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Introduction

In the following introduction, the main topics which would be focused on the conditions of

work are related to the HR department. There are a lot of HR issues and problems which are to
be discussed in detail for the work. This report will also conclude how the East Coast country
(ECC) will address the new HR initiatives and how these things will work according to the
needs and demands of the work. There will be a proper resolution of how the HR initiatives
will be adjusted in the public and private sectors and how they both have a difference in
operating the work. These are some of the major issues which would be discussed in the
selective report for better opportunities and best performances of the work. This will give a
clear view of people and how they will rather work according to the needs and demands of the

HR based on the requirements of the company.




Difference between Private and Public HR departments

Private HR department

There are many things that could be considered in the talks of HR initiatives and dﬁs based

on the differentiations of the work. These are the selective ways which could make the private
sector different from the public sector. Tﬁrolcs duties and other important things could also
be verified based on the problems which the private sector faces and the difference the public
sector contains. In the private sector the demands and the roles of the HR are given a very
higher authority and their roles are very important in the company (Garg, et al., 2018). These
things are very important because the roles are given to them because they are very good at
handling pressures. Based on the private sector these HR departments are given better because
they have to maintain the recruiting processes, hiring process, job roles of employees,
monitoring of employees and other duties which are very important in the private sector

(Aburumman, et al., 2023).

A lot more must be seen for the roles of HR in the departments of the private sector as HR is
the main body that looks after the finance, budget, and monitoring of all the details of how the
employees are working and watching to be extended for the work. Private sector tries to
emphasize the growth of the employees and pay per performance which could be considered
and analyzed for the work. There are a lot of differences because the work which is done in the
public sector does not approve or is done under pressure but based on the conditions of HR in
the Private sector it is very different. The sector gives the HR a very highly involved role in
their performances and their work so they could perform and analyse their selective working
conditions based on structures of workload. The domination of HR in the private sector industry
is the highest as it gives the best selective methods and achievements to the working employees

for better work and effective selection of work (Berber and Slavic, 2016).
Public HR department

Based over the sector of Public HR involves better perspectives of the things related to the
selective challenges the HR have to face in the publicity department. The public sector also
involves better perceptions of how things could be followed as based over public sector it
involves as management emphasizes HRM domains over the delas of employees based on the
selection and the process of grievance because it gives a high level of unionization (Prabawati

& AOktariyanda, 2018).




Along with this public sector organizations over traditionally made more useful over HRM

practices aimed at equal opportunities and the manﬁement of welfare, it gives a development

and career management. Also, the sector involves less use of HRM practices which aims and
archives the appraisals of the performances over benefits and compensation. These are the
major roles and responsibilities of the related HR management and practices over selected
reasons of the work. These things also include the perceptions of differences based on the
private sector which can be seen or verified for the working conditions. These are the main
differences between private-sector HR management and public-sector HR management which

can be done further for good performance and innovation of the work (Blom, et al., 2020).




Effect of Sector on Effectiveness of HR Strategies
Private Sector

There are a lot of things related to the effectiveness of the strategies which are followed in the

private sector. The strategies give the roles of how the work is done and analyzed for better
reach in the (ECC). The company should be considered the best functioning strategies based
on the communication and the policies the HR might have set up. The sector includes

perceptions of the work based on these strategies,
Communication is a must they should not command.

2. Relationships must be built by HR which are important like mindfulness, Mutual

respect and trust.
Let the wings must be spread.
Nurture teamwork.
Identify, reward and appreciate.
Only humans are always.
Staying over the top administrative HR duties.
Confrontation is not always bad.
Be transparent.

10.  Hire correctly over measures and decisions.

These are some of the basic strategies which could be seen and analyzed for the proper

structured of work and how these things could be worked. This effectiveness could be measured
and analyzed for good working conditions and how this significant work can be effective for
the work. This strategy made a very effective workforce created for the perfection of the HRM.
These HRM analyses made a very good perception of the things to make the company better.
these better conditions give a very good perception of the company and how these things could

make the company reach a better understanding of things (Boselie, et al., 2021).




Public sector

Effectiveness could be captured for better perceptions of the things which would make a very

different perception of the work. These things can be very obvious for the working solutions

related to the seleﬁn of the strategies based on the public sector these things must be analysed

for the solutions of HRM in the selective public sector. The pieces of evidence made HR
practices which were suitable for applications of public sector organizations. The organization
increased the nature of services provided, and the characterization of public sector employees
which also gives the public organization a very accountable way of spending the public funds.
Effective HR strategies give the command towards the HRM based on how these things must
be very expressive for the working conditions related to the work. The public sector only makes
HR feels the liabilities towards recruitment and other important functions of the work. They
turther do not approach the selected criteria of work because, in the selection of the acquired
job roles of HR, the work is present over very low pressure as of the private sector. The roles
of the job are clear as they further work based on the characterization of how the work will be
done based on their true roles and responsibilities of work related to the HRM functioning and

work of HRM (Fahim, 2018).




