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Executive summary
There are a variety of issues in HRM and IHRM faced by organisations that influence the effective management of the design and implementation of fair, effective and efficient procedures and policies for delivering upon their strategic objectives. ECC has identified the key issue of lack of strategic HR partnering capability within the public sector, as well as lack of appropriate skills among employees. The report shed light on the differences in HR strategies in public sector and private sector organisations, along with the impact of HR strategies on different sectors. HR needs to develop an effective plan to achieve strategic goals, minimise skills gaps among employees, improve communication with the team and also in the organisation, and maintain transparency in information sharing. Digitisation, organisational culture, knowledge sharing, and positive employee relation has an impact on managing effective HR Strategies.   
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[bookmark: _Toc138179716]1. Introduction
Human resource management (HRM) is important for the function of every organisation be it a public or private sector organisation. The case study organisation “East Coast County (ECC)” supports public sector organisations' organisational and HR development initiatives. ECC identified that the absence of strategic HR capabilities in the public sector was a concerning issue and it needs to be addressed.  Employers in the public sector are not able to fill the senior HR role due to the shortage of employees with h business partnering skills. ECC aims to help people to set up in the strategic HR position. In this report, the difference between private and public sector HR, and how sectors determine the effectiveness of HR strategies will be discussed. How HR helps employees achieve their goals, and different organisational factors affecting the effectiveness of HR strategies will also be discussed here.
[bookmark: _Toc138179717]2. Differences between HR policies of public sector and private sector 
HRM is considered as the very important part for any business organisation. Public sector organisations are generally controlled by the state. On the other hand, private sector organisations are operated by individuals, groups or any business communities. Private sector HR plays a key role to manage the organisational activities (Boselie et al. 2021). The HRM department can make significant contribution towards the increase in permanency and staff obedience within an organisation. Employees can feel cooperative, telling them what organisations expect from them and they can expect from the employer. The HR department of those organisations play a very effective role to generate employment. Transfer and performance management of underperforming employees are also a major responsibility of the HR department within organisations. Few other aspects handled by HRM department include labour disputes, staff attendance, staff welfare packages, performance appraisal, harassment or any other issues (Bloom et al. 2020). In the current times, both private and public organisations are under significant external pressure to continually improve their performance and effectiveness. However, the HR policies of public sector and private sector organisations may vary across different aspects. These aspects are discussed further. 

Figure 1: Importance aspects in HR management
(Source: Created by learner)
Different working environment: Public sector organisations invest more in the selection procedure. Private sector organisations operate within a more hostile business environment characterised by higher competition within their employees. It may be that in order to cope with the harsh environment conditions. Individual creativity of every employee matter in the private sector, but it may not be mandatory for employees to be more creative in a public sector job (Meyers et al. 2020). Private sector employees have access to only limited number of superiors, on the other hand, public sector employees must respond to the Government. For example, in the last few months several renowned IT companies had to lay-off their staffs. However, they may not be liable to explain their decision to the national legislative or any other governing authorities (de Genus et al. 2020). 
Training and Development:  Recruitment of employees is one of the major functions of HRM department. As per strategic contingency theory, it is the responsibility of HRM to direct the employees for training, and the respective materials of training are provided by them. After completion of training, public sector HR department can assign the employees to the departments where they are suitable for work. If the employees are not able to perform as per the organisations’ expectation, then HR can transfer those employees to another department. It can be witnessed across several government-owned organisations such as railway, nationalised banks, and other public sector companies (Tensay and Singh, 2020). While on the other hand, private sector HR lay consideration on training the employees, and retraining them in case of underperformance. However, in case of non-improvement of performance, private sector HRs may finally resort to terminate the employees who are not consistently under-performing, with no scope of improvement. 
HR negotiations with Employee Unions: In public sector organisations, HR domains also have to deal with employee unions or labour bodies. Organized sectors generally have unions such as railways employee unions, bank employee unions etc. These unions advocate for the interest of their members or employees as well. In certain occasions, the negotiation process between two parties gets difficult. However, there is a lot of unorganised sectors in the private domain such as the digital media sector, and BPOs (Mwita, 2020). There are no such strong unions. That is why private sector HR do not always face critical opposition from unions.  
