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[bookmark: _Toc138155725]Introduction
The significance of this study provides information about the HR initiatives of different sectors of the “East Coast County (ECC)”. This study gives information about the business initiatives of the private sector and public sectors. Both types of business sectors have their own HR initiatives, which help them to make better business operations. The first section of this study shows differences of HR aspects between the private and public sectors. Some effectiveness of HR has also discussed in this study. This part improves understanding of the HR strategy. The effects of climate factors on the HR strategy also discussed here. 
[bookmark: _Toc138155726]Difference between HR in the private sector and HR in the public sector 
The development of the HR sector is one of the important factors that help in the development of the organization. It helps in increasing the effectiveness of the management and the operation of the organizations in the market. However, it has been noticed that there are major differences in the functionality of HR in the public and private sectors (Kravariti and Johnston, 2020). The private organization seems to choose a “Hard model” of HRM aiming at improving the performance of the organization. Besides that, it has been noticed that public organizations seem to choose a “Soft model” of HR that is focusing on the development of the wellbeing of the employees. It has been noticed that the HRM of the private sector focuses on the implementation of the activities that can help in enhancing the opportunities of the employees while the HRM of the public sector looks after the steps that can help in the development of the organizations more. 
The profit motive is one of the major differences that has been found in the HRM practices of both the private and public sectors. The HRM of the private sector mostly focuses on the profit margin and the bottom-line performance of the company (Boselie et al. 2021). Whereas in the public sector, the practices of HRM focus on the elements that can help in the development of the service, in order to mitigate the barriers of the organization. The legal and constitutional factor is another major difference that has been found in the HRM [practices of the public and private sectors. It has been noticed that the “Diffusion of authority” in the public sector in comparison with a single or chain of command is another major difference that arises in HRM practices. 
The employees of the private sector perceive that only one boss while in the public sector commands them, the employees have to respond to several legislative and executive superiors. This plays a major difference in the productivity and functionality of these sectors. The HRM practices of the private sector help in looking after the process that can help in the development of customer loyalty than the HRM practice of the public sector (Kravariti and Johnston, 2020). Human resource management primarily focuses on the factors that can help in the development of the well-being of the employees rather than being driven by the rational management interest that focuses on the development of the performance of the organization.  
[bookmark: _Toc138155727]Effectiveness of HR strategy
“HR strategy” is the best strategy for increasing business management and development. This strategy mainly develops a roadmap for the organization. The main aim of creating this road map is to solve major problems of the organization and reduce the negative impacts of the business. As stated by Ozkeser (2019), implementing the “HR strategy” can easily change the business environment because it creates many business policies. This strategy has much effectiveness in the public sector and private sector of “East Coast County (ECC)”.
Improve team management 
“HR strategy” provides better ideas to the private and public sectors. Both of the sectors maintain better team management by using this strategy. Both sectors of ECC improve their business ideas by dividing teams. As referred to by Zhao and Tu (2021), this makes better team management and improves the work of both organizations. 
Better team communication
Organizations use the “HR strategy” to make better communication in each team. Every employee in both sectors can communicate with the other members. This is the best way to share information about the business. Every employee shares their own thoughts and knowledge with the other members. Organizations easily develop their business after making a suitable team communication process. Each of the team members gets the benefits of this “HR strategy” of their organization. 
Increase employee satisfaction 
“HR strategy” gives some important messages to the organization about the importance of the employee. This strategy shows the responsibilities of every employee. In the same manner, “HR strategy” provides better information about how to satisfy employees. As per the views of Sukawati et al. (2020), flexible work in the organization and a sustainable work environment in an organization can easily satisfy employees. 
Increase business performance 
Every employee of the public and private sectors can do more work after implementing the “HR strategy”. This strategy promotes better team management and improves teamwork. Team workers can do more work and grow business performance. The ECC organizations grow their business through this process and increase their business values. Teamwork reduces problems by solving them. Higher business performance and teamwork are related to each other. 
Innovations 
Innovation is a major advantage of using “HR strategy”. This strategy aims to do more work and maintain business performance. This strategy also increases the communication process in the management. For that reason, organizations gain their thinking process and innovation of new things. In the opinion of Yong et al. (2020), every employee has their own knowledge and experience. Sharing this knowledge helps management to make innovations. Innovations improve the work performance of the organization and make the business better for the private and public sectors. 
