
 

 

Master of Business 

Administration 

Human Resource Management 

LCMB7000 

 

Individual Report - CW1 

 

Student Name: Reeyal Patel  

Student ID: 2244445 

Words:  



 

 Page 2 of 

16 

Table of Contents 

Introduction ................................................................................................................................ 3 

How does HR in the private sector differ from the public sector? ............................................ 3 

How does the sector determine the effectiveness of HR strategy? ............................................ 5 

How can HR develop employees to achieve Strategy goals? .................................................... 6 

What organisational climate factors affect the effectiveness of HR strategy? .......................... 9 

Conclusion ............................................................................................................................... 11 

References ................................................................................................................................ 13 

 

  



 

 Page 3 of 

16 

Introduction 

The importance of strategic HR partnering capability in the public sector has become an urgent 

difficulty for East Coast County (ECC) and its client base. ECC, recognising a scarcity of 

applicants with commercial enterprise partnering skills, recognised a need to address this gap 

so that you can fill senior HR roles and ensure the achievement of their public area clients. To 

tackle this assignment, ECC embarked on growing an expertise pipeline and nurturing 

individuals into strategic HR positions. Jill Paterson, the Chief Executive of ECC, 

acknowledges the concern about vacancies at travel and emphasises the corporation's 

dedication to addressing this problem. This advent highlights the context in which ECC 

operates and sets the stage for an essential exploration of various components related to HR 

strategy, its effectiveness, employee development, and organisational climate factors that affect 

HR method consequences. 

How does HR in the private sector differ from the public sector? 

Introduction 

HR happens to be an essential part of an organisation irrespective of the sector, whether private 

or public. They play a crucial role in hiring, performance management, employee development, 

policy implementation, and employee retention. They are the ones who make sure that every 

employee adheres to the regulatory and legal framework and that the goals and objectives of 

the sector are met. 

Organisational Objectives 

The HR departments of the private sector tend to be driven by profit maximisation, 

development, as well as the value of the shareholder. The main priority of HR in the private 

sector is to hire and retain people to improve the organisation's corporate success and 

profitability of the organisation by encouraging employee engagement and performance 

management. The HR that works in the public sector helps provide public services by 

implementing policies and ensuring that the employees follow the regulatory framework. The 

goal of these HR is to maintain fairness and equality (Ciobanu, Androniceanu, and Lazaroiu, 

2019). They also try to comply with the regulatory frameworks and hire talented individuals.  

Governance and Accountability, 
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The HR of the private sector follows the organisational framework for corporate governance 

and is answerable to the different shareholders and investors. They are more concerned about 

aligning their strategies with the corporate goals to maintain labour law compliance and 

increase the organisation's profitability. The HR of the public sector follows the framework of 

public governance and is responsible for public authorities. They are more concerned with 

responsibility, ethical behaviour and successful delivery of public services. They follow 

transparency, fairness, and compliance with the rules to carry out their duties efficiently.  

Recruitment and Selection, 

The HR of the private organisation usually has a greater degree of freedom when recruiting 

and selecting an individual for a specific post. They tend to focus on suitable characteristics 

and certain cultures that best suit the organisation's objectives (Alim, 2022). They use different 

strategies to attract people for hiring, like posting job descriptions on job boards and social 

media, as well as recruiting firms. On the contrary, the HR of the public sector stick to strict 

norms and rules for hiring and selection, standardised procedures that would follow 

egalitarianism and transparency. Also, the selection criteria are mostly merit-based, like civil 

services tests and public job listings.   

Compensation and Benefits 

The HR of the private sector is more flexible when designing compensation packages. They 

are known to offer competitive salaries, performance-based incentives, stock options and other 

advantages to hire and retain employees (Blom et al. 2020). In this case, remuneration is mostly 

based on individual performance and market dynamics. The HR of the public sector follows 

conventional pay scales that are by civil services laws. They emphasised job security, equitable 

pay and extensive benefits packages. The compensation depends upon the job class, experience 

and seniority instead of individual achievement.  

