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[bookmark: _Toc138241003]1.Introduction
According to Harel and Tzafrir (2001) the public sector management deals with employee recruitment and grievance procedures as the sector face an excessive level of unionization. On the contrary, private sector management deals with worker development and reward achievement as is orientated to generate profit. Moreover, there are information witch show that public sectors management tend to adopt practices used by private sector management.
 The present work is based on East Coast County (ECC) case study and has the purpose to identify the issues that company is facing. According to case study East Coast County main activity is based on public sector and offer HR and organisational initiative activities for its clients. The main issues that ECC is facing are lack of strategic HR partnering, shortage of candidates that have skills on business partnering, also vacancies of Head of HR level, according to Jill Paterson which is Chief Executive of ECC and is mentioned by the case study. However, the impact of the issues mentioned above is that HR struggle the most with employability.
[bookmark: _Toc138241004]2. HR practices in public and private sector
[bookmark: _Toc138241005]2.1 Differences and similarities between public sector and private sector
The distinctions between public and private sector organisations as they have traditionally been theorised, focusing on the principles that underlie their respective HRM models and the variations in how HRM practises are adopted. Studies made by Raney (1979, 1983, 1991) cited by Harel and Tzafrir (2001) indicate that private sector and public sector differ on three main aspects:

· Processes
· Structure
· Organizational roles.

The unique operational environment of public sector organisations, which differs from profit-oriented private sector entities, has resulted in sustained academic interest in the field of human resource management (HRM) within the public sector (Blom et al., 2020; Boselie et al., 2019).
According to Knies et al (2022) usually public resources management (HRM) practices are more orientated on employee’s well-being, called as soft HMR instead of use a rational management focused on improving organisational performance also called hard HMR. However, public sector organisations use more HMR practices aiming at equal opportunities and well-being management as well as development and career management instead of using HRM practices aiming for performance and appraisal additionally benefits and compensation practices used more by the organisations in private sector.
A "model employer" style of HRM, like the welfare-focused public sector HRM, has evolved within private sector firms as a result of their increased social responsibility (Poole et al., 2006; Paauwe & Farndale, 2017).
Historically, public personnel policies have prioritised justice, employee well-being, and trade union relations (soft HRM) over rational management interest in boosting organisational performance (hard HRM) (Farnham & Horton, 1996). Empirical data supports these public-private sector differences, showing that public sector organisations use some HRM practices—like performance-related pay—less and others—like participation in decision-making—more (Boyne et al., 1999; Kalleberg, 2006).
While research indicates that public and private sector employees behave on a different way when not at work, the organisational change and computerisation survey focuses primarily on the convergence of the public and private sectors. In oppositions to the private sector, the civil service has a smaller  level of oversight and less direct contact with the general public (Guillemot,  Jeannot,  Peyrin, 2009). 
The proliferation of New Public Management and managerial technologies has given rise to a similarity tide. According to the proponents of this strategy, the parallels between the public sector and the private sector can be increased through the implementation of financial control, efficiency, decentralisation and downsizing, the pursuit of excellence, market principles, quality, and a focus on the client (Poor et al. 2009).
[bookmark: _Toc138241006]3. The effectiveness of HR strategy - ownership, structure, culture  and agency theory
[bookmark: _Toc138241007]3.1 Agency theory 
[bookmark: _Toc138240675][bookmark: _Toc138241008]Agency theory is a concept that describes and resolves conflicts in the relationship between corporate owners and their agents. It achieves this by emphasising on the roles of principals and agents in the transaction process. Typically, this is the relationship between corporate shareholders, who act as principals, and company administrators, who act as agents. The objective of agency theory is to explain and resolve disagreements regarding the respective priorities of principals and their agents (Koop, 2021).
3.2 Structure
In recent years, management concepts from the private sector have been implemented in previously unheard-of methods in the public sector and across all public policy domains, including health care, education, transportation, and security, as well as the central bureaucratic services. Alford and Hughes (2008) hypothesised that business-like practises would increase the efficacy and effectiveness of public organisations. This premise takes on further significance in contexts where deficit and debt reduction through cuts in public spending are priorities, such as the 1980s or now for governments across the European Union. Although the notion of New Public Management may appear to have lost the early enthusiasm it experienced two decades ago (Osborne, Radnor, & Nasi, 2013), New Public Management reforms, whether formally or tacitly, are still a important driver for change in most public administrations. 