Customer satisfaction 
Customers are the first priority of the business organizations of ECC. “HR strategy” helps those organizations to provide better values to the organizations and makes a better view of the business. In the views of Mushkudiani et al. (2020), organizations are able to provide better products to customers. Customers become satisfy by getting their required products from the organization. 
[bookmark: _Toc138155728]Process of developing strategy goals by HR
Developing the “HR strategy” depends on different aspects of the organization. Different sectors of the “East Coast County (ECC)” faced many problems in their business due to poor implementation of HR. This county has many sectors such as “healthcare, materials, real estate, consumer staples, consumer discretionary, utilities, energy, industrials, consumer services, financials, and technology”. Both of the sectors faced many problems due to poor HR performance of the organization. Some of the implementation problems of HR strategy has discussed below. 
Poor structure 
The poor structure of the organization is not able to provide the required facilities for HR implementation. Organizations are not able to overcome this problem due to poor structure. “HR strategy” required a better structure of the organization to improve their work. Private sectors maintain their business structure properly for a reason they make a better implementation of “HR strategy”. In the comment of Hamouche (2021), on the other hand, the public sectors are not able to provide better maintenance of their business structure. This is the reason these sectors faced several problems during the implementation process. 
Lack of teamwork
Most of the organizations faced some issues with their teamwork. The public sectors maintain their team works properly and the private sectors are unable to make better teamwork in the organization. According to the views of Orakwue and Iguisi (2020), poor teamwork is unable to maintain better work in the organization. For this reason, some problems are created during the  “HR strategy” implementation. 
Poor performance 
Poor performance of the business mainly indicated poor management works.  “HR strategy” required better management of work. According to Armstrong and Taylor (2020), the private and public sectors of “East Coast County (ECC)” faced some problems with poor performance. That is the reason this organization is unable to implement the HRM strategy properly. Poor organizational performance did not make a better framework for the implementation process. 
Poor quality assurance
Poor quality of the business brings some issues in the management works. “East Coast County (ECC)” is unable to promote a better implementation structure for this problem. As opined by Anwar and Abdullah (2021), poor quality works are unable to overcome the issues of the implementation process. Quality work is required for a better implementation process. 
Lack of knowledge 
“East Coast County (ECC)” has some issues due to poor knowledge about the business and management. This problem brings many faults in the implementation process of “HR strategy”. The implementation process requires proper information and information comes from knowledge. Poor knowledge is not suitable for proceeding with a proper implementation plan. Poor knowledge of the team members is not able to detect proper strategy implementation ideas. 
Unstable financial structure 
Financial structure plays a major role to improve business performance and implementation processes. In reference to Rahman (2020), the organization manages the “HR strategy” implementation process; therefore, “East Coast County (ECC)” cannot stabilize its works due to the higher cost of maintenance. Unstable financial conditions are a major problem of this organization, which decreases the speed of the implementation process.  
[bookmark: _Toc138155729]Climate factors affect the effectiveness of HR strategy
Environment plays a significant impact in human resources as the environment has driven businesses to focus on the recruitment of skilled individuals. The practice of effective HR strategies is influenced by climatic change. The rapid increase in the temperature has an impact on the healthcare cost of the employee (Abdeldayem and Aldulaimi, 2020). The HR strategies related to providing healthcare facilities to the employee failed to address the “heat-related illnesses'' of the employees. Extreme climatic events lead to an increase in healthcare costs and reduce the production of employees within the organization. This directly reduces the effectiveness of the strategies developed by the HR of a business. 
The organizational climate factors affect the HR strategies of ECC as it influences the behavioral pattern of the employees across the relationship, structure, and autonomy of the organization. The perspective of each employee is different towards different factors of the company as every employee has an individual personality. ECC develops HR strategies based on organizational climate and develops ideas about how different employee responds with their culture, ethics, policies, and regulations to achieve long-term goals (Waheed et al. 2019). The organization uses strategies to develop a workplace with a positive environment where the employees can work freely and have job satisfaction because job satisfaction is needed to perform better and achieve bigger goals in the business market. 