HR roles in developing employees and achieving strategic goals

The main function of HR revolves around a single fact-based over-the-knowledge of how the
work should be done for employees. The HR is the individual who should know and understand
the feelings of employees so they could perform for the organization. An HR must understand
what could be the possible conditions of work based on employees and their selective measures
of how these things could be very expressive for the people or for the workers in the
organization. There are a lot of roles which are to be satistied by HR but they need to
understand the roles and responsibilities the HR must contribute towards for the betterment of

the employees (Homberg and Vogel, 2016).

HR always plays an important role where the success of the organization or of any other
particular employee. These are some of the qualities which could be examined for the
reputation of the HR and the roles which they play and also establish a very good constructive

working solution.
Keeping the proper functioning with development and training trends.
Keeping the organization upgraded with the current market trends.

3. Keeping the employees communicated and also getting their data of what could be the

reasons they are not feeling satisfied in the organization.
Motivating the employees for performing 100% of their work.
Giving current market trends to employees so they could perform better.
Encouraging employees to develop trends.
Encouraging employees for training and good behaviour.

Giving employees a good cultural environment for the organization.

These are some of the basic roles which are played by HR in the lives of employees so they

could perform better and make the employees appreciate and understand their work and the

conditions of work (Knies, et al., 2017).

Also not leave everything the HR do for the employees also including the perceptions of how

they should check the employee needs, piece of training, designing and developing the
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programs of training for employees. HR also ensures the employee’s abilities, vital skills and
knowledge they pursue performing the job which is given to them. This further improves the
abilities the HR could focus on employees so they can contribute towards their improvement

for their better future and also for their selective approaches to success.

The role is also suited for giving the employees a better environment for staying and analyzing
the working conditions in the organization. This improves the conditions of how they could be
very useful for the roles of making a very good cultural environment for the organization and
for the employees to work with their full efficiencies. The selected cultural performances are

done under the supervision of the HR and the individuals of HR.

These are the roles and responsibilities which are prepared by the HR including the future

sources of how they could contribute towards the perfect shaping of the candidates who are
interested in archiving good heights for the future work. These roles can only be satisfied by
HR based on the selective sectors where they need to perform maore and absolutely according

to their needs and demands of the work.




Organizational climate factors which affect the effectiveness of HR strategy

There are a lot of things which could affect the effectiveness of the strategies which are made
by HR. At a certain point when the organizational goals and objectives shift towards the other
the effectiveness can be calculated as reduced. The following conditions involve a lot of
problems and difficulties which could be seen by HR. These problems involve the selective
functioning of how these things can be very expressive for the working conditions related to
the work. The difficulties are very hard to be satisfied and analyses for the work. There are
some of the things which could be seen or involved in the selected criteria of work which

include,

1. The mission statements of any organization which include the mission statements
where they should be directly operative or functioning for the sake of the organization. This is

the place where they need to check and look further for the lack of effectiveness of HR.

2. The strategy also includes outlines of the methods which a company have already set
for meeting the objectives of the organization. This also could atfect the effectiveness as they

need a direct body for operating these sorts of direct objectives which the organization peruses.

3. The strategies which are made by the Human resource manager are directly affected or
impacted by the sort of impacts which could be seen for the Human resource strategies. These
are the strategies which could be hurt or understood for the working conditions in any sort of

analysis of the organization.

4. The domestic change or any sort of international change that the organization peruses

could be seen as vast effectiveness over the existing HRM practices or sort of resources or

guidelines which are already set up for the work.

5. A lot of things are also dependent on the regulations and legislations of the organization
and the selective policies of the organization. These things are also considered for the proper
perspectives of the work. The organization includes a lot of problems related to how they could
adapt or change these policies or circulate them towards the working conditions of employees

so they could adapt these and work according to the needs and demands of the work.

These are some of the things which the HRM have to face based on the conditions of the

organization for the ineffectiveness of the HRM policies. These are some of the policies which
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could be very underrated for such a progressive work of getting disturbed based on the

performances of employees. As these, all points affect the performances of the HR and the

employees because adopting a new policy or a new goal takes a very long time for reaching

that particular way. These are some of the most common issues which are to be solved or can

be ineffective for the HRM department (Leisink and Knies, 2018).




Conclusion

This conclusion includes the data on working of a Human resource department. The work is
distributed over different sectors which are public and private sectors. The whole summary of
the data is how there is a difference between the working of the same higher body which is
HRM is different in both the selective sectors. There are a lot of things related to the Human
resource manager discussed so they could understand the reasons for the low effectiveness in

the organization. These works are considered in a way that gives a better perception of the

organizational work and how these works will be done. These things give additional details of

the work for completing the work. Angd_also, analyzation of the work is done based on this
selective HRM functioning. This is The main aim of this conclusion to elaborate the

circumstances of work for better working conditions.
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