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[bookmark: _heading=h.3znysh7]Chapter 1: Introduction
[bookmark: _heading=h.2et92p0]1.1. Chapter Introduction

Organisations must successfully manage their people resources in the cutthroat commercial climate of today to ensure long-term success and growth. An organisation's success and efficiency are greatly influenced by HRM and organisational development. However, little is known about how organisational type affects HRM and OD practices. By looking at how various organisations, including for-profit, non-profit, and government organisations, affect HRM and OD policies, procedures, and practices, this chapter seeks to close the gap. This research intends to shed light on the significance of organisational type in influencing HRM and OD, giving useful insights for both professionals and scholars by comprehending the distinct difficulties and possibilities associated with each type.
[bookmark: _heading=h.v9ja9qjewlhi]
[bookmark: _heading=h.1t3h5sf]1.2. Background  

As per the opinion by Vrontis et al. (2022), the term "human resource management" refers to a process for managing personnel in an organization. It focuses on raising each employee's effectiveness and output. Recruitment, training, salary and benefits, employee interactions and retention, and performance management are all part of HRM. Contrarily the study by Burke, (2022), presented that increasing the focus on training and development to improve an organization's skills in response to current and future demands is what organizational development (OD), a subtype of HRM, is all about. Employee coaching, mentorship, training for supervisors, formal or informal training, and more are all included in OD. The word "OD" refers to a variety of activities that help the organization's agents, workers, and suppliers help it achieve value and expand. Moreover, both HRM and OD play a crucial role in fostering an atmosphere at work that is productive and supportive of the objectives and plans of the company. Needs assessments, intervention designs, and implementation, result evaluation, and feedback-giving may all be done in conjunction with HRM and OD. In comparison, the study by Boselie, Van Harten, and Veld, (2021), in order to accomplish their objectives and plans, organizations in the public sector must successfully manage and develop their people resources. Both industries may benefit from HRM and OD in terms of improving employee performance, productivity, and quality of service as well as attracting, retaining, motivating, and developing their workforce. Public and private industries can benefit from HRM and OD's assistance in adjusting to external environment changes like technology breakthroughs, market shifts, or regulatory needs. Elections, legislation, and public accountability are some of the political issues that have a greater impact on the public sector. Additionally, the public sector can see increased budgetary, administrative, and regulatory restrictions. Contrarily the research by van, and Reichard, (2019), identified that stakeholders in the public sector are increasingly diversified, including residents, legislators, the media, interest groups, and other public organizations. Goals like equity, efficiency, effectiveness, and responsiveness may be more complex and at odds with one another in the public sector. Moreover, employee traits in the public sector may differ from those in other industries, such as greater levels of education, unionization, tenure, and dedication to public service. Additionally, there could be various employee expectations in the public sector, such as job stability, justice, autonomy, and engagement. On the other hand, as per the opinion by Fletcher et al. (2020), different HRM practices, such as seniority-based pay and benefits, rigorous job descriptions and classifications, and standardized performance reviews, may be used in the public sector. 
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Figure 1: Statistics of HRM and organization size
Source: (Published by Statista Research, 2022)

The above figure stated the size of HRM's role in the organization development process. Moreover, other practices include merit-based hiring and promotion. Different OD initiatives, such as participative management, organizational learning, change management, and innovation, may also be used in the public sector.

As per the opinion by Anwar, and Abdullah, (2021), private-sector companies are under additional pressure to innovate and satisfy their consumers as a result of increased competition. They must thus embrace HRM and OD practices that allow them to react swiftly and successfully to the shifting market needs. For instance, they could employ more adaptable and performance-based compensation and reward systems, more decentralized and team-based structures, more customer-focused training and development programs, and more collaborative and inventive cultures. Contrarily the study by Oliveira et al. (2021), presented that value creation is a primary goal of private companies for their shareholders, clients, and other stakeholders. In comparison, the research by Shirase, Chhibber, and Narkhede, (2023), the opportunities and difficulties presented by the quickening pace of technological advancement and digitization must be taken advantage of by private organizations. For this reason, they must implement HRM and OD practices that provide them the ability to fully use the potential of technology and digitalization to boost their effectiveness, productivity, quality, innovation, and customer happiness. In contrast, the study by Tan, Van, and Wilderom, (2021), the one used by Toyota, a renowned automaker, is an illustration of a successful OD intervention in the private sector. To attain high levels of customer happiness, staff engagement, and operational excellence, Toyota relied on cultural interventions and quality management systems. The Toyota Way, a set of values and principles that direct Toyota personnel at all levels in their behavior and decision-making, is one of the OD interventions that Toyota adopted. The Toyota Way places a strong emphasis on constant improvement, respect for others, cooperation, customer centricity, and long-term thinking.

The theory by Cordery et al. (2019), stated that due to extremely limited infrastructure, finances, and exposure to public scrutiny, organisations in the charity sector confront particular difficulties. Practises in organisational development (OD) and human resource management (HRM) are essential to maximising these organisations' effectiveness and efficiency. On the specific effects of HRM and OD practises on organisational growth in nonprofit organisations, however, little study has been done. For performance optimisation, attaining organisational objectives, and successfully meeting stakeholder demands, it is crucial to understand the specialised HRM and OD practices that enable development and advancement in the charity sector. 
As per the opinion by Aftab et al. (2023), a charity's capacity to efficiently provide its services and programs may be hampered by the limited resources, personnel, and infrastructure that are frequently available to them. Additionally, they are under pressure to prove their effectiveness, openness, and efficiency from the public as well as their donors, regulators, and the general public. Because of this, they must implement HRM and OD practices including strategic planning, lean management, quality standards, monitoring, and evaluation that let them maximize their resources and performance. In comparison, the opinion by Jarke, (2021), identified the County of Alameda Social Services Agency (SSA), a county-run charity organization that provides human services in California. In comparison, as per the opinion by Fanning and Fullwood (2019), the vision, purpose, values, goals, and strategies of Oxfam for the years 2013–2019 are outlined in the organization's international strategic plan. Staff, affiliates, partners, funders, and beneficiaries all participated in the OISP's development through a participatory and collaborative approach.




[bookmark: _heading=h.4d34og8]1.3. Research Rationale

Theoretical Rationale:

The study by Islami et al. (2023) states that according to contingency theory, a strong connection between organisational strategy and HRM practices is essential. As a result, this alignment ensures that HRM practices effectively support the organisation's strategic goals, leading to a competitive advantage. Therefore, this study aims to examine different approaches to managing organisations and evaluate the effectiveness of management practices, taking into consideration the alignment between organisational characteristics and the strategies employed. Besides, the research by Vitolla, Raimo and Rubino (2020), depicts that in line with agency theory, the organisational board acts as a vital control tool to synchronize the interests of managers and shareholders, encompassing both financial and non-financial information. From this perspective, this study intends to examine the theoretical foundations of HRM and OD concerning the agency theory by presenting empirical data on the particular HRM and OD practices that work well in public, private and charity sectors, as well as their stakeholders.
In a nutshell, organisational type is a critical contingency factor that influences the blueprint and integration of HRM and OD practices. Therefore, by offering a more complex view of the factors and overall circumstances, this research will advance the theoretical knowledge of the contextual elements that influence HRM and OD tactics.



Practical Rationale:

According to Kuna and Nadiv (2018), HRM and OD are two interrelated disciplines that jointly contribute to managing and facilitating organisational learning, change, and development. In addition, according to Budhwar et al. (2019), to gain a comprehensive understanding of HRM dynamics, it is essential to adopt theoretical frameworks that consider the socio-cultural and institutional influences specific to the region. In this aspect, this study will focus on capturing the unique cultural, social, and economic aspects of HRM practices, bridging the gap between theory and practice. Moreover, the research seeks to assist HRM and OD practitioners in developing effective strategies, interventions, and policies to enhance organisational performance, employee satisfaction, and overall organisational development. 
In conclusion, as this study examines the relationship between OD methods and HRM practices in various types of organisations, the understanding of the link between organisational type and HRM practises offers practitioners helpful insights for developing efficient HRM strategies. Moreover, the study's findings are anticipated to improve corporate growth, performance, and sustainability in various settings.






[bookmark: _heading=h.het2stfv0f81]
[bookmark: _heading=h.2s8eyo1]1.4. Research Aim & Objective 

Aim: 

This study intends to investigate the link between organisational development (OD) strategies, and human resource management (HRM) practises in various organisational types.
Objective: 

· To investigate the HRM techniques used in various organisational structures.
· To explore how HRM practises affect the growth of diverse organisational kinds.
· To identify the challenges in HRM procedures in various forms of organisations.
· To provide suggestions for successful HRM approaches depending on organisational type to support organisational development.

[bookmark: _heading=h.17dp8vu]1.5. Research Question 

· How do different organisational types' human resource management (HRM) practises differ?
· How do HRM practise in diverse organisational types affect organisational development (OD)?
· Which particular HRM techniques are linked to organisational growth in various organisational structures?
· What HRM practises are suggested to support organisational growth based on the kind of organisation?


[bookmark: _heading=h.3rdcrjn]1.6. Research Significance 

According to Oubrich et al. (2021), HRM practices, such as mentoring, incentives, and performance appraisal, have been shown to stimulate the development of business relationships and team networks, resulting in improved business activities through effective knowledge exploitation. Hence, it is imperative to explore the connection between organisational development (OD) strategies and the implementation of human resource management (HRM) practices in diverse organisational types. In this context, this research seeks to examine how different organisational types utilise HRM practices and the impact of these practices on organisational development, considering the varying contexts and strategies employed. Additionally, by investigating the interplay between OD strategies and HRM practices, this study strives to provide valuable insights into effective approaches that can enhance organisational performance and facilitate sustainable development across different organisational types to achieve a better grasp of the contextual factors that shape HRM and OD practices and their contributions to the existing theoretical knowledge in the field. 
According to Falletta and Combs (2018), the emergence of data science has brought renewed focus to the importance of evidence-based practices and data-driven approaches in organisational development and change. Within this context, organisational assessment and diagnosis play a crucial role, drawing from the action research approach that forms the foundation of organisation development (OD) (Falletta and Combs, 2018). Therefore, practitioners in OD can typically employ explicit or intuitive organisational models as frameworks to structure data and evaluate organisational functioning and effectiveness, resulting in improvement of overall organisational development. At the organisational level, effective HR systems that promote high performance contribute to the formation of a positive internal social structure (Oubrich et al., 2021). Therefore, these systems have the potential to foster network connections, establish reciprocal norms, and enable flexible coordination, leading to the effective utilisation of knowledge resources. Moreover, at an individual level, well-designed HR practices encompassing recruitment, training and development, appraisal, and compensation systems support employees' knowledge-based behaviours (Oubrich et al. 2021). Consequently, efficient HRM practices can strategically contribute to knowledge creation, storage, and dissemination, thus cultivating a competitive advantage for organisations. Furthermore, as indicated by Alsaif, Alshammari, and Alhamad (2022), HR management practices play a pivotal role in shaping employee behaviours and exerting influence over organisational performance, as these practices have a direct impact on employee attitudes and behaviours, particularly job satisfaction and dedication. Additionally, the research by Alsaif, Alshammari and Alhamad (2022) also highlights the shift from traditional practices to more cognitive and innovative approaches, emphasising the importance of job performance in creating added value and productivity. Therefore, HRM, as an integral part of overall management, must have a strong emphasis on the autonomy and scalability of informatics as key aspects of overall organisational development.

