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· [bookmark: _Toc138410383]Introduction

In today's business world, the lack of strategic HR relationship skills in the public sector is a significant challenge. This evaluation aims to provide answers and analyse the problems that arise from this issue. Understanding the differences between human resources policies in the private and public sectors is crucial to developing expert solutions for HR issues facing the public sector. 

The article will examine how the sector influences the efficacy of HR strategy, how HR can help employees be developed to meet strategic objectives, and how organizational climate influences HR strategy effectiveness. By doing so, it seeks to provide perceptions and recommendations for solving the challenges caused by a lack of strategic HR partnership expertise in the public sector.

East Coast County (ECC), a public sector organization, provides its clients with a broad spectrum of organizational and human resources development initiatives. In 2017, ECC identified a lack of strategic HR connection skills in the public sector as a pressing concern that required immediate attention. Employers faced difficulties filling senior HR positions due to a shortage of candidates with business relations experience. 

ECC felt it is vital to take action in order to assist people in growing into these critical human resources responsibilities. Human resource management success is also significantly influenced by organizational challenges. Leadership support, employee involvement, and change management practices are all important factors in determining the HR climate. Understanding these characteristics and their impact on HR strategy is critical for increasing public sector HR effectiveness.
The following evidence supports the reference to 2017:
According to ECC Chief Executive Jill Paterson, "In 2017, we didn't have a strength for business partnering in our region, and we found we had a lot of vacancies at the Head of HR level."

This essay examines how the sector affects HR strategy accuracy, how HR can help employees develop to meet strategic goals, and how the organizational climate affects HR strategy effectiveness. By doing so, it aims to provide insights and recommendations for addressing the challenges that arise from a lack of strategic HR partnership expertise in the public sector.

· [bookmark: _Toc138410384]HUMAN RESOURCE in THE PRIVATE SECTOR differ from HR in the GOVERNMENT SECTOR:
                                                                                                                                                                             The industrial and government sectors' HR practices differ greatly, and recognizing these variations is critical to designing specialized solutions to the government sector's HR concerns. The private sector is driven by profits, with human resources (HR) services largely focused on people acquisition, loyalty, and maximizing organizational performance. The execution of public services, policy execution, and regulatory compliance, on the other hand, drive the government sector. As a result, the role and priorities of human resources change greatly amongst different industries. 

[image: Human Resource Management (HRM) Definition Meaning]
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· [bookmark: _Toc138410385]Role of HR in Public Sector:
                                                                               In the public sector, human resources focus on providing public services, implementing policies, and promoting the benefit of society (Raymon & John, 2018 ). Human resources in the government sector follow strong civil service standards, which include wide and competitive recruiting processes with standardized procedures and qualifications requirements (Donald and John, 2009 ). Human resources maintain standardized pay scales and benefits based on the government's rules and regulations with fewer resources placed on performance-driven awards (George & Jerry, 2017 ). HR frequently deals with team members, with HR negotiating contracts, resolving disputes, and managing labour-related concerns (Dennis and John, 1996 ). Human resource specialists in the governmental sector collaborate closely with government agencies to make sure satisfaction with civil service standards and the execution of government policies (Norma, 2010 ).

· [bookmark: _Toc138410386]Role of HR in the Private Sector:
                                                                                           Human Resources in the private sector is concerned with increasing profitability, organizational growth, and shareholder value ( Raymon & John, 2018 ). In the business sector, human resources departments are frequently more flexible in their recruitment processes, utilizing strategies such as job promotions, recruiting, and recruitment firms to attract the most talented candidates ( Donald and John, 2009 ). To attract and keep talent in a competitive market, Human Resources focuses a priority on developing competitive remuneration packages, performance-based incentives, and stock options for employees ( George & Jerry, 2017 ). To ensure an effective work environment, private sector human resources negotiates collective bargaining agreements with labour unions and handles labour relations concerns ( Dennis and John, 1996 ). The Human Resources department in the corporate world places a strong emphasis on ensuring conformation to regional and industry-specific labour rules and regulations ( Norma, 2010 ).

· [bookmark: _Toc138410387]Sectors determine the effectiveness of the HR strategy:
                                                                                                                                                                 The sector that an organisation operates in is capable of having an impact on how effective its HR strategy is. The concept, implementation, and effects of the human resources (HR) plan on organisational outcomes can be influenced by sector-specific factors.

· [bookmark: _Toc138410388]Role and Focus:
                                                    Public Sector -
                                                                               The goals of human resources in the governmental sector are to effectively offer public services, ensure civil service regulations are followed, and implement public policies ( Evan, James & Jonathan ). In the government sector, HR practices place a significant value on the public interest, accountability, transparency, and equity. Its main objectives are to facilitate the implementation of governmental programs and manage the public workforce ( Evan and James ).

