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The public sector's lack of strategic HR partnering capabilities has become a significant issue in the modern corporate landscape. The objective of this evaluation component is to critically examine the difficulties raised by this problem and to provide solutions. Understanding the variations between the private and public sectors' HR practices is essential in creating specialized solutions for the public sector's HR problems.
The HR functions in the private sector are largely concerned with maximizing organizational performance, retaining talent, and operating in a profit-driven environment. The public sector, in contrast, is driven by the provision of public services, the implementation of policies, and the observance of regulations. As a result, these sectors have quite different HR roles and responsibilities.
A public sector company called East Coast County (ECC) assists its clientele with numerous organizational and human resources development initiatives. In 2017, ECC identified the public sector's lack of strategic HR partnership competence as a problem that required attention. Due to a dearth of applicants with business partnership expertise, employers in the area were having trouble filling senior HR positions. As a result, ECC realized it had to take action to assist people in advancing into these crucial strategic HR positions.
The following evidence supports the reference to 2017:
The statement made by ECC Chief Executive Jill Paterson that "in 2017, we hadn't got a strength for business partnering in our region, we found we were having a lot of vacancies at Head of HR level."
The success of HR strategy is also greatly influenced by organizational climate considerations. The support of the leadership, employee involvement, and change management techniques are crucial in determining the HR environment. For interventions to improve the efficacy of HR initiatives in the public sector, it is essential to comprehend these elements and how they affect HR strategy (Albrecht, S.L., Bakker, A.B, Grumman , J.A, Macey ,W.H and  Saks,A.M,2015).
This essay will critically evaluate the distinctions between HR in the public and private sectors, investigate how the sector affects the efficacy of HR strategy, go over how HR can help employees be developed to meet strategic objectives, and examine how organizational climate influences HR strategy effectiveness. By doing so, it hopes to offer perceptions and suggestions for addressing the difficulties brought on by the absence of strategic HR partnering competence in the public sector.
[bookmark: _Toc138283416][bookmark: _Toc138283426][bookmark: _Toc138283452]Role of HR in Public and Private sector
The private and public sectors differ significantly in terms of their HR practices, and understanding these differences is crucial to developing tailored solutions for the public sector's HR challenges.
The private sector operates in a profit-driven environment, where HR functions primarily focus on talent acquisition, retention, and maximizing organizational performance. 
In contrast, the public sector is driven by the delivery of public services, policy implementation, and regulatory compliance. As a result, the role and priorities of HR differ significantly between these sectors (Walk,M.,Schinnenburg,H.,and Handy,F.,2014)
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An review of statistical data using information from the most current Australian workplace industrial relations survey, which included information from over 2,000 businesses and over 19,000 employees, finds that change has a considerable negative impact on trust. The impacts, however, fluctuate depending on the sort of change and employee involvement. Trust in management is severely weakened by structural reorganization. However, given the necessity of change to lessen its negative effects. The data also suggest that senior management plays a crucial part in the transition process in Australian businesses. The results for human resource management in particular point to the significance of direct employee-higher management (i.e., management levels above the workplace level) consultation in large -scale change operations (safe work Australia) ( Whitehouse, G. and Zeitlin, D., 1999).
Civil Service Recruiting: The goal of administrative reforms has always been to shield the permanent executive, the bureaucracy, from the influence of the political executive. It is crucial to have a meritocratic, public, and transparent recruiting procedure in order to shield administrators from political meddling. The key requirements for the effective implementation of lateral recruitment in India are assessed in this study. It contends that merit, including open and fair hiring procedures, is the cornerstone of every efficient bureaucratic organization (Rishi.,S.,2020)
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Talent Acquisition & Recruitment: The high turnover rates and accompanying replacement costs of continuously finding and hiring new staff are among the workforce difficulties the hotel and tourist sector faces. The goal of this paper is to discuss how businesses in the hospitality and tourism industries can use electronic human resource management (eHRM) and artificial intelligence (AI) to speed up the hiring process, increase employee retention rates, and shorten the time it takes to find new staff members. It focuses on how AI technologies, e-recruitment, and e-selection might benefit hospitality and tourist organizations by enhancing recruiting and selection outcomes. ( Johnson, R.D., Stone, D.L. and Lukaszewski, K.M., 2020)

Performance Management & Appraisal
Regarding seven performance management and appraisal issues, the preferences of a broad sample of 265 employees were surveyed. The performance management process, concerns with feedback, and the source of the appraisal have all been the subject of research questions. The findings showed that subjects preferred having prior knowledge of their supervisor's expectations, receiving ongoing informal feedback throughout the appraisal period, and receiving formal appraisals at least twice a year. They also showed a preference for having prior knowledge of their immediate supervisor's expectations. The subjects reported a preference for developmental evaluations that were mostly based on the output of the work. Gender or ratee experience had little effect on preferences. The implications for those working in human resource development are highlighted (Gosselin, A.,  Werner ,J.M and Halle, N.,1997).