By examining the theory by Zhao et al. (2021), it is found that the connection between these two critical facets of organisational performance, this research adds to the corpus of existing information on HRM and OD. Although earlier study has looked at how HRM practices affect OD, there hasn't been much work on how organisational type affects this link. This study deepens our knowledge of the complex interactions between HRM practises, OD, and organisational settings by taking organisational type into account as a moderating factor. The study by Shet et al. (2021) explained that for HR managers, CEOs, and organisational practitioners, the research's results will offer insightful information and useful implications. Practitioners can adapt their HR strategies by being aware of the distinct HRM practices that influence OD in various types of organisations. Besides, investigation by Anwar et al. (2021) showed that it can improve organisational performance by investigating the connection between HRM practices and OD. Increased employee engagement, contentment, and productivity may be attributed to effective HRM methods that support OD. Additionally, a deeper understanding of the HRM practices that complement certain organisational types can aid organisations in gaining a competitive edge in their respective markets. Also, Dundon et al. (2018) shows that HRM can act as a basis for evidence-based choice-making in the organisatiosn of various types. Organisations can base their HR strategy on empirical data unique to their organisational type rather than presumptions or general best practices. This study will offer useful information that enables organisations to decide on their HRM procedures and, in turn, optimise their development outcomes. According to the research by Alfawaire et al. (2021), it is found that to improve performance and gain a competitive edge; strategic HRM entails coordinating HR practices with organisational objectives. The study deepens our knowledge of how HRM practises affecting OD results in various organisational types and advances our theoretical understanding of the complex interactions between OD, HRM, and the organisational setting. 
In summary, the research seeks to assist the growth and success of organisations across a range of industries and forms by providing real-world applications and expanding theoretical understanding to enhance development, performance, and adaptation in many organisational situations. 

[bookmark: _heading=h.oehxpiu45asw]1.7. Chapter Summary

The link between organisational development (OD) and human resource management (HRM) is examined in this chapter in the context of various organisational types, with a focus on the significance of good human resource management for long-term achievement and continued development. It talks about competitive advantages, knowledge progress, evidence-based and data-driven practises, theoretical and practical justifications, and theoretical and practical justifications for HRM and OD. The study seeks to examine how HRM practises affect organisational design, identify certain HRM practices, and offer suggestions for successful HRM approaches based on organisational type. The chapter finishes by underlining the importance of the research, its application, and its ability to improve performance, solve problems, encourage evidence-based decision-making, promote strategic HRM, and advance organisational growth and success.

[bookmark: _heading=h.lnxbz9]Chapter 2: Literature Review  
[bookmark: _heading=h.ay4silhdk1r7]
[bookmark: _heading=h.35nkun2]2.1. Chapter Introduction  

This section will provide a detailed description of various themes regarding the utilisation of different HRM techniques used in various organisational structures including public, private and charity sectors. Besides, this section will provide an overview of the benefits and challenges of the implementation of HRM practices within different sectors. Additionally, this chapter will also suggest recommendations for the efficient and skilful integration of HRM activities in various organisations for overall organisational development. On the other hand, the empirical framework, the gap in the available literature and the conceptual framework will also be covered in this chapter of the study. 

[bookmark: _heading=h.s3c2szocpdd5]
[bookmark: _heading=h.1ksv4uv]2.2. Theoretical Theme 

[bookmark: _heading=h.3j2qqm3]HRM Techniques Used in Different Organisational Structures for Organisational Development 

According to Safari and Saleh (2020), the contingency theory claims that a firm's exceptional performance is dependent on both its internal and external circumstances. In addition, contingency theory is crucial to demonstrate how the setting in which a business works affects that organisation's success (Safari and Saleh, 2020). On the other hand, the research by Hitt, Arregle and Holmes Jr (2021), states that principal-agent relationship is the core concept of the agency theory. Therefore, sometimes agents operate in their own interests rather than the interests of their principals and the majority of agency theory defences focus on activities that increase shareholder (principal) value (refer to appendix 1). 


From this perspective, the study by Tien et al. (2021), shows that many possibilities are created for young employees to grow in order to ensure that private organisations create policies that attract and encourage young talent. In that context, private companies use certain perks like salary raise, bonuses, and providing accommodation in instalments as motivational tools to make an employee loyal towards the organisation and thereby retain them. Therefore, in order to improve the employee's knowledge, skills and abilities, private organisations provide training and developmental opportunities, as was witnessed in the case of private hospitals in Jordan in the study of Rawashdeh and Tamimi (2020). On the contrary, Arbab and Abaker (2018) identify that a quality workforce needs to be provided with healthy working conditions, a positive social environment, and other intrinsic and extrinsic benefits all help to retain employees. Therefore, it clearly indicates that public organisations are more focused in terms of creating a favoured culture for the employees, making them loyal towards the organisation. Also, Boselie, Van Harten, and Veld (2021) stated that a public organisation can more easily achieve its organisational objectives when its HR practices are coordinated with one another and directed at a particular goal, such as employee development. Employees' intentions to quit are decreased by a performance management system that is applied consistently and is connected to strategic goals. These results are consistent with the HRM system approach, which makes the assumption that aligning HR practises vertically and horizontally results in positive outcomes (Boselie, Van Harten and Veld, 2021). Furthermore, in the case of non-profit or charitable organisations, staff recruiting and performance management were two areas where HR rules and practices fell short of expectations or went unnoticed, as identified by Philip and Arrowsmith (2021). Poor management, uneven training, staff fatigue, excessive labour turnover, and subpar performance were among the consequences that were outcomes faced by the non-profit organisations, and hence, the organisational development was hampered severely. Contrarily, Hopkins and Dowell (2022) state that in most cases, non-profit organisations have volunteers in comparison to any private sector or public sector employees. Therefore, understanding the individual motivations of these volunteers is important for not-for-profit organisations, the volunteers themselves, and the larger economy due to the range of vital roles they play in the not-for-profit sector. Also, Hopkins and Dowell (2022) state that in non-profit organisations, people who lack specific HR experience or skills frequently handle HR processes. It's crucial to remember that the policies on HR practices in SMEs are not as advanced as it is in large firms. Therefore, in many instances, organisational development is compromised due to a lack of a more structured HR department in charity organisations. However, from the study of Oliveira et al. (2021), it was identified that since NPOs focus on the added value of the institution, they typically believe that new organisational and personal capacities are built via the use of their people resources, making their upkeep and management crucial. Also, these factors point to the notion that governance in NPOs occurs in at least a fairly dynamic environment where other management functions, such as strategic management and human resources, may play a deciding and influencing role throughout the organisation. Thus, it can be said that the people in these NPOs decide the image they portray in public, and for that very matter, it is very crucial for an NPO to hire people or get associated with talents that already have some value in the public domain or in the department that they are hired in. Now, public organisations, in contrast, need a structured succession plan as there are too many variables, such as leadership, power dynamics, competitive advantage, etc., associated with each position. In that very context, Al Suwaidi et al. (2020) stated that for organisational survival, company continuity, competitive advantage, and profitability, strategic succession planning is crucial. It is a method for ensuring leadership continuity in crucial positions as well as for maintaining and fostering organisational expertise and intellectual capital. By ensuring the availability of qualified talent to handle the challenges of unpredictable business environments, it helps organisations achieve their goals. Contrarily, Tetteh and Asumeng (2020) state that in the case of private organisations, one of the solutions being explored to solve the difficulties of the human resource gap is succession planning. Planning for the correct quantity and calibre of managers and key-skilled workers to address retirement, death, significant sickness, promotion, and any new positions that may be formed in the future organisation plans is known as succession planning. This is sort of a way to determine the best fit for various senior roles and people that will be capable of managing them with the skill set they possess and the ones they can learn going forward. However, in the case of non-profit organisations, that is not a point of stress as its success or growth is not motivated by position or power, and instead, people work out of passion and true interest for the cause. The power dynamics of profit-based organisations do not impact an NPO. Supporting that, Benevene et al. (2018) stated that when ethical leadership (EL) is prevalent in workplaces, positive attitudes and behaviours rise dramatically. Funding, a reduced rate of volunteer turnover, and an increase in volunteers' motivation to stick with the organisation are all impacted by EL. Thus, all these evidences prove that the contingency theory principles are the most accurate for different types of organisations as each has its own way of functioning. The development process varies to a certain degree and hence internal and external factors decide how the organisation will lead the developmental process. 

[image: ]

Figure 3:  Worldwide Human Resource Management System (HRMS) Distribution
Source: ( Statista Research Department, 2022)

The above figure provided by  Statista Research Department (2022) indicates that according to a 2019 survey, 47% of large-sized organisations reported having a licensed/on-premise HRMS. In this context, the report by Statista Research Department (2022) also states that among organisations headquartered in Europe, the Middle East, and Africa, an average of 3.56 different communication methods were used within the organisation. Therefore, it can be considered that large organisations place a strong focus on cutting-edge HR technology for organisational development, which is shown by the existence of licensed/on-premise HRMS. 


[bookmark: _heading=h.1y810tw]Impact of HRM Practices in Growth of Different Kinds of Organisations

It becomes highly essential to integrate strategic HRM (SHRM) practices with every strategic dimension and operational process. The integration is done both vertically and horizontally across the organisations, while vertically linking HRM practices with organisational strategies and horizontally coordinating these practices with the firm's operations (Moustaghfir, El Fatihi and Benouarrek, 2020). Therefore, by achieving both vertical and horizontal integrations, strategic HRM helps the organisation in pursuit of its goals and objectives, going beyond the traditional functional perspective of HRM. On the other hand, according to Sareen (2018),  SHRM is viewed as a key partner in driving organisational success, shifting away from a mere necessity for legal compliance or compensation management while leveraging the talent and potential within the human resources department to strengthen and enhance the performance of other departments within the organisation. Besides, researchers widely agree that an organisation's human resources cannot be easily replicated by competitors, making them a unique and invaluable asset (Sareen, 2018). Therefore, recognising the competencies or systems through which SHRM enhances business performance holds significant value. 
[image: ]
Figure 4: Worldwide Organizations Wanting to Increase HR Headcounts (2019)
Source: (Statista Research Department, 2022)

The above figure presented by Statista Research Department (2022) states that according to a 2019 poll, 34% of respondents revealed they planned to expand their employment in the field of HR data analytics, which is the primary area of HR for big organisations globally. Clearly, the increase in employment in HR data analytics is a reflection of how increasingly large organisations around the world realise their potential to enhance stakeholder engagement, financial efficiency, and organisational progress. In this context, George et al. (2023) highlight that the purpose of a for-profit firm holds significance for all its stakeholders, as it goes beyond the firm itself and can deeply impact entire economies, societies, and communities at the macro level. Therefore, how the HRM of the companies define, formalises, and achieve their purpose can have far-reaching implications. 

In context of appendix (2), the research by Bastida, Marimon and Carreras (2018) depicts that HRM is increasingly recognised as a pivotal factor in improving the effectiveness and efficiency of NPOs experiencing mounting pressure to adapt and become more agile and efficient in utilising their limited resources, while also meeting the diverse needs of their stakeholders more effectively. Moreover, employees are considered essential in achieving the organisation's mission, making investments in HRM practices that foster employee skills, involvement in decision-making, and motivation crucial for addressing the aforementioned challenges (Bastida, Marimon and Carreras, 2018). As a result, HRM in non-profits entails matching employee skills and areas of expertise with the objective of the company to maximise effect while efficiently optimising the resources. On the other hand, according to Blom et al. (2020), in the public sector, organisational goals are often more intangible, diverse, and conflicting compared to those in the private sector, making it challenging to design effective training programs and incentive schemes for public organisations. In this aspect, flexible and effective HRM practices are able to address the aforementioned issues while adapting to changes suitable for a productive environment. Moreover, employees in the public sector are believed to have a higher level of intrinsic and altruistic motivation, driven by personal values and a desire to serve a public cause rather than extrinsic rewards (Blom et al. 2020). Therefore, public sector HRM processes are created to guarantee accountability, fairness, and transparency in the provision of public services. Furthermore, as per the opinion of Kumar, Brar and Wadajkar (2019), the central purpose of HRM in the organisational hierarchy is to drive individual and organisational success. Therefore, HRM programs and interventions within private, public and charity sectors should be carefully planned and designed to enhance overall organisational efficiency and effectiveness while meeting employee expectations.

