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The CIPD map refers to interactive standards which guide human resources on how to develop and improve the world of work. The present report has been dividing into two part as both the titles differs from each other. Section one of the study will discuss about CIPD which is known as set of standards which guides HR professional so that it can improve their work style. This section will be focusing on impact of CIPD behaviour on performance of UK HR. Moreover, the second part of report will be discussing on why public sector company of UK is facing skill shortages impact of long-term labour market development on healthcare professionals. Further, it identifies and discusses the long-term labour market development skill shortages in the UK’s healthcare sector.
[bookmark: _Toc112687038]CIPD Profession Map effective for HR professionals
It presents HR with the clearest basis for successful judgment. Along with this, it helps in defining the eight-core behaviour which helps in creating the value of people, society, profession, and organization. One of the most effective behaviour is ethical practice which helps HR in marinating the behaviour with other colleagues such building trust and applying principles and values in making the decision for the company. In addition to this, professional courage and influence is also important for HR professional as it will help in motivation while speaking and influence others to be a part of company. This type of behaviour is very crucial because it will allow them in creating skilful and talented people within the organization and doing the work in effective manner (Greasley and Thomas,2020). Furthermore, another behaviour is valuing people which has helped HR professional in people development and voice wellbeing. As HR professional it is crucial for organization to value people so that it can contribute to success of organization. Another behaviour which is important for the company is working inclusively because it will create positive outcomes within firm by collaborating across the boundaries. Thus, this type of behaviour is good for company because it will expand the growth of the company and increase the brand. As HR professional it is their duty to enhance the market value of the company. Moreover, passion for learning need to be created so that learning opportunity is required to improve and innovative skills so that it can help organization in dealing with threats conducted by market factors.
One of the key roles of HR professional is to make pragmatic decision regarding specific situation. So situational decision-making behaviour is extremely helpful for the company dealing with the growth of the organization.
All these behaviours are crucial for HR as the key determination of CIPD is to advance champion then better working lives that resonates with core mission to make professional lives better at work. It also contributes to making fair environment within organization that leads in happy employers and employees which results in effective working relationships (Elrayah, 2021). Thus, making a positive difference in personal and professional lives will be effective for professional HR of UK. Moreover, it is one of the best profession maps to make right decision in every situation and make appropriate solutions to deal with critical threats. Hence, this principle makes sure that HR teams and organization are developing satisfactory solution which contributes to success of the company.
[bookmark: _Toc112687039]Explaining CIPD Map and its role in HR Professional
The role of HR has been increasing day by day and it requires to play traditional role and are now required to understand business performance (Royce and et.al., 2021). This type of Map has been used by various organization and human resource need to inform extensive programme so that it can deal with the challenges of the company in effective manner. Tesco is one of the largest and most successful organization and it make use of CIPDS professional standards which lead to develop professional framework. The retail HR of Tesco need this map due to fast grow of business and it had to produce innovative idea to deal with business challenges. Moreover, it is important for the company to be constituent in ways it develop employees (Prikshat and et.al., 2018). Tesco have its own professional map with personal stuff and distribution of office. The CIPD areas equal to operating skills of Tesco although behaviour and bands are corresponding to work level. Proctor has decided to benchmark with CIPD new map as it will give better learning opportunity to people as well as development activities for HR at Tesco. Along with this, HR professional teams are trying to develop framework for HR career within civil service so that it can develop their career pathways and government departments can enhance their growth rate. Moreover, for civil service there are five main career lines on the map, which is leading to HR director post, particular function like planning, opportunity of earning and development, HR services and policy (Harrison and et.al., 2021). 
