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Executive summary
The difference between HR in the public and private sectors is highlighted in the report by identifying and analysing the role of the HRM. The relationship between the private and public sectors has also been established in the report. The life cycle model and its stages have been analysed in the public sector by HR strategies and practices. The aspects of improved HRM practices have been identified in the study. The organisational climate and HR practices are also imitated in the study. 
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[bookmark: _Toc137489984]Introduction
The capability and potential skills of HR are increased by organisational development. In this context, employers try to engage HR managers by helping them with their positions. The current report is based on the difference in the role of HR between the public and private sectors. The report also discussed the effectiveness of HR strategy. The “Life cycle model” and “competitive advantage model” helped in achieving the goals of the organisation through the development of the employees. The organisational climate factors like the advantage and facilities provided to the HR and the management decisions can create a major impact on the strategies of HR. 
[bookmark: _Toc137489985]Difference between HR in the private sector and HR in the public sector 
[bookmark: _Toc137489986]Main differences between the HR of private and public sector 
HR managers are facing major difficulties to fulfil the demand and requirements of their employees in both the private and public sectors. The main difference between public and private HR is that, in the private sector, the employees get more motivation from the HR managers, whereas in the public sector, the HR managers do not give their full effort to motivate or reinforce their employees. Blom (2020), has directed that employees get more opportunities in the private sector than in the public workplace. In the private sector, the HRM department or the HR managers become more conscious to encourage their employees. The East Coast Country (ECC), always supports their public sector employees through the development of the organisation and also by the improvement of efficiency of the HR department. The HR leaders of Amazon are also engaged to satisfy and fulfil the requirement of the employees. The HR managers also try to maintain the relationship with the employees. 
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Figure 1: HR practices and strategies 
(Source: created by Author)
In the public sector, it is noticed that they are dependent on the private sector and also on their employees. The HRM practices are highly helpful and beneficial to maintain “performance-based compensation”, which creates a positive impact on upgrading the function and activities of the employees. Kravariti and Johnston (2020), have stated that HRM practices need to be designed for stimulating the ability, opportunity and motivation of the employees. The public sector organisations are influenced by the private sector, as the “private sector employment” is more stable and secure than the public sector. In organisations, it is necessary to distinguish between the characteristics of “public and private sector HR managers. Boselie et al. (20210, have proposed that HR managers in the private sector have maintained a trend for improving the performance of the employees. The employees also can get satisfaction by getting proper training from their HR managers. 
Human resource management within the private sector is associated with the charge of the employees to describe the entire workforce within the organisations. As opined by Gelle-Jimenez and Aguiling (2021), the human resource strategy sets the direction towards the key areas of HR from performance appraisal to compensation packages for the employees. The HR in the private sector determines the personnel leadership position and segregates the tasks to be overseen by the managers. As per the case study, the public sector is facing shortages of candidates associated with business partnering skills which needs to be addressed strategically. 
The HR department within the private sector is associated with increasing the stability and staff loyalty rate within the organisations. The private sector has initiated the role of increasing communication with training programs with regular feedback to the employees as well. As per the view of Oliveira et al. (2021), initiating the process of equal opportunity and welfare management to the employees on which the private sector focuses. Appraisal performance and enhancing the compensation and benefits on which the sectors have availed to increase the performance of the employees within the organisation are essential. For instance, 85 % of the workforce in Unilever recommends working their within the organisation with effective HR policies (Salesforce.com, 2023). Overseeing the teams of the smaller groups and focusing on profit maximisation and customer satisfaction on which the private sectors have focused. 
[bookmark: _Toc137489987]Improvement for the HR of the public sector 
In private sector organisations, a for-profit motive can be used for increasing the skill and growth of the employees. On the other hand, the public sector can increase the outcomes by the retention of employees and also by increasing their growth and turnover rate. In the public and private sectors, workplace conflict can be noticed, which needs to be removed and identified for improving the performance of the employees. The HR managers in both sectors also need to take proper initiative; also they need to make proactive decisions in the workplace. Borst et al. (2020) have suggested that private sector employees need to be more active and also they need to improve the satisfaction of the client through the quality of service. The main goal or aim of the HR managers is to maximise the human capital of the organisation. “Talent management, performance and succession planning” is also improved by the HR managers of Amazon. In both the private and public sectors, HR management professionals try to improve the efficiency of the employees by reflecting their personalities on their work and also by reducing the error and risks in the workplace. 
