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CIPD Professional Map, Skill Shortages and Long-Term Developments
	While it is almost impossible to lack some form of management or a human resource department in almost every organization across the world, this division and its active roles have significantly changed while also accommodating newer behaviours, tools and methods that seek to achieve high-efficiency levels across the firm. Such tools can include the Chartered Institute of Personnel and Development (CIPD) professional map, which includes multiple standards and behaviours that can enhance professionalism among HR professionals and achieve continuous workplace improvement, among other benefits that enhance an institution's competitiveness (Emmott, 2016). Other similar schemes and business changes, like the adoption of cloud HRM has significantly improved business management, where these tools and inventions also provide insights regarding the critical skills or business activities and external and internal factors that influence management (Schuler and Jackson, 2014). These aspects are crucial to the overall workplace planning and management roles in most UK firms, ranging from recruitment and talent retention, promotion, compensation strategies, achieving corporate goals and fulfilling various employment needs, among others. This research examines the importance of the major behaviours listed in the CIPD professional map to the HR professionals' effectiveness, the map's application to other HR professionals working on a global level, reasons for skills shortages in the UK public sector and other long-term labour market developments to address such shortages in the healthcare sector. 
Part 1
CIPD Professional Map, Core behaviours and HR Professionals' Effectiveness 
	Generally, this map emphasizes multiple key behaviours that can be used to enable professionalism and seamless operations that represent the HR professionals' decision-making. Every UK firm and the public sector can adopt these set standards to achieve multiple beneficial aspects linked to corporate success. These CIPD key behaviours mainly include ethical practice, commercial drive, situational decision-making, professional influence, valuing others, inclusive work, insights-focused and significant passion for learning (Weerakkody et al., 2016). These behaviours are critical to these professionals' work and can be used to show how this role influences the firm's productivity, critical operations, commercial goals and every strategic planning effort based on tangible metrics. Thus, the CIPD map's core behaviours and set standards have significantly shifted the gaze from the traditional people skills to a more complex accountable approach that the HR professionals may need to adopt to enhance their liability or even assessment in most UK firms and globally (Weerakkody et al., 2016). For instance, the commercial drive may hugely include demonstrating further commitment to delivering business results that establish certain values while also applying various customer-focused or corporate-oriented approaches to achieve the same (Chuang and Liao, 2010). Thus, the most effective professionals need to learn how to identify and deliver on most people-management issues, business opportunities and other risks that could impact corporate performance. 
	On the contrary, the passion for learning has been found to ensure the professionals can focus on the critical ways to enable the stakeholders or even other external personnel towards continued professionalism and development (Weerakkody et al., 2016). Also, passion for learning can be arguably a non-negotiable behavioural necessity in the UK's business environment considering stagnation can be a critical undoing to many HR professionals in this fast-changing environment. Situational decision-makers can also make pragmatic and efficient business decisions based on various situations, while ethical practice ensures these persons act according to the widely accepted corporate, industrial and business moral norms. For instance, it can be unethical for any HR professional to engage in accounting fraud, withholding key information from the consumers and fixing prices, among other aspects against UK labour laws. Other behaviours like valuing people, focusing on insights and inclusive conduct, among others, can similarly be beneficial to the firm, are human-based and can issue an ideal framework for decision-making towards dynamic interventions to the business' various uncertain challenges (Davies, 2017). These behaviours and other CIPD standards can be mastered to create an ideal workforce and efficient HR practitioner due to such beneficial aspects. 
CIPD Professional Map and Global Scale HR Professionals 
 	While this professional map is overly focused on various competencies, these eight core behaviours, competency bands and other emphasized professional areas can further be used to tune the HR professionals' competencies, capacity and an array of skills applicable at a global scale regardless of the business size or even performance (Weerakkody et al., 2016). According to Silva and Lima (2018), every HR personnel needs to learn to utilize their knowledge and unique skills effectively to accomplish various goals that ultimately incorporate employee and corporate goals. Other than the core behaviours' multiple benefits, effective HR workers must operate effectively in the diverse business environment that defines this globalization era. More importantly, any global region and the UK may often have a diverse workforce. These personnel could use this professional map and the four CIPD competence bands to gain the necessary skills or qualifications to operate in such environments while maintaining high levels of inclusiveness. Lo, Macky and Pio (2015) highlight that accountability and respect are crucial HR behaviours and competencies aligned to effective management and delivering the mandated goals and corporate goals. 
	International HR professionals can use such competency attributes to establish excellence centres internally by understanding the key activities that can enhance the such success and by creating the ideal HR expert networks associated with the competent areas. Also, the CIPD map and strategic efforts can issue the best HR advice on various corporate control strategies and manage or even reconfigure staff relocation globally (Sparrow, Brewster and Chung, 2016). Most of these internal and external factors can allow the HR personnel to facilitate significant competitive advantage, recognize the areas and need for change, enhance others' capability to be change agents and other benefits that should enhance corporate success. However, adopting CIPD's professional map's structured scheme in the organization may not be easy. These leaders should seek various unique ways to allow this incorporation to be a seamless activity that may not necessarily hinder major operations. Others are naturally or significantly curious, role models, decision-thinkers, driven towards delivering, credible persons, courageous and skilful professionals who can implement this in any global or UK region. 
