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 Part 1
A. The CIPD (Chartered Institute of Personnel and Development) can be referred to as a professional body established for working people. It has been in function for more than 100 years. The most important role is to champion better quality of work and maintain quality lives with the help of creating effective professional standards for human resource professionals. The motive is to develop the working life of people by driving impactful changes in the field of work (Hunter-Hill 2019).
The CIPD framework is helpful for professionals to behave effectively and rationally so that their individual roles are impactful. The framework has identified eight core behaviours which are helpful in empowering the professionals of the human resource department working in the United Kingdom. Such behaviours are- Ethical practice, Professional courage and influence, valuing people, working inclusively, Commercial Drive, Passion for learning, Insights focused and Situational decision-making (Harrison et al. 2021). These eight core behaviours have the potential to create values for the organisation, and people who are associated with the profession, society and the field of Human Resource Management as well.
The effectiveness of the eight core behaviours of CIPD for the professionals of Human Resource working in the United Kingdom is as follows. CIPD can influence the way people work in the UK by helping them to communicate effectively, manage their time and workload effectively, work collaboratively with others, make informed decisions, lead and manage others effectively, deliver excellent customer service, engage and empower employees, and understand and apply business concepts.
1. Ethical practice- It has helped human resource professionals of the UK to make responsible decisions regarding their work by considering the principles and different values of the profession. Also, different ethical perspectives are considered for making rational decisions by challenging non-ethical decisions and actions that may invite organisational risks (Stewart 2022).
2. Professional courage and influence- It helps the professionals of the Human Resource department working in the UK companies to clearly contribute opinions as well as views regarding any important organisational plans (Coates and Dutson 2021).
3. Valuing people- It helps in building a sense of unity and in spirit. It also enables people to voice their opinion during important discussions (SMITH and MITCHELL 2022).
4. Working inclusively- It helps in exploring as well as interpreting diversity in opinion and also, welcomes differences of perspectives and views from all the members. It also helps in building a collaborative relationship with UK organisations across boundaries, with diversity in cultures as well as disciplines (Gröppel-Wegener, Tracey and Vigurs 2021).
5. Commercial Drive- It helps in the consideration of each and every financial as well as operation and implications in a very careful manner. It helps the professionals of the UK to take the responsibility for the purpose of providing pragmatic and impactful advice and also, encourages them to deliver important solutions for meeting the needs of the business (Gold et al. 2022).
6. Passion for learning- It encourages professionals to take up proactive approaches for the purpose of developing their professional knowledge, experience and skills (Griggs and Allen 2018). The development of skills can be very important for professionals in their careers later on.
7. Insights focused- It is related to taking up an open-minded approach for understanding as well as defining the issues of the organisation along with the root causes. It also helps in analysing and evaluating various sources of evidence for the purpose of creating insights and identifying biased sources (Shibani et al. 2021).
8. Situational decision-making- It is related to making effective judgements of decisions by acknowledging each and every source and evidence (Gold et al. 2022). It also helps in creating an environment to make powerful decisions free of any risks.
The core behaviours of CIPD are significantly very important in the business environment of the UK. The working nature of UK companies demands an employee to be engaging and proactive. The human resource professionals of the UK, therefore, are required to follow the practices of behaviours of CIPD. The behaviours involve the ability to communicate clearly, effectively, and with empathy, both in writing and in person. The behaviours help in enhancing personal effectiveness by inducing the ability to be proactive, to take initiative, and to be adaptable (Gold et al. 2022). An HR professional must be able to act according to the demands of the situation. In addition to this, for the purpose of making a healthy business environment, HR professionals must involve the ability to create a positive and engaging work environment that will empower employees, and promote a culture of continuous learning and development within the organization.
B. The CIPD (Chartered Institute of Personnel and Development) is regarded to have set out the importance of human resource professionals in adding some of the most important sustained values to the organisation. It also helps in describing the highest standards of professional competence required for delivering sustainable performance in the organisation. It has outlined the important sets of skills, behaviour knowledge and values for the professionals of human resources (Gold et al. 2022). It is designed for scratch professionals who consider working in any kind of sector or organisation of any size or location.
The CIPD covers 10 professional areas, which are- Service delivery and information, organisation design, organisation development, resourcing and talent planning, learning and development, performance and reward, employee engagement, employee relations, insights and strategy and solutions, which are universal in nature. This means the validity of these areas can be applied to any organization. It is entitled to provide training for the professionals of the Human Resource Department. The training provided by the framework of this institution enables human resource professionals to perform on a global level by understanding the needs and requirements and expectations of their roles (Gröppel-Wegener, Tracey and Vigurs 2021).