Organizational climate affects the organizational structure and vice versa as they are interrelated with each other. As both elements are interrelated, changes in the elements affect both and the changes reflect in all parts of the organization. Organizational climate affects different performances of the organization such as financial and operational performance of the organization with employee performance (Anwar and Abdullah, 2021). Effective HR strategies can hire more talented employees which increases the financial performance of the company by which they can profit more in the competitive market. 
Impact of organizational climate
Organizational climate can affect HR strategies as it specifies employee behavior whether rewarded or punished by the organization. Also, leadership efficiency and performance can be influenced as different organizational climates decide on customer satisfaction and increase revenue. Effective leadership helps to create a positive environment where employees can work with security to achieve better goals (Scavarda et al. 2019). ECC can commit to long-term goals by applying effective HR strategies based on organizational climate changes.
          
Figure 1: Organizational Climate
(Source: Self-developed)
The harmony of the company depends on this factor, as the organization does not allow any conflict. If the HRM can efficiently manage all types of conflict the organization can perform better. Conflicts can be created to disrupt the positive atmosphere which is not required. 
Organizational climate change helps the organization manage risk factors by calculating the top risks of hiring new employees in the regions who are effective to create more innovative products and can manage the job with proper guidance. This also impacted individual responsibilities in the work environment. Freedom, autonomy, and authority of each individual reflect in the job role and how each individual employee manages the workforce is affected by organizational climate. 
Development of Sustainable HRM
ECC develops effective Human Resource Management which helps in managing the performance of the organization by hiring talented employees and enhancing their performance with training and guidance. The basic principle of HRM is to hire people who are the best fit with the company profile. Effective employment helps the organization to improve its productivity and deliver quality products and services (Niemand et al. 2021). Effective employment ultimately leads to customer satisfaction by delivering better customer services which help in enhancing organizational performance
Strategic Contingency Theory
This is a strategy that helps in developing sustainable HRM with contingency and strategy. ECC implements this theory to develop different strategies based on the contingency of different tasks. This theory helps the organization face the challenges of recruiting new employees. The leadership is enhanced by the theory which will be beneficial for the company as leadership is much needed to guide new talents and leaders have the ability to increase the productivity and creativity of employees (Niemand et al. 2021). This theory mainly focuses on the problems which needed to be solved with effective leadership. The problem-solving ability of a leader helps the organization achieve its goals and responsibilities. 
Three Pillars Model of Sustainable HRM
This model contains three different factors that are responsible for the sustainable development of HRM.
        
Figure 2: Three Pillar Model
(Source: Self-developed)
Environment Pillar
Sustainable development of the organization focuses on how to minimize the risk potentials of the climate and reduce the wastage of water and other raw materials. This helps the organization to manage its supply chain and marketing as nowadays climate change is a big factor that needs to be focused and people are more concerned about buying sustainable products. 
Social Pillar
Social recognition from different stakeholders helps the organization to better fit in the community which will be beneficial for the organizational promotion both locally and globally. Different strategies can be applied by the organization to strengthen the social relationship which helps the company to invest more in local projects. 
Economic Pillar
Sustainability in the economy helps the company to get more profit than ever and improves the financial condition. The economic condition of the company can be improved by governing the risk factors which help to attract the interests of the shareholders (Malik et al. 2020). The economic pillar can be influenced by political contributions which the organization usually avoids to ensure its social recognition. 
[bookmark: _Toc138155730]Conclusion 
It can be concluded from the above study that the development of the Human resource factor is one of the important factors for the development of an organization. However, the practices of HR are different from each other based on the public and the private sector. This helps in the development of the strategic goals of the organizations in the market. Thus the implementation of ECC helps in looking after the process that can help in mitigating the issues that are faced in the HR sector of the organizational sector. 
This also helps in looking after the steps that can help in increasing the retention rate of the employees in the organization. Proper implementation of the HRM sector helps in increasing the effectiveness of the both Private and public sectors of organizations in the market. Several theories and models help in identifying the appropriate HR elements that would be appropriate for the organization and to increase their production in the market. Thus, the development of the ECC focuses on the factor that can help in the development of the HRM in both the private and the public sector. 
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