[bookmark: _Toc138179718]3. Impact of sector in determining the effectiveness of HR strategy 
As far as human capital is important, constantly adapting those to organisational goals and objectives is vital for the achievement of strategic objectives. The business strategy of any organisation must be considered when developing the strengthening of talent pipelines. Organisational performance can be rated using different approaches. There is a relationship between the effectiveness and efficiency of HR policies and organisational performance (Mwita, 2020). Achievements of target and profit-making decisions are the on the operation side efficiency of organisation performance can be assessed by the employee turnover, productivity, model obvious factors of any organisations. Job satisfactions programs and cultural diversity in the organisation is a very crucial thing to observe. Company’s morals and values can also be measured. 
Diversity in the workplace is one of the major issues that HRM in the public sector deals with. Diverse disparities among employees, includes ethnicity, sexual orientation, gender, and country. Diversity management's goal is to prevent discrimination against minorities and to remove it via representation in the workforce. Ignoring these problems may result in discrimination charges, unwelcome attention, wastage of time, and financial losses as a result of legal action (Lapuente and Van de Walle, 2020). Employee complaints are another problem that human resources management in the public sector handles. This duty include serving as a go-between for the staff and the company's management, as well as handling complaints effectively and diplomatically in order to avoid conflict escalation.

Figure 2: Steps to manage effective HR strategies
(Source: Created by learner)
Employers in the region were struggling to fill senior HR roles due to a shortage of candidates with business partnering skills. In the public sector, HR also works to identify the current supply of employees, determine the future of the workforce, determine the future of the workforce, and balancing between labour supply and demand. As compared to scientific management theory, these are the major planning processes of the public sector's HR (Tensay and Singh, 2020). Some of the common HRM problems fist by the public sectors are financial constraints, inability to recruit and retain a skilled workforce, lack of ongoing training, poor pay, and a working environment. 
Apart from that, many Public sector organisations make an impact on organisational HR Strategy very much. In the Public sector domain service is the utmost important thing to deliver. So, the HR must coordinate with the organisational policy and its needs. In that case, HR Planning is one of the most important things. HR planning is described as predicting the supply chain  of a HR within an organisation, and developing strategies that integrate the two with increasing competition (Boselie et al. 2021). Many organisations are faced several HR related challenges like shortages of employees and others. In that situation   HR departments engage in planning to solve this problems. 
In addition to that, when the questions of service providing are concerned then definite profit-making tons of personnel management also arise. Few years ago, lack of staff was a major concern for the organisation. As stated by Kravariti and Johnston (2020), HR planning, training and development performance reviews and talent acquisitions are standards against which all organisations should measure themselves to determine the efficiency of HR policies in advance in organisational objectives. Lastly, it could be said that the responsibility for maintaining a state of readiness in response to any changing variable lies with the HR department.

[bookmark: _o9ghds9swq6f][bookmark: _Toc138179719]4. Role of HR in developing employees to achieve strategic goals
HRM play a significant role in recruiting, deploying, hiring and managing employees of that organisation. There are different differences seen in the HRM of public and private sector organisations. For example, public sector organisations use relatively traditional HRM strategies as compared to the private sector. For this reason, they faced difficulties in managing employees effectively. In order to achieve strategic goals by employees they are required to have an effective plan, minimise skills gaps, improve communications, and maintain transparency. In this context, HR can help employees to meet all these requirements.
The role of HR is to develop an effective plan to achieve strategic goals
The important role of HR is to provide strategic planning to organisations since successful strategic planning is related to the allocation of effective human resources (Jathan Janove, 2020). Workforce planning is the most significant part in order to accomplish the strategic goals, without this, HR has to have too many people do too little work or take too much work for a few people. As perbehavioural management theory, developing strategic planning is an important task for HR in order to accomplish and promote effective culture, behaviours, and competencies to achieve organisational goals and in turn individual employee goals (SHRM, 2023). Therefore, HR can help employees to plan effective strategies and achieve their personal and organisational goals.     
Minimising skills gaps among employees
Competencies and skills are a significant part of the sustainable growth of any organisation in any sector since they are related to increased innovation and productivity (Mukhuty et al. 2022). ECC has identified the skill gap as a concerning issue in the public sector as they do not have employees with business partnering skills. It is important for HR to minimise the skills gap among employees and help them to achieve strategic goals. The skills gap between corporate demands and employee competencies can be a cause of inefficiency. (Fachrunnisa and Hussain, 2020), various organisations and people utilise micro-credentials from suitable training organisations to overcome knowledge or skill shortages in the Industry 4.0 sector. To be prepared to adjust to the developments brought about by the Fourth Industrial Revolution, workers have to have qualities that cannot be performed by machines, such as problem-solving abilities or inventiveness. 
