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This study is broken up into two pieces with the aim of examining and evaluating the CIPD expert map and the UK labor market. A critical evaluation of the CIPD core behaviors' worth for HR professionals functioning effectively in the UK and the potential applications of this map to the HR profession are required as the first stage. In the second segment, understanding the reasons for the skills gap in the UK's public sector and identifying prospective long-term employment market trends are crucial for addressing the skills gap in the country's healthcare industry.
[bookmark: _Toc121418877]Important CIPD core behaviors for effective HR professionals working in the UK
Governing body for HR and people development is called the CIPD. Additionally, it is a dynamic set of guidelines for human resource professionals to follow as they build and enhance an organization's performance (CIPD, 2022).  Actually, this is a non-profit organization that promotes improved working conditions and establishes standards throughout the world for the human resources industry. The CIPD profession map is used to improve judgments, act with more assurance, promote organizational transformation, perform at the top of one's game, and advance in one's career. However, CIPD profession map behaviors have a significant influence in enhancing an organization's performance and that of HR professionals (Richson, 2021).  The following is a list of essential CIPD profession map behaviors and their significance: 
Ethical practice: Professionalism is centered on ethics, which lowers the likelihood of humiliating public scandals for the organization, protects personnel from damage, and fosters long-lasting client connections (Richson, 2021). Therefore, HR may boost employee and organizational performance when they make decisions based on moral standards and uphold those standards in their daily lives.
Professional courage and influence: The capacity to persuade others and the guts to disagree with choices and actions are qualities that professionals require. Every day at work, HR professionals require these behaviors to provide a case for change, contribute ideas, collaborate with line managers, and win over stakeholders (Richson, 2021). Additionally, they must have the fortitude to admit their errors, accept responsibility for them, and take corrective action going forward.
Valuing people: Respecting individuals entails appreciating the contributions they make to companies and incorporating their viewpoint into business choices. It helps HR professionals develop their management skills, a culture of trust, and their capacity to perform at their highest level at work (CIPD, 2022).
Working inclusively: To get the best outcomes, you need to work well with other individuals. It's crucial that people be heard and given the tools they need to cooperate when HR professionals work across boundaries, geographies, and cultures (CIPD, 2022). Additionally, they play a crucial role in fostering inclusive and collaborative work environments, promoting cross-border collaboration, establishing high-trust relationships, and constructively resolving conflicts.
Commercial drive: Commercial drive entails putting a business- and customer-focused strategy to use while showcasing a dedication to delivering outcomes that provide value to enterprises. As people professionals, they have a responsibility to maximize value for both people and businesses (CIPD, 2022). The difficulties, opportunities, and dangers related to people that will have the biggest effects on the effectiveness and success of organizations must also be recognized and addressed.
Passion for learning: This learning attitude enables HR professionals to look for chances to experiment with new approaches, to constantly innovate and improve their job, as well as to support the growth of others. 
Insights focused: As professionals, we must take a methodical approach to comprehending and diagnosing issues before drawing conclusions and finding solutions based on a variety of data.
Situational decision-making: Avoiding the adoption of a "one-size-fits-all" technique, situational decision-making entails choosing the optimal course of action while taking into consideration the particular conditions or context. It involves weighing many options, their benefits and drawbacks, and how they relate to one's moral principles and worldview. But it is clear that the aforementioned attitudes and actions are essential for all HR professionals, especially those employed in the UK.

[bookmark: _Toc121418878]The extent of the CIPD professional map applied to HR professionals
The CIPD Professional Map is an interactive collection of standards designed to help HR professionals build and improve an organization's performance. The best base for making wise decisions is provided by this map. Regardless of the sectors they work in or the size of the organizations they work for, HR professionals working globally could benefit from using the CIPD professional map in the areas of employee experience, labor relations, inclusion, variability, and integration, education and training, organization development and design, people analytics, resourcing, reward, talent management, and wellbeing (CIPD, 2022).This professional map might be used by HR professionals to foster a fantastic work environment for employees, support them in becoming their best selves, and establish employment relationships. This map teaches HR professionals how to handle internal conflicts and settle disagreements between a company and its workers. Because of this, this map might be utilized to establish and maintain a good working connection between a firm and its employees. Specialists in equality, diversity, and inclusion (EDI) specialize in planning, directing, and executing EDI activities to build inclusive workplaces (CIPD, 2022). In this situation, HR professionals must comprehend the communities in which the firm operates. Another aspect of the CIPD professional map is learning design and delivery, which calls for a combination of face-to-face, digital, social collaborative, and coaching learning methodologies in addition to the use of motivational and behavioral research. Creating the right climate and culture for people and organizations to learn and grow, as well as being aware of the organization's present and future capability needs, are really the only things that matter. This map might be used by HR professionals since it improves performance and effectiveness in the areas of developing adaptive workforces, implementing sustainable strategies, and generating employee and customer experiences. 
