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[bookmark: _Toc118410276]Introduction 
The business world is changing rapidly due to technological advancement, Covid-19 pandemic, and other disruptions. Consequently, managers have adopted agility and flexibility for organisational success. The CIPD HR map has also been revised to ensure the professionals are equipped with the necessary skills even going into the future. On the other hand, the public sector in the UK faces diverse challenges, including a shortage of professionals, even though the unemployment rate is high. Therefore, understanding the role of the CIPD HR map and the labour market is essential in improving individual and organisational success.
As such, this study explains the importance of the current CIPD professional map for effective HR professionals working in the UK. Also, it explains the extent to which the HR professionals working could apply the map on a global scale regardless of sector and size of organisation. Second, the research explains why the public sector in the UK is facing a skills shortage despite the high unemployment rate. Lastly, it discusses the long-term labour market developments to address the skills shortages in healthcare sector professions in the UK. 
[bookmark: _Toc118410277]Part 1: Importance of Current CIPD Map to UK’s Effective HR Professionals Working
The CIPD Professional Map is a powerful tool that helps HR professionals to fulfil their duties effectively. Also, it emphasises the core behaviours, knowledge, and specialist skills for productive people engagement (CIPD, 2022). Assuredly, it facilitates preparation to meet current and future demands regarding skills relevance. The map also sets acceptable standards to guide HR professionals with varied backgrounds. Therefore, the behaviors recommended by the CIPD map are very important in enhancing the effectiveness of HR professionals in the UK. 
First, the commercial drive in CIPD map behaviour helps HRs in the UK to focus on the concept that matters to their profession and to understand what they need to do. For example, strategy, insights, and solutions is a core area that ensures the HR professional contributes to better organisational performance. The area involves clearly understanding the various organisational aspects of HR strategy creation (CIPD Profession Map, 2022). Consequently, HR becomes instrumental in facilitating the achievement of organisational goals. 
Similarly, an ethical practice that promotes the courage to challenge and be a role model helps UK HRs to lead others in prioritising efficiency and effectiveness. Assuredly, leading HR is a core area for this cohort which relates to the ability of HR to lead themselves and others (Mayne, 2021). Although traditionally, HR was seen as merely for recruitment, currently, a professional must conduct themselves accordingly and influence situations. According to CIPD Profession map (2022), the map guides this cohort on having a purpose and applying evidence-based, principle-led, and outcomes-driven approaches in decision making. Indeed, the professional map sets a benchmark to help HRs do their best at personal and team levels. 
Additionally, situational decision-making behaviour enhances curiosity and decisive thinking, which helps HRs to enhance their decision-making capacity. Considering the landscape outlined by the HR map, this cohort makes better resolutions for overall organisational success. The plan challenges HRs to develop insights, strategies, and solutions, manage and lead functions, facilitate organisational development and design, and enhance talent and resourcing planning (Mayne, 2021). Also, they are critical in deciding employee relations and engagement, performance and reward, service and information delivery, and talent and learning development. Therefore, the map can benefit HRs to make effective decisions through awareness of the entire organisational environment. 
Through the CIPD map, professional courage and influence build skilled influencers and collaborative HRs who can handle current and future situations confidently. Assuredly, an HR specialist utilises their valuing people's capacity to relate well with business partners, employees, and other stakeholders for better motivation and engagement. Also, they use rewards and learning to build more productive teams, as noted by Mayo (2016). Consequently, they effectively and efficiently handle diverse and multicultural workforce through inclusivity, thus creating a more strategic organisational functioning. Therefore, the map helps HRS to outperform its traditional role to adopt business-driven performance that focuses on and engages employees' capabilities.
Lastly, the insight-focused CIPD map behaviour helps HRs to drive organisational change for better personal and organisational performance by being inquisitive and evaluating data. Embracing the purpose-driven HR approach helps them drive business performance by focusing on employees' capabilities to match the organisation's future skills needs (Mayo, 2016). Indeed, this cohort understands the importance of knowing the organisation well, comprehending how HR expertise can make a sustainable impact, and taking effective actions for organisational success. Additionally, HRs embrace the passion for learning behaviour by enrolling in courses for training and development to empower them to offer continued value to the firm (Profession map, 2022). Indeed, the HR professional orientation shift has enabled HRs to focus on supporting line managers and equipping organisations with suitable capabilities for todays and future success. 
[bookmark: _Toc118410278]Application to HR Professionals Working on a Global Scale 
The CIPD professional map is a comprehensive guide exploring professional areas, behaviors, and competence bands. Therefore, it can be applied globally for various sectors and firm sizes to promote value-based decisions, enhance inclusivity, and expand available opportunities. First, it can be used in planning HR careers by giving insight into relevant skills for professionals at any level. The tool facilitates HR review, an effective approach to organisational success, as Mayne (2021) explains. For example, the map gives guidelines on achieving this scale if a firm operates in a market that demands effective employee relations. Indeed, the map can be used to enhance HRs capability globally. 
Also, the map can initiate and facilitate strategic conversations and priorities in a firm because it challenges HRs to be decisive and driven to deliver. Strategic decision-making is a critical aspect of businesses, whether start-ups or multinational firms. The concept drives innovation, facilitates planning, and enhances problem-solving for healthy organisational operations. As such, individual and organisational performance improves when HRs formulate and implement strategic decisions that promote a firm's sustainability (Mayne, 2021). Therefore, the HR map gives professionals global capabilities to address their unique business situations effectively.