[bookmark: _Toc138283419][bookmark: _Toc138283429][bookmark: _Toc138283455]Role of HR strategies in the development of public and private sector
This essay is critically evaluating the distinctions between HR in the public and private sectors, investigate how the sector affects the efficacy of HR strategy, go over how HR can help employees be developed to meet strategic objectives, and examine how organizational climate influences HR strategy effectiveness. By doing this, it hopes to offer suggestions and insights to address the problems brought on by the public sector's lack of strategic HR partnering competence.
Role and Focus:
 While public sector HR places a higher priority on providing public services, implementing policies, and adhering to regulations, the private sector places more emphasis on profit production, talent acquisition, and retention. In their study "Exploring the Relationship Between HR Strategy assert that and Organisational Performance in the Public Sector," (Biron and Turnbull 2019) private sector HR department serves as a strategic partner to achieve organisational success through efficient people management procedures. (Pollitt, C. and Bouckaert, G., 2017), on the other hand, analyses the function of HR in the public sector in their book "Public Management Reform: A Comparative Analysis," highlighting the importance of creating public value and maintaining justice and equity in service delivery. 
Accountability and Decision:
Making:Private sector HR operates in a cutthroat market and bases its choices on financial results. In their study titled "The Impact of HR Practises on HR Outcomes and Organisational Performance: A Relational Perspective,"(Wright et al. De Stefano, F., Bagdadli, S. and Camuffo, A., 2018). address this topic while emphasising the accountability of HR to organisational stakeholders, including shareholders and executives. In their book the public sector. They emphasise the significance,of transparency and accountability in "Human Resource Management in the Public Sector Ozbilgin et al. (2017), Sitko, R., (2023) emphasize the role of HR in protecting the public interest, equity, and social responsibility in decision-making.
Unionization and Collective Bargaining:
Public sector HR typically interacts with labour unions and collective bargaining agreements, but private sector HR experiences varying degrees of unionisation. In their paper titled "The Effects of Public Sector Unionisation on Industrial Relations Outcomes: A Meta-Analysis," (Hall et al. Wu, Y., Levis, B., Riehm, K.E., Saadat, N., Levis, A.W., Azar, M., Rice, D.B., Boruff, J., Cuijpers, P., Gilbody, S. and Ioannidis, J.P., (2020) explore the role of unions in the public sector and provide insights into the process of collective bargaining.(Eaton and Voos ,2017) discuss managing labour relations and shed light on the processes of unionisation in the private sector in "Governments, Labour, and the Law in Mid-Twentieth-Century Japan," their book. 
· Funding and Budget Constraints: Budget and finance restrictions in the public sector create problems with resource allocation that are uncommon in the private sector. In their paper "Public Sector Workforce Planning in Times of Austerity," Walker (2018) discusses the effects of budget restrictions on public sector HR, offering insights into the difficulties faced by HR professionals in efficiently managing resources. Strategic Human Resource Management in the Public Arena by(Drewry et al. 2017) discusses the innovative thinking and strategic prioritisation needed in the public sector HR.
· Succession Planning:HR must seek out and develop workers who have the potential to hold leadership positions in the future. This guarantees that a pool of brilliant people is available and prepared to fill important positions in the long run. The need of succession planning is emphasised by (Rothwell and Jackson ,2019) in their book "Strategic Human Resource Management."
· Performance Management:Employees that work for effective performance management systems receive feedback, have their goals in line with those of the company, and have prospects for professional advancement. In their book "Armstrong's Handbook of Performance Management," (Armstrong and Taylor ,2017) emphasise the significance of establishing precise goals, giving frequent feedback, and making sure that individual performance supports organisational goals. 
· Employee Engagement: Strategic goals can be accomplished because enthusiastic, committed personnel are engaged in their work. Through open communication, acknowledging accomplishments, and empowering employees, HR plays a critical role in promoting employee engagement. In the book "Managing Performance Through Training and Development," Saks (2017) emphasises the need of fostering a happy work atmosphere, fostering communication channels, and appreciating employee efforts.
