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[bookmark: _5vt0jjcmfrr8]Introduction 
The art of managing people entails listening to the opinion of others.It might encircle specific beliefs, ideas and feelings.The Human Resource department has a lot of responsibilities owing to the management of the staff. The process starts with recruitment and entails the monitoring of the activities partaken by the staff. Contribution and dedication are important aspects of every team. 
This report aims to discuss the effectiveness of the behaviour of HR professionals. The importance of the application of a map for professionals on a global scale is entailed. Issues like labour shortage and skill development have been illustrated in the study.
[bookmark: _v8llchtgxfxs]Part 1
[bookmark: _6dsva6wg0sne]CIPD Profession Map 
A CIPD Profession Map is a set of given standards which is interactive. This is a guideline for the professionals who work in the Human Resource department. The CIPD map provides a structure to instil improvement and proactiveness in the workplace (Armstrong and Taylor, 2020). The map entails measures and activities which always focus on development. Various organisations look beyond the skills of an HR professional (Harrison et al., 2021). This involves the commitment towards the profession in terms of capability, ethical practices and knowledge. The map provides on the behaviour and knowledge which imbibes an impact at the workplace.
[image: ]
Figure 1: CIPD model
(Source: CIPDModel, 2022)
[bookmark: _1vod5vnuut8y]Importance of Effectiveness of Behaviours of HR Professionals in the UK 
Ethical practice, professional inspiration and value proposition are the behavioural indicators in the  CIPD map. Considering those behavioural factors, some of the impacts are discussed in this task. Measuring the effectiveness of HR professionals is important as it provides a scenario of using different resources effectively. Measuring this factor is essential in any organisation as it helps to discover the inefficiency or the barriers. 
· Ethical practice: It is one of the most important practices in the workplace that affect HR professionals in the UK. This practice promotes the standard view in the workplace. At the same time, it influences diversity and helps the employee to quickly resolve the issues regarding inequality. Considering this behavioural factor in the CIPD map assists the organisation to develop a competitive advantage.
· Value Proposition: It helps HR professionals to attract new workers and engage them to achieve the goal of the organisation. This factor of the CIPD map acts as a benefit that is received by the employee in return for the experience and capability. The Chartered Institute of Personnel and Development, the HR practitioners of the UK are involved in a community of over 150,000 members all over the world (Kirk, 2021). Providing value, differentiation and relevance are the three fundamental components that are incorporated with the help of HR professionals in organisations. 
· Professional inspiration: HR professionals rapidly provide purposes to an employee. These purposes are related to the work that retains the employee in the company. Providing them with purpose helps HR professionals to easily motivate employees. HR professionals also gathered the performance information of the employees for the further betterment of the workers (van den Broek, Sergeeva and Huysman, 2019). Employees with a clear goal are beneficial for the company. This behaviour of professionals provides the employees with a clear vision of the organisational goal. Incorporating innovation through collaboration also flourishes the teamwork of the company.   
· Commercial Drive: is important as it allows businesses to run the best they can. This is by ensuring people feel valued and cared for while keeping the business on track. This would improve the overall performance as people would enjoy being there.
· Passion for learning: We can develop the busniess and ourselves by learning. There will always be new challenges to be solved or a new technology to be learned, so passion for learning is essential to lead us to be successfull.
· Insight focus: is how businessescome to a understanding and pin point problem areas. They do this by following a structure and also utilising evidence to back up their understanding.
· Decision making: When businesses assess the situation and circumstances to help them make critical and prodactive decisions without using a generic approach. This would include looking at different opsions,weighing up the benefits and risks involved with them and how they link to their values.
[bookmark: _kraqtfyas1s0]Application of Map to HR Professionals on a Global Scale
The CIPD map already acts as an international benchmark in the professional field. It can be used for different purposes and in different types of organisations to achieve a global platform. From any type of organisation or industry, the CIPD map can be applied by HR professionals on a global scale.
· Ensure a quality service: With the help of this map, professionals can provide a quality service to their customers. It ensures customer-centric service that provides excellence throughout the employee life cycle. HR practitioners also apply this map to develop some exceptional techniques that enhance the effectiveness of the company. 
· Development of strategic HRM: It refers to a related framework that applies to higher employees and systematically manages themselves. Implementation of HRM service ultimately helps the employees to accomplish long-term achievement. At the same time with the help of this strategic HRM professionals can uplift their experiences. HR professionals need to maximise their knowledge and stabilise their growth in the Global platform. In every type of organisation, it will add a valuable impact on the performance of the employees.
· No limited area of application: The professional map covers the Holistic capacity of HR professionals. It can be applied in any type of organisation irrespective of its practice, industry or organisational structure.The different stages of this map ultimately enhance the qualification of practitioners. It is one of the most prestigious degrees for HR professionals. It could be applied to any HR practitioners belonging to national or international organisations. Considering the application of CIPD the major changes are seen in inclusive learning, ethical practice, focus on insights and decision-making process. 