                                                    Private Sector -           
                                                                         In the corporate world, human resources play a strategic role in driving organisational success, coordinating HR practices with business goals, and maximising shareholder value ( Raymond, John ). To achieve organisational success, human resources in the private sector focus on talent acquisition and retention, performance management, employee engagement, and establishing a competitive workforce ( Michael ).

· [bookmark: _Toc138410389]Accountability and Decision-Making:
[bookmark: _Hlk138255042]                                                                                                     Public Sector –
                                                                                                                                In the public sector, HR is responsible for making sure that its decisions and actions are accessible, fair, and ethical. Government sector For the prudent use of public resources and adherence to civil service standards, HR is answerable to the government, citizens, and regulatory agencies ( Evan, James, Jonathan, 2017 ). Legal systems, governmental policies, and civil service rules and regulations frequently serve as guidance for HR choices in the public sector. To maintain accountability and openness, decision-making procedures in the public sector may involve a wide range of stakeholders and emphasize participatory approaches ( Donald and John, 2009 ).

                                                                                                        Private Sector - 
                                                                                                                                   In the private industry, HR is responsible for coordinating HR strategy with corporate goals and maximising shareholder value in front of management, shareholders, and stakeholders. Corporate governance guidelines, regulatory requirements, and employment legislation must all be complied with by HR in the private sector ( Raymond, John, 2018 ). Business goals, market conditions, and the requirement to recruit, develop, and retain talent to acquire a competitive edge all influence HR decisions in the private sector. In the commercial sector, decision-making procedures are frequently more simplified and concentrated on achieving organisational objectives and financial targets ( Michael, 2019 ).

· [bookmark: _Toc138410390]Funding and Budgeting:
                                                                       Public Sector -
                                                                                                  Most of the funding for human resources in the governmental sector comes from public revenues, taxes, or government allotments.
Budgetary restrictions, political priorities, and government regulations may all have an impact on public sector HR budgets ( Evan, James, Jonathan ). Budgets for human resources in the public sector are normally a part of the overall organisation budget, which is decided through the budgetary process of the government. HR departments might have to compete with other government departments or agencies for budgetary resources ( Donald and John ).                                                                        
                                                                        
                                                                       Private Sector -                                                                                                      
                                                                                                   In the private sector, human resources are paid for out of an organization's earnings or financial resources. Budgets for human resources in the private sector are determined by the company's financial health, corporate strategy, and investment goals ( Raymond, John ). Budgets for human resources in the private sector are normally distributed as part of the larger organisational budgeting process. Budget allocation authority for HR departments in the private sector may be greater, allowing for better alignment of HR investments with business objectives and priorities ( Michael ).

· [bookmark: _Toc138410391]Performance:
                                               HR supports the performance evaluation process in the public sector, ensuring that evaluations are objective, open, and founded on predetermined performance criteria. They let workers know where they may improve and offer advice while encouraging ongoing development ( Wouter, Geert ). While in the private sector, HR plays a part in performing performance reviews in the commercial sector, frequently reviewing employee performance in comparison to specified criteria. To improve employee performance and solve skill shortages, they offer coaching, growth opportunities, and feedback ( Raymond, John ).     

· [bookmark: _Toc138410392]HR develops employees to achieve strategic goals:
                                                                                                                                               HR plays a major role in helping people develop to meet organisational goals. Creating numerous programs and tactics to improve employee performance, knowledge, and abilities is the responsibility of HR departments.


· [bookmark: _Toc138410393]Training and Development Program:
                                                                                                    To help employees acquire skills and competencies related to their responsibilities and the objectives of the organisation, HR develops and delivers training programs.
By conducting skill gap analysis, identifying training requirements, and offering learning opportunities through seminars, classes, virtual classes, and mentorship programs. ( Jon and Randy ).

· [bookmark: _Toc138410394]Performance Management:
                                                                 HR creates structures for performance management that include 
goal-setting, frequent feedback, and performance assessments. They collaborate with staff members to establish SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goals that are in line with business priorities.
                                                               
· [bookmark: _Toc138410395]Coaching and Mentoring:
                                                                          To offer direction, support, and individualized growth opportunities, human resources encourage coaching and mentoring programs. They match staff members with knowledgeable mentors who can impart knowledge, provide guidance, and assist them hone their talents.

· [bookmark: _Toc138410396]Career Development and Succession Planning:
[bookmark: _Toc138284477]                                                                                                                           Human Resources helps staff members determine their career goals and develop plans to advance within the company. To improve the abilities of staff members and position them for future leadership roles, they offer possibilities for job transfers, promotions, and career advancements.
    