The HR practices need to be increased for handling and managing all the issues of the employees and also to tackle all the training and issues of the employees. The HR department needs to be more conscious of the automated solution (Refer to the case study). In both the public and private sectors, HR managers need to manage and control all the side effects; also they need to manage all the negative effects of technological change.  
[bookmark: _Toc137489988]The effectiveness of HR strategy by the sectors by using Life cycle model 
HR managers can help in implementing rapid changes in the economic environment of the workplace. The HRM department mainly follows the characteristics and strategies like “vertical integration, horizontal integration, effectiveness and partnership” for fulfilling the goals of the line managers. Mendoza Beltran et al., (2020) stated that, in the public sector, it helps in maintaining the trend of globalisation, and also it helps in maximising the expense and progress of the workplace. HR managers are also essential for the public sector to improve the quality of the work environment. On the other hand, Anwar and Abdullah, (2021) stated that the HRM need to increase their concern on the planning and requirement stage as per the “Life cycle model”. The HR managers also need to get acceptance from the project stakeholders as per stage 2. In defining and developing the project, the HR managers need to maintain continuity with the growth and maturity of the project. 
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Figure 2: Number of employees of Amazon 
(Source: Statista, 2023)
The HR strategy is highly effective in the stage of testing, which helps in increasing the integration and acceptance of the project. The deployment and maintenance also can be managed by the enhancement of the object. In the public sector, the stages of maturity, control and cost of labour are also dependent on the HR managers. Organisations need to maintain or improve the sustainability of their employees through HR practices. For instance, the “health, motivation, skills and knowledge” of the employees are considered as the HR activities. The practices and effectiveness of the employees also depend on the HR practices. The current employability of employees in public organisations can be increased by increasing the productivity of the workplace. 
The HR practices are also related to the satisfaction and employability of the employees. Ybema et al. (2020) have stated that HRM practices are required and important for influencing competitive advantage, also fulfilling the commitment of the employees. The employee's skills, knowledge, capacity and efficiency are also managed by the strategies of HRM (Hamadamin and Atan, 2019). The sustainable competitive advantage is also helpful for upgrading and maximising organisational performance. The employees can get huge benefits and opportunities from HRM practices and also with their innovative activities. 
[bookmark: _Toc137489989]Development of the employees by HR for achieving strategic goals
[bookmark: _Toc137489990]Developing policies which are conducive to the growth of employees
The role of HR is associated with creating an environment with a comfortable workplace and work-life balance for the employees with 360-degree performance appraisal to the employees. The rules and procedures for governing the employment relationship by enhancing the rights and behaviour of the employees within the organisations are identified as an essential factor. Initiating the factors of employees' contracts and wages and leave policy ate also an essential factor for improved performance and growth of the employees within the organisation (Mappamiring et al., 2021). For instance, the HR department within Unilever organisations is associated with the aspects of formulating policies against the salary packages and the appraisal with additional benefits to the employees. Additionally, it motivates them to work better within the organisations with protocols and safety policies for the employees. 
[bookmark: _Toc137489991]Improving the satisfaction of the employees through rewards and recognition
Giving rewards to forge employees for their hard work has initiated the aspects of better participation and motivation of the employees to feel supported within the organisation. As per the view of Gitau and Monari (2019), employee recognition is a paramount interest in the workplace with intrinsic rewards and flexible working hours for employees. Additionally, which has improved the performance of the employees within the organization are identified.   Recognition programs with praise efforts with honour achievements have improved the efficiency of the employees within the organisation. Additionally, explaining the employees' standards with incentives to improve the performance of the employees within the organisation is also considered an essential factor.
[bookmark: _Toc137489992]Identifying employee's training needs with vital skills and knowledge 
The HR departments within the organisation are associated with setting out clear expectations for each role and monitoring employees' performance. Utilising the focus groups to identify the training programs with personal development plans tended to be initiated among the employees (Alshaikh et al., 2021). For instance, the HR departments within the organisation are needed to establish the areas where the employees need effective training and have the ability to effectively perform their jobs. Introducing employees' level of awareness and areas of expertise with an individual motivation to perform the tasks well are identified. 