Additionally, an HR professional working on a global scale could use this map to gather information about organizational issues or challenges, attract people to the right positions, design and implement rewards, identify and select talent already present within the organization or people who will be valuable to an organization, and lead, manage, and deliver wellbeing strategies. The CIPD occupation roadmap may be used by HR practitioners operating globally, regardless of industries or the sizes of enterprises, at all HR departmental stages.
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Currently, more than half of UK businesses are experiencing a skills gap, and over 500 owners of medium-sized businesses in England and Scotland have found that the current skills crisis may jeopardize the success of their businesses (CIPD, 2022). Furthermore, a record 1.2 million official openings occurred in the UK, according to the Office for National Statistics. The Institute for Employment Studies estimates that there are 600,000 fewer working individuals today than there were prior to the pandemic. That is because of immigrants who returned to their home countries, older workers who are retiring, more young people who are pursuing higher education, and a discrepancy between the skills required for newly advertised jobs and those of the workforce currently in place (Edge Foundation, 2022). In addition, the fourth industrial revolution, the effects of Brexit, the requirement to achieve net zero emissions under COVID-19, and other factors are making the UK's skills shortages even worse (Begley, Collis, and Donnelly, 2015). Overall, there will be a surplus of 8.1 million unskilled employees and a shortage of 2.5 million highly qualified workers (Access, 2022). As a result, despite the high unemployment rate, there is a skills gap in the UK's public sector.
A crucial pre-COVID-19 baseline is provided by the Department of Education's most recent Employer Skills Survey. It provided insights into the ongoing talent shortages that companies have been experiencing towards the end of a period of economic unpredictability, change, and upheaval (McGuinness and Ortiz, 2016). It was emphasized that about a quarter of all openings were due to a skills shortage, meaning that the employer was unable to locate candidates with the necessary abilities. The UK's skills mismatch was reinforced by a study by the Industrial Strategy Council, which warned that by 2030, an additional 7 million individuals may not have the necessary skills for their occupations (20% of the workforce would already be underqualified). There is a severe lack of digital skills, with 11.7 million adults in the UK who are 15 or older without the "basic digital abilities" required for daily life online, according to a study by Lloyds Bank Group and IPSOS MORI. This survey also highlighted the need for quick monitoring of digital skills in light of the COVID-19 pandemic, with 33% of participants reporting that they developed their computer skills while in lockdown (Edge Foundation, 2022). According to research from the Skills Network, COVID-19 has caused a shift in the kinds of skills that companies are looking for. The skills that are most in demand are nursing skills, auditing and accounting skills (60 percent of Chief Finance Officers say there is a shortage of financial skills in the UK), and nursing skills (there are more than 50,000 nursing vacancies in the UK).
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The NHS, which employs more than 1.5 million individuals and is among the top five largest workplaces in the world, is the largest employer in the UK's healthcare industry (CIPD, 2022). However, due to the healthcare industry's skills shortage caused by Brexit, COVID-19, and other factors, there are over 50000 nursing openings in the UK (Marangozov, Williams, and Buchan, 2016).Due to a lack of long-term workforce planning, the supply and demand of nurses in the UK have rarely been in balance. At times, the NHS in England has deliberately recruited nurses from abroad as a "policy solution" (Ingold and Stuart, 2015). To solve this issue and assure the long-term development of the labor market, improvements should be made to the system of financial assistance for student nurses that provides cost of living grants and covers tuition. Foreign nurses should be actively recruited into the UK (Jackson and Tomlinson, 2020). Additionally, it might be assured that there are more fresh graduates from nursing programs in the UK. In order to reverse a negative trend in pre-registration nurse enrollment and sustain staffing expansion, sufficient financing must be made available. Additionally, more student training spaces must be added. An emphasis on offering flexible hours, better access to education, a new compensation system, and a new career structure are all part of the attempt to increase nurse retention. 
The CIPD and the Essential Talents Taskforce unveiled a new framework focused on the "essential skills" of speaking, listening, problem-solving, creativity, being positive, establishing lofty goals, and leading a team. Individuals, educational institutions, and employers were all encouraged to use the framework to help shape and modify their future skill plans. This recommendation might be used by healthcare professionals to enhance their abilities (CIPD, 2022).
Organizations can also address the skills deficit in the UK's healthcare industry by giving employees the chance to advance their careers or excel in their existing positions, as well as by assisting staff members in doing so. The long-term development of the market could also ensure job satisfaction, job security, and the value of individuals.
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The CIPD, a professional organization for people development, has created an interactive set of standards to help those working in the human resources division. But in this essay, we talk about the CIPD core behaviors and the areas where HR professionals may use this map. On the other hand, there are skill shortages in the UK labor market, particularly in the healthcare industry. So, in order to solve the skills shortages in the UK's healthcare sector, we analyze the cause of the shortages in the public sector and pinpoint the area for long-term labor market development.
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