Finally, the HR map is applicable in scanning the business environment to satisfy a firm's existing and future skills needs. The map considers the dramatically changing business context, which challenges all sectors globally (CIPD Profession Map, 2022). The complexity, ambiguity, uncertainty, and volatility of a firm's operations require a flexible and all-inclusive HR approach for sustainability. Assuredly, the map meets this need by providing guidelines on planning for current and future skills. The HRs become competent locally and internationally, which is useful in enhancing business relevance and sustaining future operations (Nankervis and Cameron, 2022). Overall, the CIPD professional map can be perfectly applied to the global scale of HR professional workings despite organisational size and sector. 
[bookmark: _Toc118410279]Part 2: Why Public Sector in the UK is Facing Skills Shortage
According to the CIPD (2022) report, the private, public, and voluntary employers struggle to fill vacancies despite the high unemployment rate. Some of the factors contributing to this scenario in the UK include a considerable shrink in the labor market due to Brexit (Sumption, 2022). Assuredly, it halted the free labour movement between the UK and the continent, making it hard for EU employees to fill the skills gap in the UK. For instance, EU applicants must fulfill certain requirements before engaging in active job searching, following new visa rules. As such, EU jobseekers opt for careers in other countries, which worsens the recruitment challenges. Indeed, it is no longer easy to hunt the best talents within a limited location. 
Also, the Covid-19 pandemic has significantly contributed to UK labor market churn. The high redundancy rate, border closures, and movement sensation facilitated the skills shortage. Although people resumed work after the Covid-19 lockdown, the employees' number remains low partly because of migrants who returned to their country during the pandemic and have not returned to duty. The stagnant wage offering is also unappealing to employees, thus contributing to skills shortage (CIPD, 2022). Likewise, the firm's inability to equip recruits with relevant skills before boarding also worsens the situation. 
Lastly, the skills mismatch arises from many workers possessing manual work skills while organisations need experts in a given field. For instance, industrial towns have more job seekers than available vacancies, although they lack professional work capacity. Also, considering the high employment cost of increased salaries, recruitment fees, and temporary staff, professional development becomes a challenge (Michaeli and Michaeli, 2022). Indeed, although there is a high unemployment rate in the UK, most job seekers possess manual labor capacity, making them unqualified for professional positions. 
[bookmark: _Toc118410280]Long-term Labour Market Developments to Address Skills Shortage in UK’s Healthcare Sector 
Although the hard-to-fill challenge is most common in the UK healthcare sector professions, there are various long-term labour market developments to address the issue. First, the government should review migration policies, including modifying visa restrictions for healthcare professions to enhance overseas recruitment (Sumption, 2022). For instance, presenting relevant but lenient tests will help applicants meet the labor market requirements. The approach speeds up the recruitment process and benefits healthcare professionals from other countries who wish to improve their career paths. Therefore, reviewing the migration laws can minimise labour market shortage in UK.  
Also, embracing advanced technology can solve the skill gap in the healthcare sector through improved performance and better information management. Following the great developments in artificial intelligence and automation, the UK can optimise technology to address the employee shortage issue (White and Smith, 2022). Firms and governments should empower candidates with the right digital capacity to make the best fit for various openings in the industry (Loizou and Xu, 2022). Similarly, structuring jobs to be flexible and advertising them will attract more qualified talents. Indeed, the adoption of effective digitalisation will also improve healthcare services due to better speed, accuracy, and easy data management. 
Upskilling is an essential remedy to healthcare skills shortage through internal training and development of staff and flexible working conditions, which are essential in filling vacancies. For example, an in-house employee can be promoted to a position that needs expertise and then freshly recruited for a less technical position (CIPD, 2022). Indeed, the government should intentionally invest in skills and infrastructure to equip people with healthcare expertise. Also, labor shortage policies should be geographically targeted to ensure a balanced supply chain. Therefore, up skilling and addressing policies geographically can bridge the employees’ shortage issue. 
Lastly, the healthcare sector should offer attractive employment packages to attract the best talents. Assuredly, high pay has the potential to draw qualified jobseekers to apply. Also, firms should continually focus on workplace well-being and welfare to reduce turnover rate, as noted by Michaeli and Michaeli (2022). The sector should also use experiential hiring, which recruits, assesses, and absorbs candidates based on the skills they demonstrate during a project. Assuredly, role-specific and industry-designed assessments help people learn and showcase their cultural, technical, and soft skills for long-term organisational success. 
[bookmark: _Toc118410281]Conclusion
The UK's HR profession and labor market are quite dynamic, as CIPD reports indicate. The behaviours outlined in the CIPD profession map are significant for effective HR professionals contributing to decision-making, leading and influencing others, and embracing a strategic approach. Additionally, the behaviours help HRs to apply the ethical practice, value people, enhance inclusivity, have a commercial drive, and continue learning for individual and organisational success. Similarly, the map is applicable in a global scope regardless of organisational size and sector in improving HR careers, engaging in strategic conversations, and environment scanning for the development of current and future skills needs. 
Equally important, the public sector in the UK is facing a skills shortage despite a high unemployment rate due to the demand for technical skills. At the same time, most people have manual capabilities and disruptions like Brexit and Covid-19. Finally, the skill shortage in the UK healthcare sector can be addressed through long-term strategies like raising wages, upskilling existing staff, making jobs flexible, revising migration regulations, embracing technology, and geographical labour policies.
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