[bookmark: _Toc137489993]Recognising productive collaboration and contribution of each employee within the organisation
The collaborative approach is required to cultivate openness and transparency within the organisations. Encouraging collaboration across departments and offering positivity and rewards has implemented better decision-making within the organisations (Tuffaha, 2020). Highlighting the individual strengths and promoting a community working environment in which the organisation needs to resort to improving the performance of the employees within the organisation. Building diverse and inclusive teams to manage tasks effectively is the core focus of the HR departments within the organisation. 
[bookmark: _Toc137489994]Effectiveness of HR Strategy by the Effect of organisational climate factors
[bookmark: _Toc137489995]Stable and positive working environment are adhered through effective organisational climate 
The higher leader efficacy has increased the perception of interests among the employees behaviour within the organisation. The organisation has achieved full self awareness by setting well-defined goals for the employees by outlining clear decision making and communication has improved the success for the organisation to achieve the goals. The HR Department's needs to initiate the process of appreciating the resources and align organisational structure and strategy for measuring the continuous improvement within the organization are identified. Prioritising the fewer resources to attain the goals with the “right thing” with acceptability and delivery within the organizations are observed (Frennesson et al., 2022). Efficient structure needs to be initiated to promote communication to encourage cohesiveness and good morale within the organisation. 
[bookmark: _Toc137489996]Coordination between the team’s members increases the organisation performance with retention of the employees within the organisation
The HR department's needs to initiate the process of on boarding and orientation with mentorship programs within the organizations are identified. Initiating the continuous feedback mechanism with training and development are ended within the organisation to achieve the goals and objectives within the organisation (Tian et al., 2020). Fostering the positive work atmosphere to promote appreciation to employees with better engagement with competitive pay and benefits are essential for more predictive benefits to the organisation. Better communication reduces the turnover rates of the employees within the organisation and promotes better performance and well-being with open organisational culture within the framework. 
Individual employees derive satisfaction with team collaboration among the co-workers is essential for productivity, problem-solving and overall job satisfaction within the organisation. Coordination and understanding between each other with strong leadership and frequent feedback are essential factors  for competitive compensation with a good life balance for the employees (Cote, 2019). Thereby, identifying the metrics to determine the percentage of employees involved within the period of time with engagement initiatives is essential for the organisations. 
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Figure 3: Effectiveness of HR Strategy with the associated organisational culture
(Source: Created by Author)
[bookmark: _Toc137489997]Timely release of monetary payments has directly intervened in the issues within the organisation
The organisation's HR departments need to ensure reserve actions and communications with maximum employment on which the HR departments need to focus on. Influencing the interest and benefits rates within the organisation with the people's decision to invest and effective employment opportunities for the masses on which the organisation focuses on (Ali and Anwar, 2021). The expansionary policies with the moderate downtown area needed to be initiated within the organisation for sustainable growth of the organisation to meet the goals and objectives. For instance, enduring bye FED lead to indemnity and the markets for corporate and municipal debt to ensure key economic factors to raise funds are ended to be initiated within the organization (Tumi et al., 2022). Setting the standards of monetary payments among the employees based on the job role and position within the organisation are also considered as an essential factor. Setting the salary ranges and nurturing the bonuses which need to be calculated by identifying the benefits of the staff. 
[bookmark: _Toc137489998]Conclusion
The HRM practises are essential for the organisation to determine the compensation packages and stimulate the ability to motivate the employees within the organisation. Training and development among the employees are needed to improve the performance and functionality within the organisation. The HR policies are needed to be initiated to gain competitive advantages and the efficiency to manage the stages of the HRM. Talent management within the organisation needs to be initiated to increase the opportunity and performance and initiate the ability within the organisation to manage the employees effectively. The HR policies need to be initiated to gain the effective compensation packages with recognition and remuneration among the employees to increase their performance within the organisation.
 Ensuring key economic factors to raise funds tend to be initiated within the organisation with effective monetary payments to the employees to improve their performance. Influencing the interest and the benefits rates with calculated business are needed to evaluated to determine the tasks and performance within the organisation to achieve the sustainable business performance. Hence, the organisational strategy to improve the performance within the public and private sectors has helped to maintain the efficiency of the work with collaboration and cooperation within the organisation. 
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