Improving communication with the team and also in the organisation
HR has an important role to improve communication within a team and also in an organisation. HR improve and facilitate communication among staff, executive leadership, and HR departments, to ensure that employees are aware and familiar with the goals, policies, expectations, and mission of the organisation. HR can improve communication by creating a culture within an organisation. According to Newman and Ford (2021), an effective culture makes a workplace where leaders are able to align the personal goals of team members with the organisational goals through the support of processes and policies, communications and effective leadership behaviours. Effective communication within an organisation can help employees to feel like they matter to the organisation and HJR can motivate employees to accomplish strategic goals through improved communications.  
Maintain transparency in information sharing
It is important for organisations both in the public and private sectors to be transparent with employees regarding every aspect of the business. Workplace transparency is important for open communication between employees and leadership. According to Malik et al. (2022), it is important to have a level of consent, transparency, and information sharing for every employee so they can understand the organisation's execution and what is its goal. HR can develop effective strategies to maintain transparency in information sharing with employees and help them to accomplish their strategic goals.       

[bookmark: _wnxlg4exh31][bookmark: _Toc138179720]5. Effect of organisational climate factors for managing the effectiveness of HR strategy
One of the most important variables influencing HRM in a company is the implementation of HR technologies. In the current times, there are different aspects of HR tasks that may now be automated with the help of advanced HR software systems. This improves HR productivity and effectiveness and makes it possible for better staff management. Programmes for employee training and development are a terrific method to boost morale among staff members while assisting businesses in locating personnel with the precise qualifications required for particular positions. For both companies and workers, it may be a win-win situation. Even in the era of remote working, HR can organise and monitor employee training thanks to the new HR software platform known as Digital HRMS (Collings et al., 2021). The COVID-19 epidemic altered the work environment, and now employees are gradually adjusting to the reality that the majority of them now work from home. Both workers and HR departments have distinct problems in managing human resources in this new environment.   
Impact of organisational culture 
HR is responsible to align employees and managers with the aspired organisational culture, “fostering a sense of ownership” for that organisational culture and maintaining accountability across all levels of the organisation both in the public and private sectors. HR managers can develop effective organisational culture by fostering a healthy relationship with employees. In this context, they can take different strategies such as helping managers drive consistency, modelling behaviours for employees, shaping the perception of employees for hires, and ensuring the culture continues to thrive (Forbes, 2020). HR can turn cultural vision into artefacts and tangible activities.
Impact of knowledge sharing
Knowledge sharing contributed to an organization's success in a number of ways. One of the most basic actions in organisational operations is knowledge exchange. The strategic value of knowledge is emphasised in the company's knowledge-based perspective (Ahmad and Karim, 2019). Organisational personnel must exchange and use knowledge in practice to establish a lasting competitive advantage. The knowledge-sharing culture within the organisation both in the private and public sectors has a significant impact on the effectiveness of HR strategies. One of the primary and essential goals of knowledge management is to create value by methodically influencing knowledge interchange, application, and production. 
Impact of positive employee relation
Positive employee relations improve the interaction between employees within an organisation both in the private and public sectors. According to Bulińska-Stangrecka and Bagieńska (2021), employee relations impact employee satisfaction and promote positive mental health. The key role of effective HR strategies is to improve employee satisfaction and mental health. Therefore, an organisational climate that promotes positive employee relationships helps HR to improve the effectiveness of the strategies.     
Impact of Digitisation on managing effective HR Strategies
The digitalisation process within an organisation impacts HR strategies. Nowadays, organisations especially in the private sector implement Electronic HRM to improve the effectiveness of HR strategies. The initial application of the Internet for recruiting occurred in the mid-1990s when the general media termed it the “recruitment revolution” due to its effectiveness, which offered significant advantages to both organisations and HRM. According to AlHamadet al. (2022), E-HRM improves effectiveness and efficiency levels in their organisations, and HR leadership employing this system has made it possible for quicker processes to transition to greater degrees of efficiency. At the same time, it helps in immediate responses to employee concerns and assists HR managers to make correct decisions. Organisations utilise the Internet as one of their external sources of appeal and recruiting.
[bookmark: _i5gmkot6mcn][bookmark: _Toc138179721]6. Conclusion
ECC has different public sectors client which faced challenges regarding HR strategies and recruiting HR managers. The key cause of such concerns is the lack of skills among employees. HRM's core duties include employee recruiting through interviews and other recruitment activities. In the public sector, human resources must deal with employee unions or labour unions. Different methodologies can be used to assess organisational performance. There is a link between the efficacy and efficiency of human resource policy and organisational performance.   
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