In accordance to appendix (4), to enhance employee satisfaction, organisations can adopt innovative HRM planning practices linked with a reward system (Elrehail et al. 2019). In response, the research by Kumar, Brar and Wadajkar (2019) also states that HRM plays a pivotal role in enabling firms to gain a competitive advantage in the commercial market, as its shift from a mere administrative function to a strategic one aligns with the organisation's business objectives. As a result, HRM seeks to deliver measurable returns on investments, showcasing its significance in driving substantial business outcomes. Consequently, the study by Lee et al. (2019) reveals that as firms recognise the value of employee ideas, fostering creativity becomes crucial for sustaining a competitive advantage. For instance, Google's approach of encouraging employees to allocate time for their interests has facilitated sustainable business models (Lee et al. 2019). 
[bookmark: _heading=h.2xcytpi]Challenges Associated with HRM Procedures in Various Forms of Organisations 

According to Maidl (2022), modern HRM can be classified as a wicked problem since the current HRM landscape is associated with various challenges, including the motivation and retention of elderly employees and effectively navigating the diverse cultural identities present in the workplace. Moreover, the study by Maidl (2022) also states that this HRM challenge regarding motivation, retention of elderly employees, and effectively navigating the diverse cultural identity spans areas such as international talent management, addressing expatriate issues, and effectively leveraging the complexities of multi-ethnic, national, and religious identities. Therefore, to address these HRM challenges regarding cultural diversity and international talent management successfully, adopting a flexible HRM approach within for-profit, non-profit and government organisations might emerge as a valuable and forthcoming initiative. On the other hand, according to Chams et al. (2019), it can be stated that managing a workforce and accomplishing development objectives provide special difficulties like employee turnover and cultural diversity for various types of organisations, including public, private and government sectors. Therefore, while multinational companies (MNCs) deal with challenges like cultural and religious diversity and employee turnover brought on by different cultures and international operations, small and medium-sized businesses (SMEs) might struggle with few resources, which can be resolved by identifying efficient HRM practices.

In contrast to appendix (3), the study by Roumpi, Magrizos and Nicolopoulou (2020) describes that the most challenging tensions in social enterprises often revolve around their unique workforce composition, as traditional employees, volunteers, and disempowered employees may have different and sometimes conflicting needs and expectations. For instance, volunteers are typically drawn to social enterprises due to their social mission, and achieving relevant organisational goals is vital for their satisfaction; while traditional employees, also motivated by the social mission, are often more interested in the organisation's commercial mission, as they associate the organisation's revenues with their compensation and opportunities for professional growth (Roumpi, Magrizos and Nicolopoulou, 2020). Besides, HRM is responsible for investing in individual talent, organisational capability, and leadership to address business challenges such as efficient stakeholder collaboration, sufficient performance monitoring and employee turnover (Kuna and Nadiv, 2018). On the other hand, organisational development (OD) takes a comprehensive, system-wide approach to planned organisational change, drawing on principles from behavioural science (Kuna and Nadiv, 2018). Therefore, together, HRM and OD practitioners play a vital role in shaping all types of organisation members' diverse knowledge, skills, attitudes, and behaviours to effectively enhance organisational performance. For instance, Apple effectively utilises HRM practices to establish and sustain its competitive advantage by leading innovation and setting new trends in the market, positioning itself as a market leader (Sá et al. 2019). Consequently, the extent to which multinational for-profit firms adhere to global standardisation or adapt to local conditions is a subject of considerable debate in international HRM research, which becomes particularly apparent in the case of purpose-driven firms, where the aspiration to meet and surpass international best practices might clash with local institutions and norms (George et al. 2023). Therefore, striking a balance between global expectations and local responsiveness becomes a challenge for such purpose-driven organisations. In contrast, according to Philip and Arrowsmith (2021), small non-profit organisations (NFPs) face unique challenges that can have a negative impact on their strategic and decision-making processes as they operate in a complex environment with multiple stakeholders, clients, and unpredictable financial support while lacking HR expertise and failing to provide HR management training to their managers. Therefore, due to funding constraints, smaller NFPs often struggle to invest in professional staff, including human resource specialists. As a result, in this context of environmental uncertainty and limited internal capacity, decentralised and informal decision-making structures may become challenging to sustain for small NFPs, while effectively strategising and making informed decisions. In addition, according to Oliveira et al. (2021), the ever-changing external environment poses challenges for HRM in NPOs to stay agile and responsive while effectively addressing social well-being issues. In this context, the changing landscape of the social sector and the complexities arising from external factors necessitate a comprehensive examination of the interplay between governance and management domains (Oliveira et al., 2021). As a result, by leveraging efficient HRM practices, and other relevant areas, NPOs can navigate the challenges more effectively and better serve their missions of promoting social well-being. 
According to Hamouche (2021), In public organisations, such as federal, state, or local government agencies, public schools and universities, public hospitals and health services, public utilities and transportation, there may be issues with HRM that affect how employees are managed. In this context, public sector HRM concerns may have a detrimental effect on the workforce's quality, effectiveness, and satisfaction, as well as the accomplishment of organisational goals and objectives. Furthermore, the public interest, accountability, and trust that public organisations are expected to serve and preserve can all be impacted by HRM concerns in public organisations. Contrary to the study by Hartati (2020), the challenge of providing adequate and appropriate incentives and rewards to public employees is referred to as the "motivating and compensating public employees" issue. In this context, public employees are frequently motivated by intrinsic factors, such as a love of public service, adherence to social values, and a sense of duty and responsibility, rather than extrinsic factors, such as pay, benefits, and rewards. Therefore, the recruitment, retention, and engagement of the workforce as well as the accomplishment of the organisational goals and objectives, are all impacted by the motivation and compensation of public employees, making it a crucial HRM problem in public organisations. In the contrary opinion by Liu, Cooper and Tarba (2019), improving workers via training, this issue relates to the difficulty of updating and upgrading the employees' abilities and competencies to stay up with the shifting market demands and consumer expectations. In order to enhance the knowledge, skills, and behaviours of the workforce, HRM in private organisations must offer ongoing training and development opportunities. In this context, a learning culture that promotes innovation, creativity, and problem-solving must be fostered by HRM in private businesses. Therefore, an organisation may improve employee performance, happiness, and retention as well as promote an innovative and learning culture by investing in the skills, knowledge, and talents of its staff. 



[bookmark: _heading=h.qsh70q]Recommendations for HRM approaches based on organisational type to achieve organisational development 

According to the research by Mousa et al. (2020), it can be expressed that organisational growth is achieved in large part through human resource management (HRM). Any organisation's capacity to match its particular organisational type with HRM practices is a key factor in determining its success. Organisations of various sorts can differ in their impacts and experience and face different types of difficulties. As a result, it is crucial to customise HRM strategies to meet their demands to promote growth and development. Based on three popular organisational types such as traditional hierarchical organisations, matrix organisations, and agile organisations. This article offers suggestions for HRM techniques for those types of organisations. In this context, according to Alshurideh et al. (2022), in order to help in organisational development, the companies break down the organisational silos, enhance information flow, facilitate better decision-making, and promote greater communication and cooperation across the organisation's various levels and divisions. In this context, organisations increase employee engagement, motivation, and dedication by giving them additional chances for involvement, empowerment, and feedback. The study by Alkhazali et al. (2020), public organisations can adopt a more strategic and proactive approach to HRM in order to match the human resources with the aims and objectives of the business. Moreover, this strategy foresees and addresses any problems and opportunities on both the internal and external fronts. In order to assure fairness, diversity, and the quality of the organisation's human resources, as well as to increase public trust and accountability, implementing a more transparent and merit-based system of hiring, selecting, promoting, and appraising is required for the companies. Therefore, public organisations may enhance their HRM procedures by taking a more strategic, open, all-encompassing, collaborative, and adaptable approach to managing their human resources. Furthermore, the human capital, organisational performance, and value of public organisations may all be improved in this way. As a result, as part of their attempts to reform and modernise, public institutions ought to think about putting training, development, and career management, these HRM guidelines into practice. Moreover, according to the research by Nagini et al. (2020), it is found that cross-functional teams working on several projects at once, sometimes with a dual reporting system, are a distinctive feature of matrix organisations. Although this sort of organisation has advantages like flexibility and effective resource management, it also poses unique problems that HRM must solve to ensure organisational development. Firstly, the study by Lacerenza et al. (2018) stated that through shared objectives, workshops, and team-building exercises, HRM should concentrate on promoting cooperation and teamwork inside the organisation. This encourages collaboration and improves employee satisfaction, retention rates, and general productivity, which eventually boosts organisational performance and output. Similarly, Sahlmueller et al. (2022) stated that dual reporting systems within matrix companies may lead to conflicts and ambiguity over roles and responsibilities. To manage disagreements and guarantee a seamless workflow, HRM should provide clear dispute resolution protocols and open channels for discussion and feedback. This promotes a positive workplace culture and raises employee happiness and productivity.

[image: ]
Figure 8: Matrix Organizational Structure
Source: (Faysal Ghauri, 2023)

The above figure expresses the Matrix Organizational Structure. In the same context, Glaister et al. (2018) explained that in matrix companies, talent management is essential since it enables people to change projects and departments. By allocating skilled individuals to diverse projects, HRM should develop a flexible strategy to retain critical talent, maintain motivation, and improve organisational agility. Furthermore, according to the theory by Babalola et al. (2022), effective communication and transparency are essential in matrix organisations. Team members should have access to open communication channels from HRM on project updates and organisational changes. Transparent communication encourages confidence and teamwork and lowers uncertainty. Lastly, from the study by Day (2019), it can be stated that for prompt issue resolution, project execution, and HRM improvement in matrix organisations, continuous feedback and performance reviews are essential. Through employee professional development investments and the identification of areas for improvement, these reviews contribute to a trained and flexible workforce. Overall, organisational growth in matrix organisations is greatly aided by HRM. HR practitioners may successfully traverse the difficulties particular to matrix organisations by concentrating on team development, conflict resolution, talent management, communication, and regular feedback. In a cutthroat corporate world, fostering a collaborative and open work atmosphere where people are empowered and encouraged can boost productivity, creativity, and organisational success. Additionally, in the study by Alavi et al. (2023), agile organisations need HRM methods that complement their dynamic nature to accomplish organisational development. Agile organisations are characterised by flexibility, decentralised decision-making, and a strong focus on innovation. Firstly, the study by Revutska et al. (2021) stated that hiring people with a growth mentality, the capacity to learn, and the agility to succeed in a fast-paced, constantly-changing workplace must be HRM's top priority. Organisations will benefit from being able to swiftly and competitively adjust. Moreover, the theory by Jebali et al. (2021), it's critical to promote independence and empowerment in agile enterprises. HRM should motivate staff members to take charge, make choices, and come up with innovative solutions, which will boost morale, creativity, engagement, and problem-solving skills. Furthermore, Moustaghfir et al. (2020) stated that Through training programmes, seminars, and the exchange of knowledge, HRM must foster a culture of learning that promotes experimentation and skill development. This encourages inquiry and flexibility and keeps employees abreast of quickly evolving markets and technologies. Jebali et al. (2021) also stated that choices for flexible work Encourage a healthy work-life balance, draw in top applicants, and keep skilled individuals who value flexibility by using remote work and integration initiatives. Lastly, according to Revutska et al. (2021), to improve teamwork and dismantle silos, agile companies need cross-functional interaction and information exchange. HRM should encourage departmental cooperation, which will drive problem-solving and innovative solutions. Overall, it is observed that agile organisations need HRM methods that value adaptation, empowerment, ongoing learning, and cooperation to achieve organisational progress. HR professionals may prepare the company for success in a quickly shifting business environment by emphasising agile talent acquisition, empowering staff, fostering a learning culture, providing flexible work arrangements, and encouraging cross-functional cooperation. By adopting these ideas, an organisation may flourish and prosper in today's competitive and dynamic market by creating a culture of innovation and agility. 