· [bookmark: _Toc138410397]Employee Engagement and Recognition:
                                                                                                    To establish a productive workplace that inspires 
people to achieve their goals, Human Resources focuses on employee engagement programs. To show their appreciation for the efforts made by their staff members and to encourage a sense of accomplishment and drive, they develop recognition and incentive packages.

· [bookmark: _Toc138410398]Climate factors affect the effectiveness of HR Strategy:
                                                                                                                                                                                  Climate factors, such as the external environment and internal organizational culture, can significantly impact the effectiveness of HR strategies. Here is an overview of how climate factors influence HR strategy effectiveness, supported by a reference.


· [bookmark: _Toc138410399]Economic Conditions:
                                              The success of human resources tactics can be influenced by economic factors
including economic growth, recession, or industry-specific trends. Based on the availability of trained labor, financial restrictions, and market demands, human resources must modify recruitment, retention, and talent management methods ( Raymond, John ).

· [bookmark: _Toc138410400]Technological Advancements:
                                                             HR strategy and practices may be affected by innovations in 
technology and digital transformation. To remain competitive, HR must use technology for hiring, training, performance management, and employee engagement to stay competitive ( Michael ).

· [bookmark: _Toc138410401]Legal and Regulatory Environment:
                                                                                                  Human resources strategies are obligated to follow all applicable laws, rules, and labour legislation. HR procedures may need to be adjusted as a result of modifications to employment legislation, workplace safety rules, or diversity and inclusion obligations ( Robert and John ).

· [bookmark: _Toc138410402]Organizational Culture and Climate:
                                                                                    Human resources planning efficacy is highly influenced by
organisational environment and culture. To encourage employee involvement and support the overarching company plan, HR strategies should be coordinated with the principles, behaviors, and actions that the organisation supports. ( Derek, Laura ).

· [bookmark: _Toc138410403]Demographic and Cultural Effect:
                                                              HR strategy may be affected by changes in the population, age 
inequalities, and different cultural backgrounds. To accommodate the different requirements and tastes of employees, HR must take all of these factors into account when developing programs for recruitment, training, and performance management.

· [bookmark: _Toc138410404]Supportive Leadership: 
                                                                  The efficacy of human resources (HR) strategies can be increased in an environment of supportive leadership when leaders prioritise and actively promote HR activities.
Positive workplace environments, support for the development of staff members, and involvement in HR procedures are all characteristics of supportive leaders.

· [bookmark: _Toc138410405]Trust and Communication:
                                                 Human Resources programs perform better when there is an 
atmosphere of trust and open communication. Human Resources is better able to recognise employee needs and adjust strategies when workers believe in HR and feel comfortable sharing their issues or offering feedback.

· [bookmark: _Toc138410406]Support Innovation:
                                             The effectiveness of HR policies can be enhanced by an environment that values
innovation and creativity. Employees are more likely to actively participate in HR initiatives focused on introducing new practices and processes when they are encouraged to think creatively about taking risks.

· [bookmark: _Toc138410407]Leadership Support:
                                               The success of HR strategy is influenced by the support and approval of
organisational leaders. Leaders that actively support HR initiatives and show their dedication increase the likelihood that they will be implemented successfully and inspire enthusiasm among staff members ( Alina, Catalin, 2021 ).

· [bookmark: _Toc138410408]Conclusion

In conclusion, Human Resource Management (HRM) plays a critical role in organizations by managing the most valuable asset “the employee”. To attract, develop, and keep skilled people who help the organisation achieve its goals, human resource management (HRM) includes a wide range of duties and obligations.

Recruitment and selection, training and development, performance management, pay and benefits, employee relations, and strategic workforce planning are the main facets of HRM. To make sure that HR practices are efficient and in keeping with organisational goals, HR experts work closely with a variety of stakeholders, including employees, managers, and executives.

In response to changing business environments, technological developments, as well as shifts in expectations from staff members, HRM is updating its function. HRM is becoming more recognised as a strategic partner, collaborating closely with organisational leaders to boost employee engagement, improve performance, and create a productive workplace.

The general objective of HRM is to maximise employee potential and develop a productive and peaceful workplace, although specific practices and approaches differ between organisations and industries. HRM supports successful organisational outcomes and long-term expansion by skilfully managing employees, fostering diversity and inclusion, and guaranteeing legal and regulatory compliance.

In conclusion, human resource management (HRM) is a wide subject that includes a range of tasks and procedures for managing and growing human capital inside organisations. Its importance depends on the realisation that workers are what makes organisations successful, and HRM is essential to maximising their potential and creating a positive workplace culture.
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