Part 2
Skill Shortages and Unemployment Rate in the UK
	Generally, UK's unemployment rate is approximately 7% or approximately 2.3 million people as of March 2014, where most of these people are often needed to either re-skill or up-skilling to be employed in most of the progressively growing employment areas (UKCES, 2014). Also, a significant section of this unemployed population has had fairly strong GCSE qualifications or another relevant equivalent, which proves unemployment may not necessarily be an issue with fewer skills and is also affecting those with various significant qualifications across almost all industries (UKCES, 2014). The mismatch between the skills shortages and the high number of hard-to-fill vacancies or open vacancies despite this unemployment rate can be associated with various factors within the public sector. 
	In most industries, there has been a progressive divide associated with more employers favouring candidates with multiple years' experience and those with the capacity to work within their facilities or under certain non-appealing circumstances over other candidates (OECD, 2009). On the other hand, contemporary workers may often seek higher pay, flexible schedules and remote work, safer workplaces and other work-life balance aspects. This mismatch would also be witnessed after the COVID-19 restrictions, and businesses in the UK, like other global regions, faced significant problems in fulfilling some of these employee needs, resolving the low-wage trap and, thus, the hard-to-fill vacancies (Green et al., 2021). However, most of these jobs, key operations and industries have changed significantly in this decade, and, despite most employers being desperate to fill these vacancies, they may not be willing to change their business expectations and customs or raise the wages to compensate for these role adjustments. Also, some of these reluctant employers have arguably replaced the customary physical selection or hiring process with various automated screening methods that may often exclude candidates that are not nearly perfect based on the company guidelines. Other than a specific mandated work experience period, this scientific may inefficiently weed out reliable and fairly qualified talent, progressively contributing to the hard-to-fill vacancies and high unemployment rates in some UK industries (Schindler et al., 2016). 
	Other researchers associate these difficulties in filling some positions with the significant competition within the sector and other influencing economic sectors, lack of enough human resources management and poor workspaces that further tarnish the sectors or corporations' reputation (Letsoalo and Mkhonza, 2017). However, the annual structural adjustments to the national economy, let alone in most EU regions, are further aggravating skills shortages, and employers are hugely avoiding hiring externally when they need to fill some vacancies considering the external labour market may lack personnel with the needed specialized hard or soft skills (UKCES, 2014). Most of these employers may only handpick them from this market when they are sure of the candidate's capacity or choosing the best talent, which may not be often available. The education system is also barely adapting to these economic changes to facilitate this talent in the labour market, where some of the traditional education systems' methods have significantly lost relevance in the UK's modern business environment (Tiwasing, 2021). Ultimately, the employers may opt for internal hiring due to uncertainties and low confidence in some new hires' ability to meet the industry or organization's skills requirements.
Long-Term Workforce Developments to Reduce Skill Shortages in UK’s Healthcare Sector 
	Generally, the national government should seek to achieve a sustainable healthcare workforce by meeting all the labour market requirements by taking responsibility and progressively fulfilling most of the demands from the available resources (Buchan et al., 2019). However, this sustainability and effective use of government resources can be achieved by curbing the multiple failures contributing to the healthcare workers' maldistribution in this sector. Such maldistribution-related failures may include some workers working in the wrong specialities and areas within which they lack optimal skills, working in the wrong workplaces and other aspects that limit quality care. These issues may also be reduced by changing various policies to alleviate workers' turnover rate and malpractice. Others may often be unproductive due to a lack of adequate skills, and it is essential to consider newer policies that encourage a transformation of the healthcare workforce through education and personnel training. The training and education changes can focus on continuous professional development, redefining skills based on the UK population's needs, investing in the education sector, and re-skilling and harnessing various modern technologies (Michaeli and Michaeli, 2022). 
	Also, it is essential to conduct further analysis to understand this labour market's needs and the reasons for health workers' migration or mobility issues in the OECD nations and globally. Ultimately, the government, National Healthcare Service (NHS) and other relevant institutions can modify mobility policies to enhance ethical hiring practices and favourable bilateral agreements that could boost international collaboration, facilitate circular migration, and integrate some foreign professionals (Michaeli and Michaeli, 2022). Other employers and workplaces could actively incorporate the CIPD professional map and similar strategic interventions to enhance better people management based on the workers' well-being, work-life balance and other appealing practices that could enhance their commitment. However, most of these implementations are long-term based, and this process could only be achieved strategically to achieve positive results in some of these areas, let alone in the healthcare industry. 
	In conclusion, HR professionals are assigned a demanding task that is often changing due to these industrial and environmental changes. Thus, seeking, managing or retaining the best talent may not be easy and may require inventiveness to achieve significant change in these business problems. Others are leveraging progressive learning, multiple tools like the CIPD professional map, technology and soft skills to achieve better workforce management. Ultimately, the expected benefits may range from a more inclusive workplace and achieving various corporate goals to overall better business performance. To limit most of the public sector and the healthcare industry’s employment or skills shortage issues, the various involved institutions should arguably further institute such beneficial interventions and tools to identify the workers’ stronghold areas, reasons for these shortages despite a high unemployment rate and the probable areas of change. Other employers may use these tools and corporate changes to shift to a more modern approach that appreciates growth across all levels of the organization. 
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