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The primary objective of the research was to address the importance of the current CIPD profession map for effective HR specialists. Human resources professionals rely heavily on this profession map to help them communicate clearly and openly about necessary expertise. The research will zero in on how the map can be used in human resources. Additionally, we will identify and address talent gaps in the public sector.
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Human resources professionals can look to the CIPD Profession Map for a shared set of guidelines that will help them develop and advance in their careers. The primary goal of this career map is to help all HR professionals gain industry-wide recognition for their contributions by establishing common norms and expectations. Human resources professionals in the United Kingdom (UK) are persistent in their efforts to improve the working conditions of employees and businesses, no matter how difficult the circumstances. However, there are modes of behaving and understanding that are always need to be universal and consistent if they are to be persuasive. In this scenario, the CIPD professional map established essential actions for human resource professionals to take in order to succeed in the workplace in the United Kingdom. Fundamental actions expected of human resource specialists are:
· Adhering to moral standards
· Considering each individual to be of great worth
· Cultivating a love of knowledge
· Collaboration amongst all stakeholders
· Ability to judge circumstances accurately and make sound choices
· Motivation for profit
· Power and bravery in the workplace
· Concentrated on getting under the skin of something
The Chartered Institute of Personnel and Development (CIPD) has produced a set of basic behavioral guidelines that any HR professional or employee in the UK should keep in mind. Human resource managers need to exhibit these habits because they pave the way for them to implement moral policies and procedures in the workplace, thereby fostering a more welcoming environment for all employees. They also help those in human resources build up their own confidence and sway in order to inspire their staff and adapt their actions to the circumstances. This career road map also suggests that in order to succeed in the field of human resources, one must be curious about new ideas and have laser-like focus on their work (Chakraborty, and Upadhyay, 2018).
In addition, the CIPD occupational map establishes core standards and important physiologic for efficient HR professionals; these are essential for any HR manager in the UK. The CIPD profession map, for instance, classifies HR professionals according to three areas of values:
· According to the CIPD occupation map, all HR-related quality of decision – making, especially during times of transition, must be impacted by a variety of values and principles. The three guidelines of work, people, and competence are essential for HR professionals to follow in order to make sound judgments.
· In spite of the fact that the CIPD profession map would never instruct HR professionals what to do, it will show them how to successfully renew their professional judgement through evidence-based decision making. Human resource professionals in the United Kingdom can benefit greatly from adhering to this concept and practice since it encourages them to base their judgments on evidence, facts, and expert knowledge rather than their own personal preferences( Zhang, 2018).
· Human resources workers should be motivated by a solid comprehension of the outcomes of their actions. Human resource managers and workers would do well to follow this principle, which directs them to consider the effects of their actions on diversity, competence, and personal satisfaction.
· Additionally, the CIPD occupation map defines six core fields of expertise to help HR professionals generate value, transform, and positively affect the world of work. Human resource professionals can be effective in their professions and fields of expertise because to the foundational knowledge they possess. People use commercial acumen, digital methods of working, and the generation and analysis of value, all of which are products of the prevailing culture.
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Human resources specialists in any industry or part of the world will find many parallels to the CIPD profession. This career road map is more concerned with a value-based approach to human resources decision-making than with any one particular best practice. In this situation, everything is still directed toward the stated goal of bolstering HR's self-assurance so that they may improve working conditions and employee satisfaction by operating at their highest levels and initiating necessary adjustments. Human resources professionals operating in a global economy must make sound choices that benefit their whole workforce, no matter where they are located. Applying the CIPD profession map to the decision-making process, in this situation, helps human resources professionals think about how the fundamental principles might be observed when making efficient decisions. Using the current scenario, the state of employees and the organization, proper research, existing skill gaps, experience, and other criteria related with the CIPD career map's fundamental principles, HR professionals can make judgments on a global scale( Bader,  Schuster,  and Dickmann,  2019)
Additionally, the CIPD profession map assists HR practitioners in comprehending that work, individuals, and professionals important in efficient decision and policy development within a global environment, going above and beyond the norms of HR. In addition, the new structure is utilized to push beyond limitations and provide remarkable results in a wide range of corporate settings. Human resource professionals can use the map to generate value, putting them in a stronger position to keep their actions and plans relevant in a global setting. In addition, implementing the CIPD profession map helps to foster an equitable workplace where employees from all walks of life can thrive and contribute to the success of the company. Human resource managers can use this guide to ensure the organization operates in an ethical manner.