[bookmark: _heading=h.49x2ik5]2.3. Empirical Review 

According to Moustaghfir, El Fatihi and Benouarrek (2020), HRM practices have a positive and significant impact on entrepreneurial orientation (EO) and firm performance because EO mediates the relationship between HRM practices and firm performance. Consequently, Blom et al. (2020) indicate that the effects of HRM practices impact employee attitudes, behaviours, and performance while varying across sectors, with stronger effects in the private sector than in the public and semi-public sectors. Additionally, the findings by Blom et al. (2020) also suggest that HRM practices are not universally applicable but depend on the sectoral context and characteristics. In this context, the study by Rawashdeh and Tamimi (2020) shows that private firms offer training and career development opportunities to enhance the knowledge, skills, and talents of their personnel, which can enhance employees' loyalty and reduce their desire to quit. Besides, the findings of Rawashdeh and Tamimi (2020) indicate that training quality has a positive effect on training satisfaction, transfer motivation, and perceived organisational support. On the other hand, the research by Philip and Arrowsmith (2021) shows that employee participation in a small not-for-profit organisation is influenced by the organisational culture, the leadership style, and the external environment, as the organisation has a high level of employee involvement in decision-making, problem-solving, and innovation, but lacks formal HRM practices and policies. Furthermore, according to Maidl (2022), issues in modern HRM include managing multiple cultural identities at work, employee retention, and motivation. Chams et al. (2019) stress that managing workforce difficulties such as employee turnover and cultural diversity impact many organisations, including MNCs and SMEs, in the same context. Effective HRM procedures can aid in overcoming resource limitations and enhancing overall performance. Additionally, actual research from Statista (2022) shows that HR professionals will have difficulties with onboarding in 2018, necessitating efficient HRM practices for increased productivity. However, according to Roumpi, Magrizos, and Nicolopoulou (2020), social companies have conflicts as a result of their heterogeneous workforces, necessitating HRM measures for satisfaction and cohesiveness. Kuna and Nadiv (2018) emphasise that HRM and OD are essential for developing talent, overcoming obstacles, and preserving a competitive edge. Small NFPs confront obstacles in complicated circumstances and with a lack of HR experience and resources, according to Philip and Arrowsmith (2021), who also note that effective HRM practices increase social well-being. Similarly, Oliveira et al. (2021) and Hamouche (2021) note that HRM in NPOs encounters difficulties with adaptability, dealing with social well-being concerns, and negotiating external complexity. Employee compensation and motivation require strategic methods to be followed. 


[bookmark: _heading=h.41mghml]2.4. Literature Gap  
The research by Tien et al. (2021) identifies the main challenges and drivers of HRM activities, such as legal regulations, market competition, organisational culture, and employee expectations, which provide insights for managers and policymakers. However, the research by Tien et al. (2021) relies on self-reported data from managers, which may be subject to bias or social desirability. Besides, the study uses a cross-sectional design, which limits the causal inference and the generalizability of the results. On the other hand, Boselie, Van Harten, and Veld (2021) provide a comprehensive review of the HRM practices in public management and public administration research while identifying HRM performance, HRM context, HRM change and HRM ethics. However, the study by Boselie, Van Harten and Veld (2021) focuses on the Anglo-Saxon context, which may limit the cross-cultural and comparative perspectives on HRM in the public sector. As a result, the study is unable to offer more diverse and non-Western contexts to enrich the understanding of HRM practices and outcomes.
In addition, George et al. (2023) provide a comprehensive review and framework of purpose in the for-profit firm while examining the antecedents, mechanisms, and outcomes of purpose at the individual, organisational, and societal levels. On the other hand, George et al. (2023) rely on the for-profit firm, which may exclude other types of organisations that also pursue purposes, such as social enterprises, non-profits, or cooperatives. From this perspective, the study by Blom et al. (2020) depicts that in the public sector, organisational goals are often more intangible, diverse, and conflicting compared to those in the private sector, making it challenging to design effective training programs and incentive schemes for public organisations, Besides, Blom et al. (2020), challenge the assumption of one HRM fits all, and call for more attention to the sector-specificity of HRM practices and outcomes. However, the study by Blom et al. (2020) uses a broad categorisation of sectors while focusing on the direct effects of HRM practices on employee outcomes, which may overlook the heterogeneity and diversity within each sector. 
In contrast, Oliveira et al. (2021) show that HRM mediates the relationship between strategy and open innovation, and NPOs can enhance their open innovation performance by adopting appropriate strategies and HRM practices that foster collaboration, knowledge sharing, and creativity. However, the study by Oliveira et al. (2021) focuses on NPOs in Portugal, which may limit the generalizability and the external validity of the results. 
[bookmark: _heading=h.2grqrue]2.5 Chapter Summary 
This section has provided a comprehensive overview of how different HRM techniques have been utilized in various organizational structures, encompassing the for-profit, no-profit and government sectors. Besides, itt has highlighted the benefits and challenges associated with implementing HRM practices within these sectors. Moreover, the chapter has offered valuable recommendations for effectively integrating HRM activities in diverse organizations to foster overall organizational performance. Furthermore, it has explored the empirical framework, identified gaps in the existing literature, and presented the conceptual framework as essential components of this study.



[bookmark: _heading=h.xv78hl6gpdm0]




[bookmark: _heading=h.3fwokq0]Chapter 3: Research Methodology 

[bookmark: _heading=h.1v1yuxt]3.1 Introduction 
[bookmark: _heading=h.tyjcwt]
This chapter will include research design, research approach, research philosophy and research strategy. Besides, this section will provide a detailed description of the data collection method and data analysis procedure. Moreover, ethical considerations will also be discussed in this chapter.
[bookmark: _heading=h.3dy6vkm] 
[bookmark: _heading=h.4f1mdlm]3.2 Study Design  

According to the research by Hunter, McCallum, and Howes (2019), it was identified that the phrase "research design" refers to the overarching strategy or plan that directs the study procedure. Establishing decisions on the goals, scope, context, and logic of the study as well as the techniques and protocols for data collection and analysis, are all part of it. Depending on the research's objective and methodology, there are several sorts of research designs. Popular types include descriptive, correlational, experimental, and quasi-experimental research designs. Now, for this particular research researcher has chosen a descriptive research design. Several benefits of descriptive research methods based on studies of organisational growth and human resource management, such as it enables the evaluation of data and aiding in the development of a profound comprehension of the study issue. Descriptive research can be used, for instance, to characterise the traits, actions, and attitudes of workers or managers in an organisation. As per the opinion of Hamadamin, and Atan (2019), one may use it to analyse how individuals behave in a real-world situation. For example, companies may utilise observations to gather information on how staff members interact with one another or with clients in the workplace. Contrarily the article by Alshurideh et al. (2022) presented that it allows for the analysis of human behaviour in a natural environment. For instance, people may gather information on employee interactions with coworkers or clients in the workplace using observations, as well as they can also spot patterns, trends, and connections between different factors. For instance, surveys can be used to gauge the relationship between personnel management methods and worker performance.

[bookmark: _heading=h.2u6wntf]3.3 Research Approach 

According to the research by Vears, and Gillam (2022), it was identified that the broad strategy or plan that directs the research process is referred to as the research approach. Making judgments on the goals, scope, context, and logic of the study as well as the techniques and protocols for data collection and analysis, are all part of it. Depending on the purpose and nature of the study, there are various research approach types. Common categories include inductive, deductive, and abductive research approaches. Now, for this particular research researcher has chosen an inductive research approach. The inductive research helps to examine the part that human resource management plays in organisational development and progress in various contexts or cultures (Alsarhan et al., 2021). As per the opinion by Zhang (2023) provide fresh concepts or hypotheses that inference may then confirm or expand upon. As an example, companies may employ inductive research to create a fresh framework or model for assessing how organisational success is impacted by human resource development practices. In comparison, the study by Hitka et al. (2019) presented that inductive research is a tool that businesses may use to study how managers and employees feel about different areas of organisational growth and human resource management.


[bookmark: _heading=h.19c6y18]3.4 Research Philosophy 

According to the research by Kamal (2019), it was identified that the word "research philosophy" refers to the collection of convictions, presumptions, and guidelines that guide the study's methodology. It covers the origins, nature, and evolution of knowledge as well as how to gather, evaluate, and use data to find the answers to the research questions. Depending on the beliefs on reality's ontological (the nature of reality), epistemological (the nature of knowledge), and axiological (the nature of values) aspects, there are several forms of study philosophy. Positivism, interpretivism, and pragmatism are a few examples of prevalent varieties. Now, for this particular research researcher has chosen the interpretivism philosophy. As per the opinion by Bonache, and Festing (2020), considering that reality is arbitrary and formed by the observer, interpretivism is a sort of study philosophy that holds that knowing meanings and contexts may help to comprehend the world. Contrarily the study by Shufutinsky (2020) presented that it makes possible the development of rich and contextualised knowledge that can inform and improve human resource management and organisational development policies, strategies, and interventions, as well as the underlying causes, motivations, and emotions that influence practices, outcomes, and challenges in these fields.









[bookmark: _heading=h.3tbugp1]3.5 Sources of Data and Search Strategy   

According to Tomaszewski et al. (2020), a strategy for research is a deliberate approach to investigating a particular issue or question, specifying strategies for data gathering, analysis, and interpretation to provide relevant and verifiable discoveries. Various kinds of research strategies are followed to conduct research, such as qualitative, quantitative, mixed, etc. In this study, the researchers use 'the qualitative research strategy' as it is easier to examine and comprehend the various perspectives and experiences of how different organisational types influence HRM and business growth methods in further detail. Levonian et al. (2020) stated that through the capture of subtleties and circumstance that quantitative methods can ignore, qualitative research gives unique insights into human behaviour and experiences. It makes it possible to thoroughly examine complex events, makes it easier to comprehend other viewpoints, and produces theories for research. It is appropriate for a variety of study contexts because of its flexibility and independence. Also, based on the study of qualitative research strategy by Padros et al. (2020), it can be said that qualitative research strategy would be beneficial for this research paper. This study's qualitative research strategy entails a thorough investigation of the connection between organisational structure and HRM practices. The results can help with the retention of employees, expansion, and overall performance growth by illuminating successful HRM practices for various business types. Stilwell et al. (2021) stated that qualitative research also offers flexibility in the exploration of new themes, offering the chance to uncover unexpected connections or factors that quantitative methods could miss. Focusing on the points of view and observations of stakeholders can offer insightful information that helps to develop specialised HRM and organisational development solutions adapted to particular managerial conditions. Quantitative methods can oversimplify complex relationships and prioritise numerical data (Scharrer et al., 2021). Mixed strategies might not offer enough qualitative insights. This study focuses on the subtleties of organisational structures' impact on HRM, requiring a qualitative research approach for in-depth exploration and understanding of organisational type.

