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[bookmark: _Toc117152219]Introduction 
Human resource (HR) is one of the most important aspects in an organisation that allows to perform diverse activities in proper environment (Bernardin and Russell, 2006). Various strategies and management activities perform by the HR professional are helpful to encourage employees and perform in the right direction. Chartered institute of professional development (CIPD) provides guidelines to the organisation on appropriate working environment and management process that are helpful to connect with others. Various professional attributes are given to the employees that allows to seek goal of HR professionals and maintain effective working environment. This report evaluates the importance of CIPD professional map on effective HR professional working practices in the UK and application of the map on global scale. Moreover, public sector skills shortage in the UK despite high unemployment rate and long-term labour market development as per skills shortage in the healthcare sectors of UK are also evaluated. 
[bookmark: _Toc117152220]Part 1
[bookmark: _Toc117152221]1.1 Importance of CIPD behaviours for HR professionals 
Founded in 1913, CIPD is a professional body for HR and L&D professionals that mainly helps to encourage HR professional to maintain diverse development activities (CIPD, 2022). Core purpose of the CIPD behaviours for effective professional in HR is to become champion in better work and working lives. Role creation, opportunities, organisations and working environment evaluation process for the right people are helpful to deliver great output. Principles led, evidence based, and outcomes driven are the three professional values that are helpful to encourage all the activities in the right direction. 
Principles led: Focusing on diverse decision-making activities are helpful to make sure all the activities are going properly (Wood, 1999). Effective identity and professional understanding are helpful to enrich goals. Seeking beyond rules to making things right with clear principles and beliefs makes significant changes. Moreover, rules and laws are helpful to provide boundaries and lead to unintended outcomes. Work, people, and professionalism are the three important principles that are guided by CIPD. 
Evidence based: Learning proper evaluation of the evidence and making effective decision are helpful for the professional judgement. Clear judgement amongst others focuses on the evidence-based contributions and making effective decision at any situation. Moreover, seeking for the professional opinion finds out core values in diverse sources. Mathis and Jackson (2008) cited that evaluating all the evidence and making sure that all are going in the right direction can help to seek for diverse valuation process. Seeking for the surveys, performance management, review and analysis are the part of evidence that HR professional are requires can attain. In addition, strategic approaches in making fundamental strategy process provides effective guidelines to the employees and makes higher evidence to perform various tasks. Professional theory evaluation process and managing all the activities can support to maintain further decision-making activities. 
Outcomes driven: Seeking for the positive difference personally and professional development process are helpful for making better work and working lives. Understanding the context and effective outcomes are helpful for the value and risk assessment activities (Bratton et al., 2021). Organisation, strategic imperatives, and operational delivery process can help to change in the context of work. Workforce process and working environment evaluation process can help to align with the wider purpose and better working environment. Outcomes driven are rated to the impact on individuals, work, people, professionalism, and individualism. Depending on the career evaluation process are helpful to maintain better working situation at work. Ensuring and striving positive outcomes of the situation in all the business aspects can help to balance on strike. Business outcomes are generated with the equal balancing of all the situation and proper outcome evaluation practices. 
[bookmark: _Toc117152222]1.2 CIPD professional map on global scale 
CIPD professional map provides diverse working strategies on a global scale, regardless the size of the organisation (Amarakoon et al., 2019). Specialist knowledge, core behaviours, and core knowledge are a major part of the CIP professional map. Adopting the professional map can help global organisation of any scale despite sectors and size of the organisation. Proper justification of the map can help and encourage on the effective development process personally and professionally. 
Specialist knowledge: Providing specialist knowledge are helpful to maintain diverse activities and attributes for further development process (Higgins and Zhang, 2009). Employee experiences, employee relations, inclusion, and diversity, learning and development, organisation development and design, people analytics, resourcing, reward and talent management activities are the part of specialist knowledge. Managing all the activities with specialist knowledge are helpful to manage activities in the right direction. For instance, proper evaluation and justification process encourages to adopt the skills that can help to manage activities without any barriers. 
Core behaviours: Ethical practices, professional courage and influences, inclusive working, commercialism, learning with passion, valuing others, focusing insight, and situational decision-making process are the part of core behaviours (Rothwell and Arnold, 2005). Practicing core behaviours in all the areas are helpful to encourage for effective development practices in global scale. Small and large organisation can evaluate HR professionals’ behaviour and adopt the core practices that are guided by the CIPD. Managing all the activities with proper attribution can encourage for the effective organisational goal attainment. 
Core knowledge: People practice, culture and behaviour, business acumen, evidence-based practice, technology and people, and change are the core knowledge process. Seeking for the core knowledge practices can help for the further development activities. Price (2004) argued that appropriate management of the core knowledge can thrive for the better output in personal career management practices. Ensuring proper values and understanding the thrive for better knowledge practices can encourage for the core understating attributes. 