Additionally, the practices of CIPD are helpful in making the business environment of UK organizations a healthy one. CIPD can influence a business environment by setting standards and best practices for HR professionals, providing resources and training, advocating for HR professionals, and influencing HR policy and practice.  The CIPD works to influence HR policy and practice at the national level, advocating for policies and practices that support the well-being and development of employees. This can help to create a more positive and supportive work environment for employees. The CIPD offers a wide range of resources and training opportunities for HR professionals, including guidance on legal and ethical issues, leadership and management skills, and employee development. These resources and training can help HR professionals to stay up-to-date on the latest developments in the field and to improve their skills and knowledge. These standards and practices can help to ensure that HR practices are consistent and effective, and can help to create a positive work environment for employees and ultimately, it positively influences the business environment of the UK.
Part 2
A. The phenomenon of skill shortage can be considered to exist when the potential employers are in the position to be unable for filling or having significant difficulties in order to fill the vacancies for an occupation. It may be related to the difficulty in employee specialized skills which is required for the occupation because the exact amount of remuneration or accessible location and conditions of employment cannot be provided by the employers. In the United Kingdom, the phenomenon of skill shortages has been prevalent as a result of instability in the economy (Michel and Ecarnot 2020). When the demand for a particular kind of labour becomes more than the supply of a product or service in the existing conditions of the market, the phenomenon of skill shortage occurs.
One of the main reasons why the public sector in the United Kingdom is faced with skills shortages even if there is a high rate of unemployment is because of the inability of the public sector to compete with that of the private sector on grounds of salary as well as benefits provided by the private sectors to its employees. The employees feel that joining the private sector is more beneficial than the public sector because there are a greater number of opportunities and perks. Therefore, it becomes very difficult for public sector employers to attract talented employees towards working with them because they are not in a position to provide the commodities offered by the private sector in the United Kingdom. The Office for National Statistics (ONS) has recently updated that the vacancies in the public sector in the United Kingdom had been at a record high of 1.2 million which made the public sector organisations find it difficult for filling up the vacancies (Brunello and Wruuck 2021). The Office for National Statistics (ONS) stated that around 600,000 workers have left their employment during the pandemic, migrants have moved to their homeland after being detained from their job during the pandemic, nearly 2.1 lakhs people have retired from the public sectors and the young people are still in the process of completion of their education (Karolak 2020). All of these reasons have a higher tendency to put an effect on the labour market in the United Kingdom. In addition to these, the prevalence of a growing gap between the public and private sector jobs and their advertisements has also created a skills shortage in the public sector industry. Another important reason for the skills shortage in the public sectors of the United Kingdom is due to the lack of investment in the effective training programs which are required by the labour market created for public sectors only (Malik et al. 2019).
B. Office for National Statistics (ONS) have revealed that Around 92 per cent of human resource professionals have claimed that the job market of the United Kingdom has been experiencing a skills shortage of labour. Out of those 92 per cent of the professionals, more than 50 per cent believe that their company has already lost around 15% of revenue due to this reason, the shortage of skilled labour. 24% of businesses in the United Kingdom have resorted to the fact that they have lost nearly 20% of their revenue for the same reason (Přívara, Rievajová and Barbulescu 2020). The National Health Service of the United Kingdom has recorded that they have been facing a skills shortage since July 2019 (Hunter-Hill 2019). The institution has already indicated a severe gap in the skills of labour for health care professionals in the United Kingdom. Although, it has been mentioned that steps have been taken for the purpose of improving these types of situations that included the modifications of restrictions regarding visas for healthcare professionals.
There are a number of long-term labour market developments which can potentially address the skills shortage in the healthcare sectors of the United Kingdom. Some of them are as follows-
1. Reforming the process of immigration- Relaxation of the restrictions of immigration of health care employees for the purpose of making the process easier to move from one country to the United Kingdom is one of the significant steps which can potentially address the concept of skills shortages in the sector of healthcare of United Kingdom (Hunter 2020).
2. Investing in the sectors of automation and technology- The use of technology is helpful in allowing employees to have their focus more on complex tasks. Investment in the use of artificial intelligence and robotics to carry on with tasks like data entry and analysis development of telemedicine as well as other remote healthcare technology can be also helpful in addressing the issue of skills shortage sectors of the United Kingdom (Přívara, Rievajová and Barbulescu 2020).
3. Making provisions for competitive pay and perks- Each and every employee of any sector is attracted to put their efforts and hard work into businesses that can fetch them competitive salary structures and different types of benefits and perks. It is one of the most important and motivating media for which employees are subjected to put in their best effort to any work that they do (Malik et al. 2019).
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