From the study of Alam et al. (2021), it can be said that the term "data collection method" refers to the methodical process of compiling relevant details and information from diverse sources to satisfy study objectives and provide particular solutions. Primary and secondary data collection methods are the two main types of methods used to collect data in research. In this study, as a result of the availability of current data pertinent to the research topic, the researcher will employ the method of 'secondary data collection' to gather data. According to Windle et al. (2019), utilising pre-existing information and statistics obtained by others for uses other than the current study is known as the secondary data collecting method in research. The data can be obtained from reports, interviews, databases, or other openly accessible records, providing a time- and money-saving method of answering inquiries for research. The collection of secondary data technique for the study entails gathering pre-existing information about HRM and OD practices in various company kinds from an assortment of sources. The academic publications, business reports, organisational files, and government documents are the sources examined in secondary data collection method (Olabode et al., 2019). Information on organisational systems, staff productivity, and other relevant variables will be gathered. To find patterns and trends, comparative examinations of organisations with different kinds of structures will be investigated. Data accessibility, regularity, and relevancy to the study's particular aims are, however, potential limits. The thorough examination can validate the acquired data to confirm its accuracy and suitability for answering the study questions (Weston et al., 2019). There are several reasons why the primary data-gathering method maybe not acceptable for the study. First of all, collecting primary data from numerous organisations through interviews or polls can be time- and resource-consuming. Secondly, it could be difficult to gain access to a variety of organisations with various organisational structures. Additionally, individuals may be unwilling to divulge sensitive organisational information, and primary data collection may be subject to response biases (Aivazpour et al., 2020). Given the difficulty of researching HRM and OD in different organisational contexts, using secondary data sources is a more practical and effective way to produce thorough insights.





[bookmark: _heading=h.28h4qwu]3.6 Data Analysis  

Data analysis involves analysing and interpreting data using scientific methods to identify patterns and trends (Wang,  Kung, and Byrd, 2018). It includes investigating, modifying, and modelling raw data to extract relevant information for informed decision-making. In this context, types of data analysis techniques include exploratory, descriptive, predictive, thematic, and explanatory analysis. However, thematic data analysis is a simple method for doing hermeneutic content analysis that is appropriate for non-numerical data. Consequently, the study by Howe et al. (2018) also describes that thematic analysis mainly targets reporting emerging themes rather than generating analytical explanations. Therefore, to conduct the current research,  the researcher has used thematic data analysis to analyse qualitative data gleaned from secondary sources. In this aspect, the research by Ruggiano, and Perry (2019), highlights the need for clearer definitions and consistent approaches to qualitative Secondary Data Analysis (SDA) to enhance methodological rigour and ethical principles. Therefore,  a thorough understanding of the role of organisations regarding  HRM and organisational development has been made feasible due to thematic analysis, which has made it possible to recognise recurrent themes and patterns in the data. In response, the study by Campbell et al. (2021) considers reflexive thematic analysis as a valuable approach within qualitative research while understanding the subjectivity of researchers as integral to the analysis process. Therefore, thematic analysis has provided a systematic and rigorous technique to uncover significant insights and deliver meaningful findings while balancing with the research objectives. 

On the other hand, according to Herzog, Handke, and Hitters (2019), Thematic analysis (TA) is a valuable method for qualitative research in media and creative industries policy, as it is cost-effective, applicable to various data types and can be used independently of initial theories. In this aspect, the researcher has been able to conduct the research and derive rational outcomes with a minimal cost by embracing the flexibility and applicability of thematic analysis, which is suitable for both small and large data sets. Furthermore, the study by Peel (2020) reveals the importance of data collection and thematic analysis approach to conducting a research framework, particularly for beginner researchers, due to its flexibility in analysing and interpreting data. In this context, the researcher has been able to analyse, organise and interpret the collected data through thematic analysis, which has aided the researcher in having available insights into the role of organisations regarding  HRM and organisational development.

[bookmark: _heading=h.46kufyjaixwa]

Results

	Keywords
	Human resources development, Organization development of public, private, and charity sector.

	Outcome
	The purpose of this study is to examine how bureaucratic reform management might improve government organisation performance by including human resources development (HRD) planning.Moreover, an innovation culture within an organisation encourages staff to challenge the status quo, think creatively, and explore novel options.

	Context
	Globally



 
Table 1: Search strategy



























Articles identified by searching 
selected journals (n= 400)
Screening through articles
 title (n= 400)
Screening through 
abstract (n= 100)
Review of full article text 
(n=50)
Articles used in 
conceptual framework
 (n=30)
Articles identified from 
reference (n=0)
Articles excluded (n=63)
Articles excluded (n=73)
Articles excluded with reason (n=24)

Why exclusion: no specific organization type mention and
no specific methodology
 identified


Figure 9: Article selection criteria

[bookmark: _heading=h.sjhc6e99n70x]
[bookmark: _heading=h.nmf14n]3.7 Ethical Consideration
[bookmark: _heading=h.z337ya]
Ethics are important for ensuring that data are collected and used responsibly and respectfully for research purposes. Therefore, researchers who care about ethics have to follow moral and legal rules. In addition, ethics also affect how the research is done and what it shows as outcomes. In this context, the study by Suri (2020) also states that in systematic reviews of educational research, ethical issues are frequently not explicitly covered. Systematic reviews seldom need institutional ethical approval since they often use publicly available records and do not acquire participants' private or sensitive information. Therefore, consequentialism, deontology, and virtue ethics should all be included in the ethical decision-making process in educational research, with some overlaps and conflicts between these philosophical traditions (Suri, 2020). In this context, the researcher has taken proper initiatives to address different ethical issues while doing systematic reviews influenced by rights-based theories, care ethics, and Foucauldian ethics. The researcher has mentioned proper citations of the authors and the journals which are used in this study. Moreover, the research papers only available in English are concluded in this current research. In response, the study by Head (2020) also depicts that quality analysis, reporting, and dissemination also reflect a researcher's ethical commitment. In addition, rigorous research and ethical dissemination become imperative for improving the research context and fulfilling ethical responsibilities (Head, 2020). Therefore, the researcher has concluded a quality analysis by thoroughly investigating a wide range of peer-reviewed journals and articles to avoid conflicts of authenticity.
However, according to Husband (2020), the research's content and impact are the responsibility of the researchers, who are aware of the unexpected results and potential effects on respondents. Additionally, recognising the various responses and experiences of participants, researchers must use a contextual and reflexive approach to consent. Consequently, the study by Chiong, Leonard, and Chang (2018) also ensures that consensus-building initiatives are necessary to address ethical concerns regarding the impact of research considerations. In this context, as the researcher has opted for a secondary method, the researcher has selected the journals and articles which are open-accessed and do not need any special permission. As a result, the researcher has been able to adhere to the laws and regulations regarding intellectual property and privacy violations while maintaining moral and ethical conduct. Furthermore, the study by Navalta, Stone, and Lyons (2019) suggests that researchers must adhere to sound research practices, including obtaining approval from institutional review boards, controlling variables, managing data securely, and using appropriate statistical analysis. Therefore, the researcher has upheld impartiality while investigating the peer-reviewed journals and research papers to get fair and unbiased outcomes while acknowledging ethical considerations related to using, studying, or producing intellectual property.

[bookmark: _heading=h.37m2jsg]3.8  Summary 

This chapter explains the general steps of research that the researcher has followed to do the research and gives a clear picture of it. In this context, the researcher has performed a qualitative research strategy followed by a descriptive research design and inductive research approach. Moreover, the researcher has followed interpretivism research philosophy and thematic data analysis while maintaining ethical conduct.




[bookmark: _heading=h.1ci93xb]
[bookmark: _heading=h.1mrcu09]Chapter 4: Key Findings


[bookmark: _heading=h.46r0co2]4.1 Ways That The Public Sector Approaches Organizational Development 


The pursuit of successful organisational development methods is essential to promoting effective and responsive governance in the public sector. The results chapter, "Ways That The Public Sector Approaches Organisational Development," goes further into a thorough investigation of the many ways used by public organisations to improve their operational frameworks. This chapter seeks to clarify the complex interplay between bureaucratic structures, strategic initiatives, and the changing needs of modern society in order to illuminate the diverse terrain of public sector organisational growth. This chapter aims to offer insightful contributions into the complex web of organisational development in the context of the public sector by exploring a variety of approaches, policies, and practices.


	Citation
	Title of the study
	    Purpose
	Organization       Approach

	Nugroho, Bandono and Suharto, (2021)
	Human resources development assessment planning program and bureaucratic reform management on the performance of government organisation.
	The purpose of this study is to examine how bureaucratic reform management might improve government organisation performance by including human resources development (HRD) planning. To demonstrate how HRD planning may increase the efficacy and efficiency of public service delivery in Indonesia, the paper seeks to present both actual data and theoretical ideas.


	Through the management of bureaucratic reform, human resources development (HRD) planning significantly influences the performance of government organisations. By strengthening the components of HRD planning, such as competency development, career development, performance evaluation, and incentive system, government organisations may function better. By being more receptive and adaptable to environmental changes and HRD planning, bureaucratic reform management may help government organisations transform strategically.

	Kravariti et al. (2023)
	Talent management and performance in the public sector: the role of organisational and line managerial support for development.
	The purpose of this study is to fill a significant research need; the article's goal is to examine the connection between talent management (TM) practices and individual talent performance in the context of Bahrain's public sector.
	Bahraini government administrative institution's talent pool served as the foundation for the article's conclusions. It is demonstrated in the paper that, except for task performance, LMSD entirely mediates the association between TM practices and each of the individual talent performance measures. Therefore, the article reveals that at low OSD levels, there was a substantial indirect association between TM and individual skill performance. By emphasising the critical role of line managers in the implementation of TM practices and exposing a substitution effect between LMSD and OSD as interchangeable sources of developmental support that can improve talent performance in this context, the article adds to the literature on TM in the public sector of developing countries.


	Tasi (2022)
	Improving the Quality of Public Services through Bureaucratic Reformation: Human Right Perspectives.
	The purpose of this article is to explain how bureaucratic reform might enhance Indonesia's public services from a human rights viewpoint. The purpose of bureaucratic reform, according to the text, is to improve public services and create a clean government. It is a process of change that is carried out gradually, methodically, and continually.


	The qualitative analysis of the issues and difficulties encountered in enhancing public services in Indonesia, including transactional leadership, adaptive organisational structure, poor policy implementation, ineffective organisational structure and management, unclear service systems and strategies, corrupt organisational behaviour and a lack of transparency. For achieving bureaucratic change in public services, the essay also offers some proposals and solutions.



	Prabawati and AOktariyanda, (2018)
	Competency-based training model for human resource management and development in the public sector.
	In this article, the CBT approach for human resource development and management in the public sector, particularly in Indonesia, is proposed. The article seeks to offer a theoretical and practical foundation for creating and executing CBT programs that can enhance the abilities, competencies, and performance of public personnel and organisations.


	The conceptual examination of the primary components and tactics of CBT, including organisational scanning, strategic planning, competence profiling, competency gap analysis, and competency development. The paper also offers a four-phase CBT approach that includes preparation, implementation, assessment, and follow-up. The essay uses a case study of an Indonesian public organisation that trains its staff on providing public services to demonstrate how the CBT model might be applied.



	Ali, (2009)
	The role of leadership in human resource management a comparative study of specific public sectors in Pakistan.
	By comparing the public sectors in Pakistan and analysing leadership across ten skills, the article's goal is to evaluate the function of leadership in HRM. The study seeks to present empirical data and theoretical ideas on how leadership might affect HRM practices and results in various organisational situations.


	A survey of 520 assessors and 115 leaders from Pakistan's public banks, hospitals, and airlines. The 10 leadership abilities of communication, delegation, empowerment, motivating, team building, decision-making, problem-solving, planning, organising, and controlling were tested using a 360-degree feedback evaluation questionnaire used to evaluate each leader. The SPSS statistics software was used to conduct the statistical analysis. The findings demonstrated that there were statistically significant disparities in the leadership scores of organisations in the commercial and public sectors. 