Conclusion 

Thus, the HR practices in the private and public sectors differ significantly. The HRM of 

different sectors uses different techniques for organisational objectives, compensation and 

benefits, governance and accountability, and recruitment and selection. These reflect the 

specific goals of the organisation and the conditions in which they operate.  
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How does the sector determine the effectiveness of HR strategy? 

Introduction 

Numerous significant aspects have the potential to impact HR strategies in different sectors. 

These factors can change with time depending upon the changing aims and objectives of the 

organisation in the different sectors. It also depends upon the environment in which the 

organisation operates. Some of the common indicators to understand the efficiency of HR 

strategies are-  

Alignment with Organisational Goals 

The efficiency of the HR strategies can be measured by their alignment with the goals and 

objectives of the organisations. The strategies and practices that HR follows should be able to 

complement and assist the organisation in achieving these goals and objectives. For instance, 

when an organisation is trying to expand in the private sector, the HRM can focus on 

maintaining efficient leadership skills, incorporating innovation and hiring top personnel 

(Oliveira et al. 2021). In the public sector, if the organisation aims to improve public service 

delivery, then it should hire talented individuals and improve its training and developmental 

programs.  

Talent Acquisition and Retention 

HRM plays an important role in hiring reasonable candidates and retaining them to help the 

organisation move forward and attain success. This can be determined by following numerous 

analysing metrics like the quality of hired individuals, the time-to-fill positions, and the 

turnover rate of employees in the organisations (Tursunbayeva, Di Lauro, and Pagliari, 2018). 

Human Resource Management’s efficiency of strategies in the private sector can be assessed 

with their ability to recruit and retain the top personnel in their organisation. The same criteria 

can also be used for the HRM department of the public sector, only in this case, it will be 

measured by the ability of the department to attract and hire individuals who have essential 

skills and credentials that are required for public services.  

Employee Engagement and Satisfaction 

This happens to be an important aspect of measuring the strategy of HRM in any sector. 

Employee engagement and satisfaction are extremely crucial for the organisation to improve 
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its productivity and proficiency of the organisation. Numerous tactics can be employed so the 

organisation can know about their performance in this sector. It includes surveys, feedback 

forms, as well as knowledge about employee morale (Memon et al. 2020). Suppose any 

organisation, irrespective of the sector, obtains a result wherein the employees are satisfied, 

engaged and committed to the organisation. In that case, it means that the HRM strategies that 

the organisation follows are efficient. These strategies, in turn, will help the organisation foster 

a positive working environment and promote maintaining a work-life balance.  

Training and Development 

Training and Development initiatives are valuable tools that can measure the efficacy of HRM 

strategies in any organisation irrespective of the industry. Organisations can analyse the 

efficiency of HRM strategies by assessing the results as well as the impacts of the training and 

development programs. These programs tend to increase the performance of the employees, 

development of skills, retention of knowledge and help in career advancements (Poór et al. 

2021). Thus, when the sector is trying to assess the efficiency of its HRM strategies, it can rely 

upon the results of training and development activities for the same. If the employees' skills are 

enhanced (in the public sector), and productivity and revenue have improved (in the private 

sector), it means that the HRM strategies are efficient.  

Conclusion 

Thus, it can be said that when the HR strategies of an organisation, irrespective of the sector, 

are efficient, then they will contribute to achieving the goals and objectives of the organisation 

and lead the organisation to success.  

How can HR develop employees to achieve Strategy goals? 

HR performs a crucial role in growing personnel to gain strategic goals. By focusing on 

employee improvement, HR can enhance their competencies, understanding, and skills, 

aligning them with the business's strategic targets. Here are several key techniques HR can use 

to diversify employees for success: 
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Figure: HR Employee Development Methods 

(Source: Self-Made) 

Development Method Description & Benefits 

Training and 

Development Programs 

HR can design and implement education and development 

applications to enhance employees' talents. These applications 

can encompass both technical and soft skills training, 

customised to the specific desires of different job roles and 

strategic desires (Urick, 2017). By supplying employees with 

important information and abilities, HR ensures they have the 

tools to contribute correctly to strategy execution. This may 

also involve workshops, seminars, online guides, or external 

training programs. 