· Core competency: The application of the model believes in the necessity of core competency of HR professionals. It is majorly seen in the economic sectors which operated their competencies. This model also offers a strategy that is important for the decision-making procedure. It is also valuable for the execution of job roles according to behavioural competencies (Kolot et al., 2022). For example, competency seen in the European and global labour market incorporated different critical and cognitive skills. Besides the decision-making process, this model also helps to generate new ideas and resolve many problems in different situations. The use of this map ultimately generates a high value in the organisational operation. Besides that, the implementation of this model effectively covers every aspect of the employee's life cycle (CIPD, 2022). It ultimately enhances the interrelation between employees which improves performance.
[bookmark: _gxg1wvw3jak0]Part 2 
[bookmark: _4xrkmxsdjnmk]Reasons Public Sector in the UK facing Skill Shortages 
Skill shortage is one of the most core challenges which are being faced by the public sector of the United Kingdom. There are several reasons behind that. Among them, the main reasons include the Brexit deal and the outbreak of the Covid-19 pandemic. These two reasons are described below in a detailed way.
Brexit deal: Brexit is an agreement which was conducted on 31st January 2020 (Prosser, 2021). This deal as well as the agreement was made between the United Kingdom and the European Union. This deal is all about leaving the European Union with the United Kingdom. This deal caused a huge shortage of skills in the United Kingdom. Businesses will no longer be able to cover manpower as well as skills shortfalls with employees from the EU. This happened as a result of the elimination of labour-market freedom between the EU and the UK. The citizens are finding it more difficult to visit the country and submit job applications owing to new visa regulations. This involves brand-new programmes like a points-based approach, where job seekers must fulfil certain requirements before being able to begin proactively hunting for employment. 
The outbreak of the Covid-19 Pandemic: Covid-19 is a highly infectious and contagious disease. The government announced a lockdown as a precautionary measure in March 2020. The Covid-19 pandemic is one of the core reasons behind the skills shortfall in the United Kingdom. First of all this deadly virus caused the death of millions of people. It is one of the main reasons behind the shortfall of skills. The announcement of the lockdown by the British government caused a huge loss in each organisation. Due to this, the companies became bound to fire employees during that period. This is another reason behind the shortfall in skills. In this way, the pandemic of Covid-19 caused a skill shortage in the UK public sector as well. 
[bookmark: _m1963dfz9ni4]Long-Term Labour Market Development to Inform Skill Shortages in Health Care
The labour market in the health care sector is characterised by long-term labour market shortage. The pandemic crisis has added external shocks and created a shortage in clinical services. Besides this, low wages and social perception increase the supply shortage. The shortages can be reduced with migration policies and the development of various strategies. This part of the paper is going to discuss long-term labour market development to inform skilled labour shortage in the healthcare sector.
Increase in wage rates: The number of workforces engaged in the healthcare industry in the UK is increasing at a higher rate. There was about 84, 456 employees increase in this sector in the UK which is about a 5.6% increase in 2021. Most of the healthcare staff had to work different shifts which increases the stress and anxiety. This has resulted in a shift of the workforce to other sectors. Increasing wage rates can be one of the solutions to retain the staff in this sector. This can also increase employee engagement and provide a long-term solution to a labour shortage in the healthcare industry. Besides this, incentives both financial and non-financial and modifying the wage rate policies can contribute to the improvement of the labour market's skilled workforce.
Improving working conditions: The healthcare sector is featured with an increase in stress due to many reasons including labour shortage, challenges faced due to the increasing number of patients and solving their issues. Moreover, the staff had to do daily as well as night shifts affected the family and personal life. It has increased the stress among the workers and the management should take steps to improve the working environment and take measures to solve such issues. There are many organisations like Schwartz Center Round that are open to all clinical staff to share and discuss their challenges (Maben et al., 2018). These organisations take effective steps to improve their life and condition. It contributes to the improvement of their condition and increase satisfaction among the worker and sustain employees.
Revising policies and providing training: In healthcare, industry motivation is the key factor that drives workers to work effectively (Afolabi, Fernando and Bottiglieri, (2018). It is always important to revise the policies and develop strategies as per the requirements. Management must regularly work on the recruitment policies and provide training to improve the work and increase satisfaction. Proper training always opens a pathway to growth and development.
Rewarding and recognising: Recognition lifts the spirit of the employee and encourages staff to work with extra effort. Acknowledging efforts and contribution boost employees' confidence and help them to work with high effort. It can act as a motivating factor for employee retention and growth and pushes them to work dedicatedly. It can be one of the solutions to retain a skilled workforce in the healthcare industry.
Making opportunities to grow and develop: Moreover, healthcare workers must be provided with the opportunity to grow their careers and build successful careers.
[bookmark: _ulzkqaskfd4x]Conclusion 
The workforce is the primary contributor to an organisation that benefits the firm with its commitment and skill. A CIPD map provides a structural guideline for HR professionals. The behaviour of HR professionals lays a huge impact on the organisation. Ethical guidelines and value propositions are crucial entities. HR professionals need to apply the CIPD map ventured on a global scale. There are various issues which lead to skill shortages in the UK. The healthcare department is greatly affected by the shortage of labour which needs to be addressed.
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