	Sumaryati, Novitasari, and Machmuddah, 2020
	 Accounting information system, internal control system, human resource competency, and quality of local government (public) financial statements in Indonesia.
	The objective of the article is to ascertain how the implementation of an accounting information system, an internal control system, and HR competencies affect the calibre of local government financial statements in Indonesia. The paper seeks empirical data and theoretical ideas on how these factors might affect the dependability and correctness of public sector accounting and reporting.


	Survey with 106 participants from several local government organisations in one of the districts of Central Java, Indonesia. AIS, internal control system, HR competency, and FS quality were the factors that were measured using a questionnaire used to gather the data. A multiple linear regression analysis was the type of analysis employed to assess the assumptions. The findings demonstrated that, in contrast to AIS and internal control system, which had no discernible impact on FS quality, HR competency had a favourable and considerable impact on the latter. 



	Schillemans, and Bjurstrøm, 2020
	Trust and verification: Balancing agency and stewardship theory in the governance of agencies.
	This study aims to examine how trust and verification may coexist in the governance of public institutions. Agency and stewardship theories are used as complementary viewpoints. The goal of the paper is to offer a theoretical and empirical explanation of how various governance regimes impact the satisfaction of agency managers and political leaders with the governance relationship.


	One hundred twenty agency managers and 120 political leaders from Norway, Sweden, and the Netherlands participated in the study; they represent three distinct governance regimes: low trust/low verification, high trust/high verification, and low trust/low verification. To test the theories obtained from agency and stewardship theory, structural equation modelling is used in the paper. The findings demonstrate that although the governance regime moderates the impacts of both trust and verification on governance satisfaction, both have beneficial benefits. 



	Abdeldayem, and Aldulaimi, 2020.
	Trends and opportunities of artificial intelligence in human resource management: Aspirations for the public sector in Bahrain
	The article aims to explain the phenomena of AI use in HR, particularly in the Kingdom of Bahrain. The essay seeks to present a prospective view of the use of AI to better understand the attitudes and viewpoints of HR practitioners across various frameworks. 


	This particular study demonstrates how AI improves speed, accuracy, creativity, efficiency, and HRM practices. The paper also makes clear that AI may enhance the effectiveness of cooperation, communication, and decision-making among HR professionals and other stakeholders. However, the study also notes certain hazards and obstacles to the use of AI in HRM, including ethical concerns, data security, regulatory compliance, opposition from people, and skill shortages. 



	Tensay, and Singh, 2020
	The nexus between HRM, employee engagement and organisational performance of federal public service organisations in Ethiopia
	The objective of this article is to examine the impact of the HRM systems on organisational performance and employee engagement in federal public sector organisations in Ethiopia, as well as the mediating function of employee engagement in the relationship between HRM and performance. 


	Study of 340 personnel from different Ethiopian government agencies. To examine the theories developed from the AMO model and SET, the article uses structural equation modelling. The findings indicate that HRM systems positively and significantly affect both employee engagement and organisational performance and that employee engagement mediates this link to some extent. Additionally, the essay demonstrates how various HRM strategies affect employee satisfaction and business success in various ways.









[bookmark: _heading=h.b3mtou387c7t]

[bookmark: _heading=h.2lwamvv]4.2 Working Process of Organizational Development in The Private Sector 

The organisational development process is crucial in determining the expansion and viability of enterprises in the competitive private sector. The Working Process of Organisational Development in the Private Sector This chapter sets out on a thorough trip to shed light on the complex methods and approaches used by private businesses to hone their structures, maximise operations, and adjust to changing market demands. This chapter explores the symbiotic link between innovative practises, adaptable frameworks, and the pursuit of long-term competitiveness in order to uncover the complex subtleties of organisational growth in the context of the private sector. This chapter aims to offer a detailed knowledge of how private sector companies strategically orchestrate by examining a wide range of approaches, case studies, and real-world applications. 

	Citation
	Title of The Study
	Purpose
	Organisational Approach 

	Espíndola et al. (2020)
	The potential of emergent disruptive technologies for humanitarian supply chains: The integration of blockchain, artificial intelligence and 3D printing.
	The article is based on to improve Communication to develop working progress in between the organisation in the private sector. 


	Collaboration, openness, and dispute resolution within organisations are all significantly enhanced by improved communication channels. Employees can readily communicate thoughts, ideas, and feedback when communication is effective and efficient, which improves collaboration and cooperation. By ensuring that crucial information is given freely, increased transparency builds confidence and minimises misconceptions. A pleasant workplace atmosphere where problems are settled amicably and productivity is maximised may be fostered by encouraging honest and open communication. Being More educated, involved, and empowered to contribute ideas and criticism, employees feel. This encourages collaboration and promotes a good work atmosphere.

	Garg et al. (2018)
	Job satisfaction and work engagement: A study using private sector bank managers
	The research is based on to increase worker engagement to develop working progress in between the organisation in the private sector. 



	Organisations that place a high priority on employee engagement produce an effective working environment that encourages job satisfaction. More engaged employees have deeper bonds with their jobs, coworkers, and the organisation's objectives, which increases their drive and dedication. They become more productive as a consequence, going beyond what is required to aid in the success of the company. Additionally, engaged workers are less inclined to look for work elsewhere, which lowers turnover rates and builds a steady workforce that may promote long-term success and growth. Employees are motivated, feel respected, and are dedicated to their tasks. They are more inclined to go above and above and actively contribute to the accomplishment of the organisation.

	Tuna Uslu
 et al. (2015)
	Innovation culture and strategic human resource management in the public and private sectors within the framework of employee ownership.
	The theory is based on to encourage innovation to develop working progress in between the organisation in the private sector. 



	An innovation culture within an organisation encourages staff to challenge the status quo, think creatively, and explore novel options. This encourages innovation, problem-solving, and organisational growth. By adopting innovation, businesses may remain ahead of rivals, adjust for selling dynamics, and profit from new opportunities. This culture fosters continuous development and encourages ownership and entrepreneurship among employees. People at work become less reactive in putting up creative ideas and looking for new chances. They are inspired to take chances, try new things, and support the organisation's innovation initiatives.

	Taguimdje et al. (2020)
	Influence of artificial intelligence (AI) on firm performance: the business value of AI-based transformation projects.
	The article showed to making use of new technology in a organisation for its development in the private sector.  


	The private sector gains a great deal by implementing new technologies. By simplifying procedures, lowering manual mistakes, and optimising resource allocation, it first improves operational efficiency. Second, it automates procedures, increasing productivity and decreasing reliance on manual labour. Finally, modern technology facilitates quicker strategic decisions by offering real-time analysis and data, allowing for well-informed and timely decisions. Overall, technical improvements give businesses the ability to remain competitive, flexible, and responsive in today's fast-paced corporate climate. Employees use technology to simplify their job, embracing new tools and processes as they emerge. They develop more agility and the capacity to adapt to changing consumer needs and market trends.

	Tamanna Parvin Eva
et al. (2018)
	Recruitment and selection strategies and practices in the private sector commercial banks of Bangladesh: Evidence from human resource practitioners.
	The article is based on Reorganising the Organisation to develop its working progress in between the organisation in the private sector. 



	Reevaluating organisational structures, departments, and responsibility lines includes restructuring the corporation's structure and design. By defining roles and tasks precisely, getting rid of redundant work, and enhancing communication, the technique seeks to improve coordination. It aids in layer identification and removal, expediting the decision-making process. Furthermore, restructuring makes sure that departments and teams are organised in an arrangement that maximises efficiency, encourages cooperation, and makes it easier to meet organisational goals. Employees benefit from enhanced responsibility, improved workflow, and clarity in roles and duties. They feel more engaged with the objectives of the company because they can see how their efforts fit into the greater picture.

	SERAY SÖZER
et al. (2004)
	An evaluation of current human resource management practices in the Turkish private sector (Master's thesis, Middle East Technical University).
	The study is based on to educate employees and develop the working progress in between the organisation in the private sector. 



	A smart move that has many advantages is investing in personnel training and development. Organisations enable their people to achieve their highest potential by offering chances for skill improvement, knowledge expansion, and growth in competencies. Better performance helps the organisation succeed and creates opportunities for professional advancement. Employees who have access to opportunities for development and training develop the knowledge and self-assurance needed to tackle new tasks, grow in their professional life, and contribute significantly to the company. Opportunities for professional development are valued by employees. They develop new abilities, increase their confidence, and appreciate the company's support of their professional progress.

	AGRAWAL et al. (2023)
	The Transformative Effect of Performance Management System.
	The theory is based on to performance administration to develop working progress in between the organisation in the private sector. 



	Organisations must have a system for managing employee performance because it promotes an open workplace. Employee knowledge of expectations is improved by explicitly stating performance expectations. Fair assessment procedures make ensuring that workers are judged impartially, which promotes fairness and trustworthiness. Additionally, a system for managing performance makes it possible to recognise and value employee accomplishments, inspiring them to thrive in their jobs and make a contribution to the success of the company. Employees receive frequent feedback and a clear grasp of performance goals. They are encouraged to do well in their positions because they feel appreciated for their efforts.

	Nadi et al. (2023)
	Reconstruction of The Role of Team Building And Teamwork on The Accepting And Creating of Organizational Changes: An Exploration of The Lived Experiences of School Administrators. 
	The research is based on to team construction to develop working progress in between the organisation in the private sector. 


	The development of cooperation, trust, and feelings to be part of work teams is greatly aided by team-building exercises. Team members build more solid bonds, ways to communicate, and a common understanding of objectives through participating in activities that promote contact and collaboration. People learn to use one another's skills, support others, and collaborate more successfully as a result, which improves cooperation and synergy. The result is a unified and effective team that can accomplish more and overcome obstacles via coordinated effort. Coworker connections become stronger as a result, fostering better communication, teamwork, and shared accountability. They collaborate more effectively to accomplish shared objectives.

	Roberto Passos Nogueira José Paranaguá de Santana et al. (2015)
	Human resource management and public sector reforms: trends and origins of a new approach (No. 115).
	The article is based on to procedure redesign to develop working progress in between the organisation in the private sector. 




	Process analysis and optimisation are necessary to streamline and reengineer processes in an organisation to increase productivity. Organisations may save money, cut down on resource waste, and boost overall productivity by getting rid of extra procedures, redundant processes, and bottlenecks. Smoother operations, quicker response times, and more customer satisfaction are made possible by optimised procedures. Employees may also concentrate on jobs that bring value, which improves work satisfaction and makes the company more competitive and nimble. The workflow runs more smoothly, there are fewer duplications, and employees are more productive. They favour streamlined procedures that let them concentrate on jobs with added value and produce outcomes more successfully.

	Velasco et al. (2019)
	Resistance to diversity and inclusion change initiatives: Strategies for transformational leaders. 
	The study is based on to change administration to develop working progress in between the organisation in the private sector. 



	The ability to effectively manage change is essential for assisting employees in navigating organisational changes. Organisations may reduce resistance and increase employee buy-in by being transparent with employees, including them in decision-making, and providing training and assistance. Employees are more inclined to adopt new working practices and adjust to the changing environment when they are supported and adequately prepared for change. As a result, change efforts are successfully implemented, and the entire organisation experiences a smoother transition. Clear communication, participation in decision-making, training, and support are all given to employees during times of transition. They get encouragement and motivation to support a company's new course of action.