Performance 

Management and 

Feedback 

Effective overall performance control practices are important 

for developing employees. HR can establish clear performance 

projections and provide regular remarks and training to assist 

employees apprehend how their work contributes to strategic 

objectives (Franco‐Santos and Otley, 2018). Performance 

appraisals can be linked to achieving key overall performance 

indications (KPIs) aligned with the strategy, ensuring that 

employees' efforts are directed closer to the desired effects. 
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Individual Development 

Plans 

HR can collaborate with managers and employees to create 

individual development plans (IDPs) that outline specific 

learning and raise objectives. IDPs can discover regions for 

enhancements, set improvement inclinations, and outline the 

necessary steps and resources required to attain them (Yeow, 

Soh and Hansen, 2018). By aligning those plans with the 

employer's strategic needs, HR guarantees that employee 

improvement efforts are in line with the overall strategy. 

Mentoring and Coaching 
Implementing mentoring and coaching applications can be 

extraordinarily influential in growing employees. HR can pair 

employees with skilled mentors or coaches who can provide 

guidance, support, and share their knowledge (Bodilenyane 

and Mooketsane, 2019). These programmes can facilitate 

knowledge transformation, career improvement, and personal 

growth, assisting personnel in benefiting from valuable 

insights and abilities to contribute to strategic goals. 

Succession Planning 
Succession planning is a strategic HR practice that identifies 

high-capacity employees and prepares them for future 

leadership roles. HR can discover vital positions within the 

business enterprise and create improvement plans for 

capability successors (Ahmad, bin Mohamed and Manaf, 

2017). This might also include providing extended 

assignments, job rotations, or centred development programs 

to equip personnel with the skills and experiences essential to 

fulfil key roles in the future. 

Learning and 

Knowledge-Sharing 

Initiatives 

Promoting a culture of continuous learning and knowledge 

sharing can contribute to worker improvement and approach 

fulfilment. HR can facilitate knowledge-sharing structures, 

such as internal training sessions, groups of practice, or online 

learning portals (Naim and Lenka, 2018). Encouraging 

personnel to share their expertise, learn from each other, and 
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stay updated with business developments and high-quality 

practices helps build a learning tradition that helps strategic 

needs. 

Performance Incentives 

and Recognition 

HR can expand overall performance incentives and reputation 

applications aligned with strategic goals. By being worthwhile 

and spotting employees who make large contributions towards 

implementation, HR reinforces the desired behaviours and 

motivates others to strive for excellence (Steinbach et al. 

2017). Incentives can consist of bonuses, promotions, or 

special recognition applications that recall employees' 

achievements tied to strategic results. 

Continuous Feedback 

and Development 

Opportunities 

HR can create a lifestyle of continuous remarks and 

improvement by promoting ongoing conversations among 

managers and employees. Regular learning reports, education 

sessions, and professional conversations permit employees to 

acquire feedback, speak about their development, and discover 

areas for development (Yong et al. 2020). This ongoing 

discussion permits HR to provide timely support and guidance 

to employees, fostering their growth and alignment with 

strategic results. 

 

What organisational climate factors affect the effectiveness of HR strategy? 

Several organisational climate factors can considerably impact the effectiveness of HR 

strategy. These factors create the context in which HR initiatives are carried out and may either 

facilitate or hinder the success of HR strategies. Here are some key organisational climate 

factors that impact the effectiveness of the HR approach: 

Leadership Support: 

The support and dedication of the top leadership are crucial for the successful implementation 

of HR techniques. When leaders prioritise and actively champion HR tasks, it sends a robust 
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message throughout the company about the significance of HR in achieving strategic desires 

(Ateş et al. 2020). Leaders must provide the essential resources, suggest HR tasks, and make 

certain alignment between HR and organisational strategies. Their guide sets the tone for the 

entire enterprise and creates an environment where HR methods can succeed. 