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There is a severe and persistent talent gap in the UK public sector. The Learning and Working Experts estimate that by 2030 the UK's talent gap will have cost the country some £110 billion. Over 2.6 million highly-skilled workers may be in short supply, while approximately 8 million people with low skills may be available in excess. Healthcare, education, infrastructure, and logistics are just some of the public sectors in the UK that are feeling the effects of the skills gap. Due to the pandemic, many people were unable to continue working. Jobs are being created, but they are very different from what was available before the crisis. As a result, there is a wide chasm opening up between the new skills needed and those already employed in the public service labor market. There are, however, a number of other causes for the growing skills gap in the UK government.
· A lack of qualified workers has emerged in the government sector as a result of the rapid development of digital technologies and automation. For the most part, government agencies rely on human resources rather than technological advancements. But in today’s society, especially during the pandemic, the demands for robotics and other digital technology have skyrocketed. Therefore, it has become difficult for the public sector in the United Kingdom to find and hire people with the necessary levels of digital literacy. There is a severe lack of qualified workers in the public sector (Psychogios, and Prouska, 2019).
· Public sector businesses have had a hard time attracting skilled personnel, especially tech-savvy and youthful professionals, because of their inefficient and inflexible talent acquisition strategy. Despite the country's current financial predicament, the government sector in the United Kingdom continues to offer the same service offerings, such as below-market remuneration. However, the private sector has modified its belief structure by offering workers decent wages, rapid promotion opportunities, and flexible work schedules. Since then, the corporate market in the United Kingdom (UK) has become more alluring to young individuals with sophisticated skills and expertise than the public sector. As a result, the government has a serious talent gap.
· The CIPD found that low-paying industries were more likely to experience a skills gap since their businesses struggled to compete for talented workers. In the United Kingdom, public sector employers lack the agility to match the compensation packages offered by private sector firms. The limited resources and wage range are the main cause of that.
· The epidemic caused a significant slowdown in economic growth in the United Kingdom, which in turn left the government short of funds. Unlike the private sector, the public sector is constrained in its ability to offer competitive compensation packages. Consequently, firms in the government sector struggle to attract the best talent which is generating a skill gap (Barba, et al. 2020).
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In order to address the skills gap in the healthcare industry, the British labor market must priorities structural reforms over short-term fixes. The following methods will be helpful in this situation to eliminate healthcare professional skill gaps (Hanif, et al. 2020). Due to the lack of familiarity, healthcare workers are less likely to be able to effectively employ new technology, which slows down patient care and prevents digital transformation. As an example, many workers in the healthcare profession are still required to complete administrative tasks manually. The strain of dealing with a patient backlog can have an adverse effect on an employee’s health and output. That this is a significant contributor to the current labor shortage in the sector cannot be denied. Even worsening staff shortages are likely to increase stress levels among the remaining employees, which may have a negative impact on patient care. Employers in the healthcare industry can gain an advantage in the hiring process by taking concrete steps toward identifying and developing candidates with the soft and hard competencies they need. The best thing businesses can do for their employees’ morale and bottom lines is to invest in their professional development so that they can acquire new skills. For example, they may offer programmers tailored to the needs of employees with high potential in order to assist them develop the necessary skills for promotion.
To help remedy this problem, our goal is to provide today’s students with the technology knowledge and skills they’ll need to become tomorrow’s leaders in the healthcare industry.
· It is crucial to provide sufficient training to the current employees in order to improve their efficacy in filling the present skill gaps and thereby resolving the healthcare skill shortage. Therefore, healthcare organizations can help their employees improve their current skills while also teaching them new ones through in-house training programmers. For companies that already have a lot going for them, this is a great way to increase their value without having to go out and raise a ton of cash.
· The healthcare industry's skill shortage has become a major concern, but it can be alleviated with better recruitment strategies. In this situation, this means incorporating a wider range of candidates into the hiring process in an effort to eliminate biases based on age, gender, color, sexual orientation, culture, and other factors. Companies in the health industry would be able to tackle the scarcity of qualified workers if they adopt a more inclusive approach to hiring people of all origins, sexes, and orientations (Leroy, et al. 2018).
· E-learning, e-health, the Internet of Things, virtual reality and augmented reality simulation, robotic systems, and other cutting-edge technologies offer a solution to the UK healthcare industry's skills gap. The healthcare industry is under increasing pressure to use digital technologies in order to modernize and improve their delivery of care. Since human error is so pervasive, embracing new technologies is essential to solving the skilled labor crisis. Employers in the healthcare industry and the labor broader market must, however, provide employees with the digital literacy training they need to effectively use the new technology.
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It may be stated that the CIPD occupational map is useful for HR professionals and helps them make better decisions and take more suitable methods. Presently, the government sector in the United Kingdom, and the healthcare industry in particular, is suffering from a lack of skilled workers. As a result, the industry needs effective measures to fill skills shortages in the members of the healthcare team.
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