[bookmark: _Toc112687040]Public sector in UK is facing skill shortage
The covid-19 in the United Kingdom is affecting the employment within the public sector. It is the reason that United Kingdom face the skills shortage and unemployment rate. Skill in the employees is most important for United Kingdom because it helps in contribute to the economy. The employment is also increased in the UK, and it is around the 7%. Due to the covid-19 people get unskilled, and they are not getting unemployment (Mikhaylov, Esteve and Campion, 2018). It is the main reason of shortage of skilled employees. This directly affects the business productivity and its developments because the unskilled employees not able to helps in business growth and its expansion so, the company hire the skilled employed in the public sector. Facing skill shortage despite can be measure in the two ways in the economy such as skills shortage vacancies and skills gaps. The skills shortages vacancies required the right qualifications, skills, and experience for the job. The skills gap because of the existing employees do not have proficient at their job roles.
In moreover, the skill shortage in the United Kingdom population also be masked by the migration, employers recruit from outside of United Kingdom to fill the vacancies and specific role in public sector. In the public sector, due to the skill's shortage vacancies the employees get unemployment (Robertson, 2020). The skill shortage increases in the United Kingdom from the 3% to 4% from last five years. The skills shortages vacancies make the 3% total volume of employments in the United Kingdom. The skill shortages reflect the economic growth of country, and it increases the competitive for the skilled workers in the labour market. There are several types of skill shortages which face by employers in the public sector such as technical, job specific and practical skills. There are various skills which are required in the labour market for filling the specific job such as teamwork skills, communication skills, critical thinking skills. Due to increase the skilled workers demand in the competitive marketplace because of the modern technologies changes and become more globally competitive.
 In the context of skill gap, 15% employees get skilled gap, and it is the biggest reason that UK face the skill shortages and increase the unemployment rate in the United Kingdom as compared to the 4% in the shortage skill vacancies. The skill's gap affects the 5% employees. The public sector includes the public administration, education and health have large share of skills gaps in employees. Due to the inadequate training UK faces the shortage skills in employees. Training and developments are most important for business to become suitable for specific job and fit for purpose (Patel and Patel, 2020). The skill gap and shortage of skill vacancies increase the unemployment rate so, control and manage the skills the public sector provide the adequate training and developments to employees for specific job roles. It directly impacts on the business performance and improve the business competitive advantages as well as it helps in increase the employment rate in United Kingdom.
[bookmark: _Toc112687041]Skill shortage in Health care professionals in UK
Skill shortage for healthcare professionals in the United Kingdom and the skill shortage is the national trend part of the United Kingdom. In the health care professional, there has been decline within nursing graduates by 4% leaving 40,000 nurse vacancies are unfilled. There are number of issues which affects in medicine, mental health, and social care (Drennan and Ross, 2019). The skill shortage is blamed on the Brexit, and it is resulting in the health care professions. In the health care profession, there are decreasing workforce and increasing in the demands with the aging population. There is the shortage of more than 110,000 staff and new trained staff are also not increase quickly. Skills shortage leads the staff shortage and its toll on the health. NHS trying to cover the skill shortage, but it rapidly increases and industry facing the skill shortage and talent shortage as well as at the same time, the medical and technological advancements in medical profession are also change and skill shortage employees not able to expect the growing challenges (Merkel, Ruokolainen and Holman, 2019). 
Health care profession is the growing industry and there are large requirements of skills and talents in employees, but NHS of United Kingdom found that skills shortage and skills gap are increase day by day. Industry is trying to fill this roles and high skilled medical positions. The health care professional is also facing the physician shortage ranging between the 61,000 and 95,000. The industry workforce expected to grow 16% by 2024 and United Kingdom does not have enough capacity to fill the gap due to the skill shortage in employees. There is main reason of the skill shortage in health care because of the less visible roles and it directly impact by the health care talent shortages (Brunello and Wruuck, 2019). The talent challenges affect the employees’ career and growing gig economy as well as it directly impacts on the health care industry and its organizations. 
[bookmark: _Toc112687042]CONCLUSION
As the conclusion, the skill shortage is happening when the staff found difficulties with the right skill with right jobs. In United Kingdom, there are skill shortage in the health care profession and public sector, and it leads in unemployment rate this report also discussed the HR profession in the United Kingdom and map could be applied to the HR professionals those who are working on the global scale regardless size of organization and sectors. This report elaborated the skill shortages in the health care and public sector and discussed the CIPD.
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