Communication and Collaboration: 

Open and effective communication channels between HR and other departments are essential 

to implement a successful HR method. When there is a climate of belief, transparency, and 

collaboration, HR can better understand the employer's needs and lay out strategies that address 

the one's needs correctly (Greer, Lusch and Hitt, 2017). Regular conversation among HR and 

employees, managers, and other stakeholders enables the exchange of ideas, feedback, and 

alignment with strategic objectives. 

Organisational Culture: 

Organisational culture plays an essential role in shaping the HR strategy's effectiveness. A way 

of life that values worker improvement, innovation, and non-stop development provides a 

productive floor for HR projects to thrive. When the organisational lifestyle helps HR practices, 

including studying and improvement, overall performance management, and employee 

empowerment, it complements the effectiveness of HR strategies. On the other hand, a lifestyle 

that resists change, lacks trust or no longer prioritises workers' well-being may delay the 

implementation of HR strategies. 

Employee Engagement and Empowerment: 

Engaged and empowered employees are more likely to support and contribute to HR strategies. 

When personnel sense value, have concerns about decision-making and have the potential for 

growth and improvement, they are much more likely to align their efforts with strategic goals 

and initiatives. HR can encourage worker engagement by providing significant work, 

recognising and rewarding worker contributions, and promoting a superb work environment 

(Roscoe et al. 2019). Engaged personnel are more likely to include HR initiatives, participate 

in learning programs, and power the preferred behavioural adjustments. 

Performance Orientation: 
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Overall performance-orientated climate helps the effectiveness of HR strategies. When the 

organisation emphasises overall performance management, goal setting, and accountability, it 

creates a culture that aligns individual and team efforts with strategic targets. HR strategies 

related to performance appraisal, feedback, and reputation are much more likely to achieve 

such conditions (Aman et al. 2018). Overall performance-orientated climate also promotes an 

experience of equality and merit-based motivating employees to attempt excellence and align 

their performance with the organisation's strategic needs. 

Change Readiness: 

The organization's readiness and adaptability to change significantly impact the efficacy of HR 

techniques. HR frequently drives tasks involving implementing new technology, restructuring, 

or cultural differences. HR strategies are much more likely to be successfully implemented 

when the company has a fantastic attitude towards trade, embraces innovation, and encourages 

agility (Shah, Irani and Sharif, 2017). Having a clear message about the need for change, 

including employees in the exchange process, and providing them with the resources and 

support they need to adapt to new ways of working are all parts of being change-ready. 

HR Infrastructure and Systems: 

The availability and efficacy of HR infrastructure and systems serve as an inspiration for HR 

strategies. This includes expertise in information analytics, HR policies, generation, and 

methods. The effective execution of HR projects is made possible by HR infrastructure that is 

well-planned, streamlined, and in line with strategic objectives (Heinimann and Hatfield, 

2017). A solid foundation for the application of HR techniques is provided by efficient HR 

systems that support talent acquisition, performance control, studying and improvement, and 

other HR features. 

Conclusion 

Overall, HR techniques' effectiveness is motivated by various factors, including alignment with 

organisational goals, expertise acquisition and retention, employee engagement and delight, 

education and improvement, and management guidance. These elements provide a framework 

for evaluating the impact and success of HR strategies in each private and public sector. 

Additionally, organisational climate factors including leadership support, communication and 

collaboration, organisational way of life, employee engagement and empowerment, 
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performance orientation, change readiness, and HR infrastructure and systems notably affect 

the effectiveness of HR strategies. By considering these elements and creating an environment 

that helps HR tasks, corporations can enhance employee improvement, align their workers with 

strategic desires, and reap fulfilment in the end. Continuous evaluation, adaptation, and 

development of HR strategies based on these factors will contribute to the overall effectiveness 

of HR practices in any region.  
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