[bookmark: _heading=h.111kx3o]4.3 How Organisational Development Works in the Charity Sector
The idea of organisational development has a distinctive relevance in the context of the nonprofit sector by integrating mission-driven goals with strategic evolution. The results chapter on How Organisational Development Works in the Charity Sector launches a thorough investigation of the complex procedures and tactics used by charity organisations to improve their efficacy, increase their influence, and carry out their philanthropic aims. This chapter provides a manual for navigating the complex web of organisational development within the framework of the nonprofit sector, illuminating the fine line that must be drawn between sustainability, resource efficiency, and social responsibility. This chapter looks at a variety of approaches, case studies, and practical applications in an effort to understand the subtleties of how charity organisations strategically manage their developmental processes. 



	Citation 
	Article Title
	Purpose
	Organisation Approach

	Leitão, Pereira and Gonçalves (2019)
	Quality of work life and organisational performance: Workers' feelings of contributing, or not, to the organisation's productivity.
	The goal of the study is to investigate the complex relationship between organisational performance and goals and objectives. Besides, it examines how people management affects the effectiveness of organisations.
	Organisational performance is influenced by various factors, including efficiency, effectiveness, relevance, and financial viability. Additionally, performance management systems provide several benefits, such as increased motivation, clarity in organisational goals, reduced misbehaviour, and better resource allocation.


	Benevene et al. (2018)
	Ethical leadership as an antecedent of job satisfaction, affective organisational commitment and intention to stay among volunteers of non-profit organisations.
	The goal of the study was to investigate how ethical leadership (EL) affects organisational attitudes and behaviours. It also examined the applicability of EL in non-profit organisations, particularly in luring funding and lowering volunteer turnover.
	Positive attitudes and behaviours are significantly increased in organisations when ethical leadership (EL) is present. Moreover, EL is essential for bringing in funding, lowering volunteer turnover, and increasing volunteers' desire to remain with the organisation.

	Gossett and Pynes (2003)
	The Expansion of "Charitable Choice" and "Faith-Based Initiatives" Human Resource Management Implications for Non-profit Organizations.
	The study's goal was to investigate how religious organisations are involved in government contracts and what it means for non-profit organisations' human resource managers.
	Contracts with faith-based organisations accounted for 8% of federal and state funds spent by state governments. This indicated a significant presence of faith-based organisations in the provision of services, with expectations of further growth. Government initiatives, such as the Compassion Capital Fund, were introduced to support the involvement of faith-related and community organisations in accessing funding opportunities.

	Ridder, Piening, and Baluch (2012)
	The third way reconfigured: How and why non-profit organisations are shifting their human resource management.
	The study's goal was to investigate how human resource management (HRM) may improve non-profit organisations' (NPOs') effectiveness and efficiency in response to rising expectations for flexibility, resource efficiency, stakeholder satisfaction, and accountability.
	Iinvestments in HR practices, such as hiring, training, and performance-based compensation, may favour organisational results (like productivity, quality, and client happiness) and employee-related outcomes (like commitment, turnover, and employee satisfaction).

	 Colbran et al. (2019)
	Advancing towards contemporary practice: a systematic review of organisational performance measures for non-acute health charities.
	The study's objective was to investigate the significance of measuring organisational performance in non-governmental organisations, not-for-profits, and charities, motivated by elements including competitiveness, concerns about effectiveness, and accountability. It also sought to investigate the difficulties and complexities of performance evaluation in the healthcare industry.
	Showcasing organisational success is beneficial for non-profit organisations as well as in the healthcare industry since it demonstrates efficacy and efficiency in service delivery. 

	Laurett and Ferreira (2018)
	Strategy in non-profit organisations: A systematic literature review and agenda for future research.
	The study aimed to investigate how non-profit organisations are affected by the shifting operational environment as it influences the creation and application of new strategies. Besides, it focused on investigating non-profit sector strategy, taking into account resources, stakeholders, market dynamics, and competition.
	Non-profit organisations have had to deal with issues including expanding stakeholder demands, lower donations, and more rivalry. They have developed fresh approaches to deal with these demands in response. Moreover, to efficiently use resources and serve the demands of interested parties, charities' sector strategies integrate a variety of activities and procedures.

	Laallam et al. (2020)
	Intellectual capital in non-profit organisations: lessons learnt for waqf institutions.
	The goal of the study was to draw attention to the significance of human and social factors in non-profit organisations and their function in providing services and building relationships with people.
	The human resources play a  crucial role in non-profit organisations by utilising their interpersonal skills, knowledge, and expertise. Moreover, success was described as requiring strong organisational culture, empowered employees, and effective communication channels.

	Kopp et al. (2020)
	Measuring the impact of learning at the workplace on organisational performance.
	The goal of the study was to draw attention to how important it is for businesses and non-profits to improve their performance management systems and include workplace learning and evaluation strategies. In this context, the emphasis was on highlighting the value of lifelong learning and how managerial backing and organisational culture play a part in its successful implementation.
	Organisations will benefit from strengthening their performance management and integrating workplace learning and assessment approaches. Moreover, lifelong learning in driving organisational success. 

	Conaty and Robbins (2021)
	A stakeholder salience perspective on performance and management control systems in non-profit organisations.
	The research attempted to emphasise the significance of stakeholder theory when taking into account the groups and people who might influence or are influenced by an organisation's goals. Besides, examining stakeholder salience and its significance for comprehending NPO accountability and accounting practises was the main objective.
	Stakeholder theory can be used by both for-profit and non-profit organisations, emphasising the need to take stakeholders into account when making decisions. To comprehend NPO accountability and accounting practices, stakeholder salience was shown to be an important component. It was suggested that HRM and organisational players focus more on stakeholders who are seen as highly salient.

	Anwar et al. (2020)
	The nexus of government incentives and sustainable development goals: is the management of resources the solution for non-profit organisations?
	The research aims to investigate the influence of government incentives on non-profit organisations' pursuit of Sustainable Development Goals (SDGs). It also seeks to assess the mediating role of resource management in this relationship.
	Government incentives are extremely important for fostering environmental practices, green projects, and eco-innovation both in developing as well as developed countries. 



[bookmark: _heading=h.3l18frh]Chapter 5: Discussion of findings

[bookmark: _heading=h.mdw6aosiaepu]5.1 Ways That The Public Sector Approaches Organizational Development  
According to Nugroho, Bandono, and Suharto (2021), it was determined that the goal of human resources development was to investigate the ways of bureaucratic reform management that has the ability to enhance government organizations organisations' performance. It can possibly be done by including human resources development (HRD) planning within the organisations. In this context, this specific research aims to give both empirical data and theoretical concepts proper value to show how HRD planning may improve the efficacy and efficiency of public service delivery in Indonesia. Furthermore, planning for human resources development (HRD) has a substantial impact on the effectiveness of government organisations through the management of bureaucratic transformation. Additionally, government organisations may operate more effectively by bolstering the HRD planning elements, such as competency development, career development, performance evaluation, and incentive system. Contrarily, in the study by Kravariti et al. (2023), Bahraini government administrative institutions showed in the research that, with the exception of task performance, line managerial support for development (LMSD) completely mediates the relationship between TM practices and each of the distinct talent performance metrics. Therefore, the paper demonstrates that at low organisational support for development (OSD) levels, there was a strong indirect correlation between TM and skill performance for each person. Also, the article contributes to the body of knowledge on TM in the public sector of developing countries by highlighting the crucial role that line managers play in the implementation of TM practices and exposing a substitution effect between LMSD and OSD as interchangeable sources of developmental support that can improve talent performance in this context. On the contrary opinion by Tasi (2022), the goal of bureaucratic reform is to enhance public services and establish a transparent government. It is a thorough, ongoing process of change. Moreover, this qualitative analysis of the problems and challenges faced in improving public services in Indonesia, including transactional leadership, adaptive organisational structure, poor policy implementation, ineffective organisational structure and management, unclear service systems and strategies, corrupt organisational behaviour, and a lack of transparency. The research also provides some recommendations and options for accomplishing bureaucratic transformation in public services. In contrast, in the study by Prabawati and AOktariyanda, (2018), the CBT approach is suggested for human resource management and development in the public sector, notably in Indonesia. In this context, the theoretical study of the key strategies and elements of CBT, such as organisational scanning, strategic planning, competence profiling, competency gap analysis, and competency development. In addition, a four-phase competency-based training (CBT) strategy is presented in the study, consisting of preparation, implementation, assessment, and follow-up. The HRM development report provides a case study of an Indonesian public organisation that employs the CBT model to train its employees in providing public services to show how it may be used.

[bookmark: _heading=h.euq0b3afc7ym]5.2 Ways That The Private Sector Approaches Organisational Development  
According to Al Suwaidi et al. (2020), strategic succession planning is essential for organisational survival, business continuity, competitive advantage, and profitability. In this aspect, the study by Espíndola et al. (2020) describes that improved communication channels significantly boost collaboration, openness, and dispute resolution within organisations. Moreover, effective communication enables easy sharing of thoughts, ideas, and feedback, enhancing teamwork (Espíndola et al. 2020). Increased transparency reduces misunderstandings and builds confidence. Therefore, encouraging honest communication fosters a productive, amicable workplace environment, empowering employees to contribute and collaborate positively. In contrast, according to Tetteh and Asumeng (2020), succession planning is one of the options being investigated in the context of private businesses to address the challenges caused by the human resource gap. In response, the research by Garg et al. (2018) states that focusing on employee engagement cultivates an effective work environment, fostering job satisfaction. Besides, engaged employees form strong connections with their jobs, colleagues, and organisational goals, driving higher dedication and productivity (Garg et al. 2018). However, according to George et al. (2023), international HRM research has addressed the degree to which multinational for-profit companies adhere to global standardisation or adapt to local conditions. This is especially true for purpose-driven companies, where the desire to meet and surpass international best practices could interfere with local institutions and norms (George et al., 2023). In this context, the research by Tuna Uslu et al. (2015) depicts that a for-profit organisational innovation culture promotes creative thinking, challenging norms, and exploring new possibilities, as it stimulates innovation, problem-solving, and company growth, allowing businesses to outpace competitors and seize emerging opportunities. Therefore, this culture nurtures ongoing development, ownership, and entrepreneurship, motivating employees to proactively generate and embrace innovative ideas within the private sector. Furthermore, according to Taguimdje et al. (2020), implementing new technologies benefits the private sector by enhancing operational efficiency through streamlined processes and reduced errors. Additionally, automation boosts productivity and supports informed strategic decisions with real-time data (Taguimdje et al., 2020). In a nutshell, technological advancements foster competitiveness, flexibility, and responsiveness, empowering employees to adapt to evolving market trends.