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[bookmark: _Toc117152224]2.1 Reasons of skill shortage 
UK facing skill shortage despite high unemployment rate in the public sector (CIPD, 2022). There is diverse impact mostly in the healthcare sector which is facing higher skill shortage. For instance, public sector and construction sector requires skilled employees to perform diverse activities. Managing proper skill shortage with motivation, training and development activities can help to encourage on effective performance management process. Below are the major reasons of public sector skill shortage in UK:
Supply shock: Lower supply in the skilled employees in public sector creates difficulties to perform effective management activities (Ulrich et al., 2013). Trained and skilled employee shortage are impacting on the overall performance evaluation techniques. UK requires better working and skilled employee management techniques that can help to enhance public sector development activities. High skilled employee management process can allow to perform critical activities in the UK public sector that is currently facing to perform and manage tasks. 
Training and development: Employees require training and development practices to perform different tasks (Harrison, 2015). Evaluation of the tasks and managing various strategic process can help for the further development activities and collaboration process. Moreover, training and development activities finds out employee’s personal development activities. Health sector, public administration and other public sector requires skilled employees to manage diverse activities and stay focused to perform better. 
Poor technical advancement: Adoption of the latest technology can help for the betterment of creative practices and address all the activities in the right direction. Evaluating the needs of short-term evaluation crates difficulties on targeting and maintaining tasks (Megginson and Whitaker, 2007). Moreover, skilled employees in the public sector lacking have poor technical advancement that is making barriers to perform and seek for performance management practices. Supporting employees with highest skills and management attributes can allow to engage in various tasks. Adequate management process of the technical process and managing all the activities in appropriate manner can help to manage skill diversities at workplace. Moreover, effective use of the technology can allow to perform tasks and collaborate with others.
Employee management: Unattractive employee management practices makes poor performance in the UK public sector and managing diverse activities (Lester, 2014). There require proper management policies, career advancement practices and skill evaluation process that can help and support employees to perform all their tasks with better training and development process. High unemployment cannot even reduce the poor employee management practices. As such, employees are facing lack of collaboration with each other and perform tasks that are required in the public sector. 
Recruitment process: Sourcing proper and trained employees is one of the major parts of the HR department (Gold et al., 2013). Barriers or poor employee seeking process creates difficulties to find out appropriate job opening process. Recruitment difficulties in different firms and barriers to link with the professional employee management techniques are creating issues in the labour market. As such, seeking for the skilled employees can help to secure the recruitment process. 
[bookmark: _Toc117152225]2.2 Long-term labour market developments 
Market development process are helpful to address different issues and manage activities in the right direction. Poor healthcare management process creates automatic barriers in the UK to maintain long-term development activities. There requires diverse strategies and management process to ensure all the activities are going in the right direction. Identification of the factors can help to seek for the skilled labour advancement; below are these: 
Training and development: Encouragement of healthcare employees with most updated training activities can help for the future development practices. According to Beevers and Rea (2016) training allows to adopt diverse facilities and management process that are required for the healthcare and manage activities effectively. Maintaining effective skill process with continuous training attributes can allow for the management and development process. 
Job mobility: Ensuring job mobility practices are the core part of employee management practices in the healthcare. Facilities in the job mobility can allow for the long-term market development progress and encouragement of the rapid advancement. Healthcare employee’s mobility can allow them to perform various tasks and management activities on time that can help skill advancement process as well. Seeking for the opportunity in EU region and participate on the job facilities can encourage to boost up working attributes.
Employee development investment: Healthcare employee in the public sector requires proper development process that can help them to boost up overall performance level. Proper monitoring of employees with diverse skill encouragement can help to adapt the most updated features and increase productivity (Gold et al., 2013). Evaluating diverse barriers and techniques can help to maintain continuous advancement process in all the areas. Moreover, adaptation of the most updated technology in the healthcare sector can help employees for the effective development activities and allow to manage technology effectively. Adequate management techniques with long term benefits practices can help for the continuous development activities and manage all the barriers. Moreover, employee evaluation practices and progress management process by the UK healthcare are helpful for the healthcare employees to provide better services. 
[bookmark: _Toc117152226]Conclusion 
CIPD provides diverse facilities and professional map for the HR professionals that encourage on the development practices and working attributes. Effective management practices and seeking the global scale management regardless diverse sectors and size of the organisation. Seeking for the professional goal development with better management attributes can help to perform in all the areas and manage different activities that can help and encourage to further management activities. Skill management practices in the healthcare, public administration and other public sector are highly required in the UK to manage activities properly. 
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