[bookmark: _Toc138240676][bookmark: _Toc138240920][bookmark: _Toc138241009]There is not a single, official line of command or chain of authority like there is in the private sector. Instead, authority is decentralised throughout the public sector(Moore, 1987). Personnel in the private sector generally believe they report to one boss, whereas those in the public sector often feel they must answer to both the executive and legislative branches of government. Because of the spread of authority, public employees are concerned not just with the aims of their organisation but also with how they might promote other political agendas. This is in addition to the traditional focus on achieving the goals of their organisation.

[bookmark: _Toc138241010]3.3 Ownership
As per the findings of Poor et al. (2009), public institutions are administered and funded by political communities at various tiers of governance, whereas privately owned enterprises are predominantly motivated by the interests of business proprietors or shareholders.
According to Poor et al. (2009) profitability and increasing shareholder value are the key focuses of organisations in the private sector. The HR practises that are used in this industry are in line with this purpose and place an emphasis on rewards based on performance, productivity, and efficiency. Programmes for the development and training of employees may have as their primary objective the improvement of individual and organisational performance. 
The public interest is the top priority of organisations in the public sector, which also strive to deliver services and fulfil social requirements. The emphasis placed on justice, equal opportunity, and social responsibility is a direct reflection of the focus of the HR practises. In order to promote meritocracy and assure justice, the selection procedure for open positions in the public sector may include both open competition and transparent selection criteria (Poor et al. 2009).  
[bookmark: _Toc138241011]3.4 Culture
According to Poor et al (2009) there are three different culture stream:
· Convergence – universalist 
· Divergent – contextual 
· Middle of the road ’ cross – verge’
Proponents of the universalist perspective (Kerr et al. 1960; Hickson et al. 1974), technological advancements serve to mitigate cultural disparities and promote convergence across nations and sectors. However,this theory has gained worldwide acceptance in the HR field due to the expansion of globalisation, as evidenced by the works of Sparrow et al. (1994) and Kelley et al. (1995). On the other hand, the divergent perspective, in its contextual sense, emphasises variances in national, cultural, and sectoral aspects. This specific area of study places considerable emphasis on the integration of management strategies that consider regional culture, organisational dynamics, institutional structures, and labour market circumstances. The above declarations is corroborated by the scholarly contributions of Hofstede (1980), Rone-Shenkar (1985), Due et al. (1991), Whittle (1999), Brewster (2004), and Morley (2004). Moreover the 'cross-vergence' approach suggests that convergence and divergence are concurrently present, as per Adler's (1983) middle-of-the-road perspective. Extensive research has demonstrated the influence of ownership on human resource management (HRM) policies and practises. The HR frameworks and systems of multinational corporations are emphasised and promoted by their local subsidiaries, with a focus on globalised, regionalized, or localised approaches.
[bookmark: _Toc138241012]4.Resource based view theory in public sector- HR strategy 
[bookmark: _Toc138241013]4.1 Resource base view theory
According to the resource-based perspective hypothesis, the various resources that are available inside an organisation, such as its human resources, are what give it its distinctive personality and contribute to the creation of a competitive advantage. The resource-based perspective has had a significant impact on human resource management thought. It provides justification for giving importance to resourcing activities, particularly talent management-related ones. It can also be used to increase the contribution of human resources to competitive advantage (Armstrong, 2023). However, it suffers from the following restraint:
 a) Locating resources that meet all the specified norm could pose a challenge.
 b) External factors, such as the pressures exerted by the product market, are disregarded.
 c) The provided guidance is of a generalised nature and relates to the appropriateness of resources.
 d) Various resource configurations have the potential to offer equivalent value to firms.
e) Priem and Butler (2001) noted that the theory displays tautology, as the definitions of valuable resources and competitive advantage are essentially the same.
Consistent with the previously mentioned theoretical framework, there exists compelling empirical support for the proposition that human resource (HR) strategies emphasising substantial investment in employees through HR policies are significantly and positively associated with enhanced firm performance, primarily due to their impact on employee-based resources (Jackson et al., 2014). 
The HR policies that form the beginning of an HR strategy collaborate to establish a distinctive atmosphere that influences and steers employees towards cultivating specific competencies and aptitudes or channelling their endeavours towards particular conduct (Bowen & Ostroff, 2004). Consequently, diverse HR strategies that involve significant investment should result in the evolution of distinct human resources (Kehoe & Collins, 2017).
The resource-based view has gained significant traction and recognition in the realm of strategic management within private enterprises. Despite being acknowledged in the literature as a potential solution to environmental turbulences faced by public organisations, it is not widely embraced in the field of public management (Szymaniec-Mlicka, 2014).