· Organisations and HR professionals can modify their tactics and plans to effectively handle the particular problems and priorities in each sector by being aware of these variances, ensuring that HR practices are in line with the particular demands and goals of their respective sectors.
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HR can support employee development and skill improvement through coaching, mentoring, and training initiatives. These initiatives are made to match employees' skills with the strategic objectives of the company. For instance, according to Noe (2017), businesses that invest in staff development initiatives perceive improved performance and are more likely to meet their strategic goals.
In order for employees to achieve strategic goals, HR is essential. through delivering suitable instruction, encouraging a culture of learning and growth, and putting in place performance management programmes .HR can also match organisational goals with employee competencies (Çalişkan, E.N., 2010). 
In contrast, it is difficult to build a talent pipeline for strategic HR positions in the public sector due to the dearth of applicants with business partnership expertise.
HR can effectively develop personnel to align with strategic goals by concentrating on training and development, succession planning, performance management, and employee engagement. This not only improves individual skills but also helps the organisation as a whole succeed in meeting its long-term goals.
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The factors that affect the organisational climate have a big impact on how well HR strategy works. The HR environment is greatly influenced by the support of the leadership, employee involvement, and change management strategies.
Understanding these components and how they impact HR strategy is crucial for interventions that aim to increase the effectiveness of HR initiatives in the public sector. The following are the most common causes in both the public and private HR sectors. There are many others as well. 
· Supportive Leadership:Recent studies have demonstrated the crucial role that leadership support plays in the achievement of HR strategy. For instance, Bos-Nehles, (Renkema, and Janssen 2020) found that executives who actively support HR practises have higher success rates. In a similar (vein, Zhu, Liu, and Liao 2018) emphasise the importance of transformational leadership in creating an environment in which HR approaches can be successful. These studies (Bos-Nehles et al., 2020; Zhu et al., 2018) place a strong emphasis on the necessity of supporting leaders in order to implement successful HR initiatives.
· Employee Participation and Collaboration: Recent studies show that fostering employee participation and collaboration greatly improves the effectiveness of HR policy. and motivation According to 2019 research by Jiang, Lepak, Hu, and Baer, employee participation in decision-making increases commitment, which enhances organisational success. According to Gerhart, Fang, and Probst (2017), a collaborative work environment also has a positive impact on innovation and the effectiveness of HR policies. The importance of employee engagement and collaboration for successful HR strategy is emphasised in these research (Jiang et al., 2019; Gerhart et al., 2017).
· Managing Change: The implementation of HR strategy depends on change management that is effective. Oreg, Michel, and By (2018) looked at how organisational environment affects change management and discovered that climates that are open and adaptable help HR initiatives succeed. As these elements contribute to the efficacy of HR initiatives, Alpander, Sanders, and Torka (2021) also stress the significance of good communication and employee involvement during times of change. These studies (Oreg et al., 2018; Alpander et al., 2021) emphasise the necessity for organisations to undertake solid change management practises in order to improve the success of their HR initiatives.
These cited studies offer important insights into the organisational variables, such as supportive leadership, employee participation, and change management, that affect the efficacy of HR policies. Organisations may establish an environment that supports the effective execution and impact of their HR initiatives by taking these elements into account.
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The ability of HR to work with other departments in the public sector is essential for organisations to run smoothly. Organisations can create specialised strategies that complement their unique aims and objectives by understanding the variations between HR in the private and public sectors. The efficacy of HR strategy is significantly influenced by the industry in which an organisation operates. When creating and implementing HR initiatives, factors including accountability, unionisation, financial restrictions, and regulatory compliance must be considered.
HR must prioritise staff growth through training and development programmes, succession planning, performance management, and employee engagement if it is to accomplish strategic goals. These programmes improve staff members' skills, develop a talent pipeline, match individual performance with business objectives, and cultivate a motivated and devoted workforce.

Factors affecting the organisational climate also have an impact on how well HR strategy works. For HR initiatives to succeed and deliver the required results, a supportive leadership climate, employee engagement and collaboration, and efficient change management are essential.
In conclusion, HR in the public sector needs to adopt a proactive approach to talent development, align HR activities with organisational goals, and foster an environment that is conducive to the implementation of HR strategy in order to overcome the lack of strategic partnering capabilities. By doing this, businesses can improve their capacity to draw in and keep top personnel, boost output, and ultimately meet their strategic goals.
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