[bookmark: _heading=h.pogtch2jjd5c]5.3 Ways That the Charity Sector Approaches Organizational Development
The discussion around the dynamics of human resource management (HRM) among non-profit organisations (NPOs) and small and medium-sized companies (SMEs). The study by Hopkins and Dowell (2022) draws attention to a crucial problem in NPOs, where people without HR knowledge are frequently charged with managing HR operations. Organisational growth and effectiveness can be hampered by this lack of specialised HR skills. The study also highlights the fact that SMEs' HR policies lag behind those of bigger companies, highlighting the need for enhanced HR practices in these settings. In the same context, the investigation conducted by Oliveira et al. (2021) makes a significant contribution by illuminating the special characteristics of NPOs. It demonstrates that NPOs give top priority to developing their human resources' organisational and individual skills. This is consistent with the idea that governance in NPOs takes place in a dynamic environment where strategic management and human resources play crucial roles in determining the organisation's course. This emphasises how crucial it is for NPOs to carefully manage their human resources. In contrast, public organisations need a systematic succession plan because of the intricacies of leadership, power dynamics, and competitive advantage, as noted by Al Suwaidi et al. (2020). To ensure organisational existence, continuity, competitive advantage, and profitability, succession planning becomes essential. Here, strategic management and HR practises converge to ensure the future of an organisation. Similarly, the study by Bastida, Marimon, and Carreras (2018) shows that HRM is increasingly recognised as a key aspect in strengthening the efficacy and efficiency of NPOs, which are under growing pressure to be adaptable and resource-efficient. This is consistent with the findings of Leito, Pereira, and Gonçalves (2019), who investigate the connection between organisational success and work-life quality. Effective HR practises are crucial, as evidenced by the link between workers' perceptions of contributing to productivity and overall organisational performance. The study by Bastida, Marimon, and Carreras (2018) emphasises the rising understanding of HRM's critical role in boosting NPO efficiency in the face of resource constraints. This is furthered by Leito, Pereira, and Gonçalves's (2019) connection of workers' feelings of contribution to organisational performance through fulfilling work lives. Gossett and Pynes' (2003) analysis of the function of religious organisations highlights the impact of ethical leadership on attitudes, behaviours, financial attractiveness, and volunteer retention in NPOs (Benevene et al., 2018). In contrast to Colbran et al. (2019), who emphasise assessing performance for effectiveness, Ridder, Piening, and Baluch (2012) explore the influence of HR on results. Overall, HRM's complex position in many industries emphasises how crucial it is for success, calling for customised tactics in the face of difficulties.


[bookmark: _heading=h.206ipza]5.4 Conceptual Framework 

Oubrich et al. (2021) emphasize that HRM practices, including mentoring, incentives, and performance appraisal, play a crucial role in fostering business relationships and team networks, leading to enhanced business activities and effective knowledge exploitation. Thus, investigating the relationship between OD strategies and the implementation of HRM practices in different organizational types becomes essential. In this aspect, the relationship between OD strategy and HRM may exhibit greater strength when employees demonstrate a strong commitment to achieving organisational goals (Islami et al. 2023). 

From this perspective, Tien et al. (2021) highlight that private organizations create opportunities for young employees to grow by implementing policies that attract and encourage young talent. To foster employee loyalty and retention, private companies use motivational perks such as salary raises, bonuses, and accommodation in instalments. These initiatives aim to retain young talent and enhance their commitment to the organization. On the other hand, the study by Boselie, Van Harten, and Veld (2021), shows that a public organization can effectively achieve its objectives when its HR practices are aligned and focused on specific goals, such as employee development. Implementing a consistent and strategic performance management system can reduce employees' intentions to quit, contributing to improved organizational outcomes. In contrast,  the study by Ridder, Piening, and Baluch (2012), shows that nonprofit organizations (NPOs) face increasing pressure to be more flexible, efficient, and responsive while meeting stakeholder needs and demonstrating accountability. In this context, Human Resource Management (HRM) is seen as crucial for enhancing NPO effectiveness by investing in HR practices that improve employee skills, participation, and motivation (Ridder, Piening, and Baluch, 2012). Therefore, the organisation may need to be restructured, new initiatives or services may be added, new technology may be adopted, existing operations may be improved, and rules and procedures may need to be updated. To encourage change, organisational development professionals engage directly with organisational leaders and workers. 

Consequently, the study by Laallam et al. (2020), states that the human and social aspects of nonprofit organizations are as important, if not more than the financial aspects due to their mission of delivering services and maintaining contact with target users. Besides, the job performed by human resources, including their abilities, skills, and proficiencies in dealing with people, plays a pivotal role (Laallam et al. 2020). Therefore, establishing effective communication channels that connect external and internal stakeholders through personnel empowerment and organizational culture is crucial for the success of NPOs. On the other hand, according to George et al. (2023), the purpose of a for-profit corporation is important for all of its stakeholders since it has a significant influence on whole economies, societies, and communities on a larger scale. As a result, the HRM of organisations can have a significant impact on how they define, formalise, and realise their goal. In response, according to Kuna and Nadiv (2018), HRM is in charge of making investments in people's potential, organisational capacity, and leadership to solve issues with effective stakeholder collaboration, adequate performance monitoring, and employee turnover. 
However, according to Kopp et al. (2020), in the future, both profit and non-profit organizations will need to strengthen their performance management and integrate workplace learning and assessment approaches, emphasizing the importance of lifelong learning. As a result, effective performance management implementation requires management support and a culture that encourages learning and improvement, rather than blame and shame, to fully realize the benefits of the framework in practice. In response, the research by Conaty and Robbins (2021), states that stakeholder theory emphasizes the importance of considering groups and individuals who can affect or are affected by an organization's objectives, as it applies to both for-profit and non-profit organizations. 
In conclusion, HRM practices play a crucial role in fostering business relationships, employee growth, and organizational effectiveness across different types of organizations. Private organizations utilize motivational perks to retain young talent, while public and nonprofit organizations focus on aligning HR practices with organizational goals. Stakeholder involvement and effective performance management are vital for both profit and non-profit organizations to achieve long-term success.
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[bookmark: _heading=h.jysy0gbwa55f]Figure 8: Conceptual Framework
[bookmark: _heading=h.3whwml4]5.5 Summary of discussion

This chapter covers the different ways in which the different organisations operate and the steps they implement in order to ensure organisational development. The themes cover the different perspectives of different authors paired with specific examples of oranisations to showcase the differences in practices these different types of organisations use in their endeavour of organisational growth and development. 

[bookmark: _heading=h.3gv34kbe9sf1]Chapter 6: Conclusion, Contribution of Theory and implication for practice 
Organisational development may assist public organizations in recognizing and responding to new possibilities and risks, including and empowering their partners and staff, and facilitating organizational change. Furthermore, in the study by Kravariti et al. (2023), it was identified  that to increase performance, public organizations prioritize the work culture and environment. On the other hand, in private organizations, employees may easily share views, ideas, and comments when communication is effective and efficient, which enhances teamwork and cooperation for the organization's growth. Additionally, the study by Garg et al. (2018), it was identified that to enhance performance measurement private organizations focus on employee engagement, and work culture. Additionally, according to Leito, Pereira, and Gonçalves (2019), improving the charity sector requires understanding the relationship between workplace satisfaction and productivity. Organisations can improve performance by recognising the productivity contributions of their employees. The effect of people management on effectiveness also highlights the necessity of clear objectives, effective procedures, and better resource management.


[bookmark: _heading=h.ncniilqqa5rs]6.1 Contribution to theory 
[bookmark: _heading=h.knavwbvxzcs5]
In organisations, agency issues or conflicts between principals and agents may be identified and diagnosed with the use of agency theory. For example, agency theory may show how factors like information asymmetry, moral hazard, adverse selection, or opportunism might impact how agents behave and perform. Designing and analysing incentive-based contracts or compensation plans for agents in organisations can be facilitated by using an approach from agency theory. Also, the use of performance indicators, incentives, punishments, monitoring, bonding, or ownership arrangements, as examples, can help principals and agents align their interests and motivations.

According to Huml et al. (2021), the agency theory in nonprofit organisations focuses on how agents (managers) operate on behalf of principals (donors) to accomplish organisational goals. To align their interests and reduce negative behaviour, it investigates potential conflicts of interest between management and contributors. Wang et al. (2020) stated that agents must give priority to donor intentions through effective monitoring, performance assessment, and incentive systems. Charity organisations may improve openness and accountability while strengthening the connection between the donor, principal, and management by recognising these dynamics. Overall, the agency theory offers useful insights into handling the intricacies of agent-principal interactions within this setting, which may be used to optimise the running of charitable organisations.


[bookmark: _heading=h.sv63zfhld4m5]6.2 Contribution of Practice
According to Nugroho, Bandono and Suharyo (2021), the provision of public goods or services, such as health care, education, and sanitation, that are necessary for society's well-being is one way that public organizations can make a contribution. Furthermore, corruption, incompetence, bureaucracy, politicization, etc. are just a few of the issues that public organizations may run with. Contrary to the study by Rodríguez-Espíndola et al. (2020), private businesses may make a positive impact on society's economic health by generating wealth and job opportunities. In contrast, the study by Leitão, Pereira and Gonçalves (2019), charity organizations may make a difference by focusing on the needs and rights of the underprivileged, vulnerable, and other disadvantaged groups in society, such as the minority, the disabled, and the impoverished. Therefore, the contribution of practice in public, private, and nonprofit organizations is a complex and dynamic phenomenon that depends on a variety of elements, including the organization's nature, the social sector it operates in, its goals and strategies, its resources, and its capabilities. 






[bookmark: _heading=h.oyn6lp59zc8m]6.3 Limitations of Research

The research in the findings and methodology section provides insightful information but has some drawbacks. The tendency was to concentrate on particular circumstances restricts generalizability. Recommendations may not be universal because of the emphasis on theoretical concepts and qualitative evaluations, which may not adequately account for real-world difficulties. The choice of designs, methodologies, and philosophical stances in investigations is not adequately supported methodologically. The studies sometimes narrow their attention to a single topic, such as leadership, employee engagement, or communication, thereby omitting larger dynamics. Secondly, although research on the private sector has focused on efficiency and profit, the specific objectives and restrictions of the public and nonprofit sectors may call for a different strategy. Studies could also not compare organisational development techniques across industries in a thorough enough manner. Last but not least, the direct application of results may not always be sufficiently addressed due to practical implementation issues and real-world contextual circumstances. This dissertation is limited to evidence from a systematic literature review. Future studies should explore primary data to empirically test the theoretical framework.
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Figure 2: Agency Theory
Source:(Wright, Mukherji and Kroll, 2001)




The above figure presented by Wright, Mukherji and Kroll (2001), also describes that Agency theory pertains to the collaborative dynamic that emerges as an individual (the principal) bestows the agent with the authority to represent them in an economic transaction. In this setup, the well-being of the principal becomes intertwined with the agent's choices, leading to an impact on the principal's welfare based on the decisions made by the agent. In response, according to Alaali et al. (2021), Corporate Governance (CG) has traditionally been employed to address issues that the agency theory has caused with organisations. In this context, the tendency of many nations to switch to capitalist economic systems, in which they significantly rely on private firms to generate strong and sustained rates of economic growth, has further contributed to the importance of CG (Alaali, et al. 2021). 
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Figure 5: Core HR Application Market Revenue
Source: (Vailshery, 2023)

The above figure offered by Vailshery (2023) shows that in 2020, core HR and personnel management software emerged as the largest specialised segment within the core HR applications market, generating approximately 5.8 billion US dollars in revenue. Following closely, the second largest segment was payroll software, which accounted for around 4.7 billion US dollars in revenue (Vailshery, 2023). Therefore, effective HRM practices play a vital role in driving the growth and success of different kinds of organisations, influencing their performance, productivity, and ability to adapt to dynamic market conditions while increasing overall revenue. 

3. 
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Figure 7: Onboarding Challenges of HR (2018)
Source: ( Statista Research Department, 2022)

The above figure provided by Statista Research Department (2022) highlights the top onboarding problems experienced by HR professionals globally in 2018, where proper monitoring of the new hires was cited as a difficulty by 49% of the respondents. Therefore, implementing effective HRM procedures could significantly improve the onboarding process and help new hires succeed and be more productive in the long run.
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Figure 6: Facilities For Which Employees Switch Jobs
Source: (McCarthy and Richter, 2017)

The above figure presented by McCarthy and Richter (2017) also states that a significant number of American workers are offered perks and benefits like flexible working hours, monetary bonuses, or on-site gym facilities. In this context, many companies consider these mentioned perks as morale boosters that enhance employees' competitiveness, and they also serve as a tool for attracting and retaining top talent in the labour market (McCarthy and Richter, 2017). Therefore, workers would consider switching employers to pursue more appealing benefits and perks elsewhere.
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