to follow and the anticipated results, an organisation can understand the gaps in the organisation and ensure they are filled in reference to the map (Emmott, 2016).  Therefore, referring to the map fully is important to enabling HR professionals to know ways in which they can effectively review the gaps and make decisions to bridge them.
Considering organisational objectives. The CIPD map can be used to guide the setting of organisational objectives.  The objectives are crucial as they set the direction in which the employees should work. Therefore, the professionals must refer to the core and specialist knowledge to guide them in setting realistic and attainable objectives to allow the organisation to succeed. For instance, the professionals can be guided by answering questions such as the current productivity levels and the anticipated performance thus, setting targets which align with the anticipated outcomes (Swanson, 2022). 
Provision of training and development. The CIPD guides the specialist knowledge that the HR professionals require to carry out training and development (Emmott, 2016).  The profession map helps in providing clarity as well as transparency of the skills and expertise required across all the roles in an organisation.  Therefore, it aids in identifying areas that employees should be trained in and the extent to which they should be developed to promote good performance. Hence, through the guidance that the map offers, HR professionals are likely to promote better opportunities in an organisation that would cultivate a culture of enhanced performance (Swanson, 2022). 
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Skill shortages refer to the situation whereby there are not enough people with the right skills to do the work which should be done (Assets.publishing.service.gov.uk, 2022). In the UK, skill shortages are common more so in the public sector, even though there are so many unemployed people.  As per the statistics released in 2022, the unemployment rate is at 3.8 per cent which is a high number compared to the skill shortages which are realised more so in the public sector in sectors such as health, and manufacturing among others.  There are various reasons which are associated with the skill shortages and these include low morale, high hygiene factors and unfavourable salary as discussed below.
Low morale. When people have low morale to work, they just report to work but do not give it the energy it requires.  Also, they do not get engaged in their work and focus on attaining the set targets, an aspect which affects performance.  Besides, with low morale, people do not focus on improving their skills, knowledge and expertise, therefore, in a position that requires more advanced skills, people who can deliver lack, resulting in a skills shortage in the public sectors (Assets.publishing.service.gov.uk, 2022).
Unfavourable salary. People often expect to get well compensated for the work they do (Swanson, 2022).  However, in most cases, the salaries which are offered for various positions are way lower than the expected ones, which prompts people to ignore the positions, hence, resulting in skill shortages.  For example, in manufacturing firms, engineers with the right expertise and skills require a good salary, however, if what is offered is not attractive enough, the qualified individuals turn down the work offer, resulting in skill gaps within the organisations in UK. 
High hygiene factors. These are the factors which demotivate employees such as strict supervision, strict and unfavourable company rules, and poor working relationships and conditions among others. The existence of these factors discourages and demotivates employees from utilising their skills well to achieve the required targets, hence creating a skill gap. Additionally, in extreme conditions, employees decide to leave organisations in the public sector leading to high turnover rates and skill shortages (Swanson, 2022).  For example, in the health sector, poor working conditions such as long working hours discourage employees and prompt others to leave, creating a skill shortage. 
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The healthcare sector is one of the public sectors in the UK that faces skill shortages despite the high unemployment rates.  However, there are various long-term market developments which can be followed to help in solving the issue. Some of the developments which can be followed include the incorporation of rewards and recognition, investing in training and development and focusing on staff retention as discussed below.
Rewards and recognition. These are long-term market development which helps in boosting the morale of the professionals in the health sector.  Using various monetary and non-monetary rewards can encourage professionals to keep working and learning to improve their skills.  Equally, recognition could serve the same purpose of boosting morale (Gordon, 2013).  For example, the best nurse can be identified as a way of motivating others to keep working so that they can also get recognised. As such, the professionals would focus on maintaining their work and improving their skills, hence, reducing the skill gaps in the sector. 
Training and development. This entails creating opportunities for the employees to learn and improve their knowledge, skills and expertise. Instead of looking for people with comprehensive skills who are not readily available, the sector can focus on obtaining the people with any relevant skills and training them to match the skills that they want, hence reducing the shortages (Gettler, 2012). Besides, the people already in the organisations can be developed to allow them to improve their skills, thus, being able to fill other higher positions which should be filled.  For example, in the vacancy of a senior nurse, instead of looking to hire an already qualified person to fill the same, the existing nurses can be trained and developed to suit the position, thus, helping to solve the issue of skill shortages (Drennan and Ross, 2022).
Focusing on staff retention. Employee turnover is a major cause of skill gaps because when employees leave, it takes time to replace them with the right skills, resulting in a gap.  Therefore, focusing on promoting the retention of employees working in the sector, could help in solving the challenge. Some of the ways through which the sector can facilitate staff retention include offering competitive pay, flexible working schedules and ensuring favourable working conditions (Gordon, 2013).
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The profession map helps in giving guidance on how human resources should be managed within organisations, thus, the HR professionals should refer to the core behaviours to guide them on how to behave regarding their roles.  Besides, they should refer to other facets as specified in the CIPD map to ensure that they manage people in the right way, because, if they do not, organisations are likely to experience skill shortages.  Currently, in the UK’s public sector, skill shortages are experienced because of poor employee morale, high hygiene factors and unfavourable pay.  However, for sectors such as healthcare to address the issue, they should focus on promoting employee retention, offering training and development and also rewards and recognition. 
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