[bookmark: _Toc138241014]4.2 Resource base view in public sector 
Public organisations that function as open systems operate in coordination with their surrounding domain. The notion of interaction between a business and its surroundings is widely acknowledged, with the prevailing assumption being that the environment exerts a more significant influence on the organisation than the reverse. The importance of conducting a thorough analysis of the environment is widely recognised in both the theoretical and practical aspects of management. This analysis is considered a crucial component in the development of an company's strategy. However, there are varying approaches to defining and categorising the components of the environment, as noted by Szymaniec-Mlicka (2014). 
Public organisations operate in a turbulent environment, leading to their politicisation and subsequent unpredictability of impending changes. Additionally, these organisations are complex due to the presence of numerous stakeholders with conflicting expectations that must be met (Frączkiewicz-Wronka & Szymaniec, 2014).
The management in the field of management identifies the resource approach - Resource Based View - as one of the possible remedies for increasing surrounding agitation. The preceding perspective posits that the prosperity of an entity is contingent upon its internal workings, specifically its invaluable, intangible, and non-duplicable assets that facilitate the attainment of an enduring competitive edge (Barney & Clark, 2007).
The resource approach has a well-established place in the theory of strategic management, but it does not devote much space to the strategic management of public organisations. This phenomenon can be attributed to the system's exclusive emphasis on resources that sustain it, which operates similarly in public and private entities. Conversely, the domain of public management places significant emphasis on the outcomes that an organisation attains, which diverges significantly from the private sector's approach (Klein et al., 2011). 
[bookmark: _Toc138241015]5. Organizational climate factors – Green Human resources and sustainability 
[bookmark: _Toc138241016]5.1 Green human resource 
The concept of Green Human Resource Management (GHRM) has gained significant traction among investigators who seek to explore the efficacy of environmental sustainability practises within organisational contexts. This is because the successful implementation of green initiatives is contingent upon the integration of human resource practises that are dedicated to environmental concerns (Jabbour and de Sousa Jabbour, 2016).
	The convergence of strategic human resource management and environmental sustainability provides novel prospects to discover mutually beneficial management strategies that generate advantages for shareholders, employees, customers, communities, and other stakeholders of an organisation (Jackson et al., 2011).
	According to Bansal and Roth's (2000) research, the implementation of GHRM training appears to improve employees' comprehension of the environmental consequences of organisational green initiatives. Additionally, this training equips staff with the ability to collect waste data and elevates their level of environmental literacy.
[bookmark: _Toc138241017]5.2 Sustainability in Human Resource 
	The notion of a sustainable labouring is rooted in the Brundtland commission's sustainability meaning, and as such, the advancement of sustainable employability is commonly regarded as a corporate social responsibility (Mazur, 2014; Schuler & Jackson, 2005).
Over the last ten years, there has been an increasing acceptance along institutions and decision-makers that sustainable employability is a pertinent issue for all workers, rather than solely for the elderly demographic. Employees must be competent, motivated, and healthy to continue in the workforce and become older workers. Organisations should adopt evidence-based HR practises to promote their workers' sustainable employability. There is a lack of research on the correlation between human resources practises and the sustainable employability of individuals in the workplace. The primary focus of HR practises research pertains to the influence of such practises on employee and organisational performance, as evidenced by studies conducted by Guest and Conway (2011).
	Sustainable employability HR practises may differ in focus, if not content, from strategic target-based HR practises.HR practises for sustainable employability aim to help employees build long-term careers inside and outside the organisation.
[bookmark: _Toc138241018]6.Conclusion
The objective of the study was to perform an equivalent evaluation of the practises of human resource management in the public and private domains. The categorization of respondents into "public," "not-for-profit," or "private" was based on their organization's classification and primary industry.
The primary objectives of private sector organisations are centred on enhancing shareholder value and achieving profitability. The human resource practises employed within this industry are aligned with its objectives, and prioritise remuneration based on performance, productivity, and efficiency. This stands in contrast to the public sector, which also endeavours to provide services and meet societal obligations. The HR practises' focus is directly reflected in the emphasis placed on justice, equal opportunity, and social responsibility.
The Resource-Based View model of strategic human resources presents a distinctive outlook that can assist researchers of strategic human resources in looking more comprehensively into the influence of leaders, organisational factors, and resources on the efficacy of human resource strategies.
The implementation of HR practises has the potential to enhance the physical and mental well-being, work motivation, and competencies of employees. This, in turn, can lead to increased employability and heightened productivity.
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