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[bookmark: _rwt2zgw0xomd][bookmark: _Toc137833725]Introduction
“Human Resource Management” refers to the approach of ensuring the organisational employees are nurtured and supported in every aspect to foster a positive and productive environment (Stewart and Brown, 2019). In this process, Human Resource (HR) in organisations demonstrates a strong role and act as the bridge between employees and higher management. Thus, the role of HR here lies to maintain regular communication with the higher management and employees in terms of organisational objectives whilst promoting a safe working environment (Bratton et al., 2021). The report below will be based on “Human Resource Management” and will highlight the differences between HR roles in the public and private sectors. Along with that, the ways in which HR policies and strategies are determined in organisations will also be emphasised. In reference to the case of “East Coast County (ECC)” the development of employees in order to meet organisational goals and objectives will also be furnished. Further, the impacts of factors on the “Human Resource Management” approach will be discussed. 
[bookmark: _4lh81soah6rr]
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As per Boselie et al. (2021), “Human Resources” is responsible for drafting the policies that collectively shape a better relationship between the employees and the employer to achieve certain goals. HR policies and practices vary from industry to industry, company to company and most importantly sector to sector. In that context, HR practices greatly differ from the private to the public sector. Public Sector is the sector that is primarily owned and operated by governmental bodies (Ferlie and Ongaro, 2022). HR in the public sector differs from the traditional method of employee management. HRM practice in the public sector was mainly introduced after the sector shifted from a “rule-bound” to a “performance-based” culture (Borst and Blom, 2021). The HR practice of the sector offers entitlements and significant rights to the employees. The introduction of HR practice led to reform in the managerial programme. Companies in the public sector focus on the flexible process of recruitment, development and retention. 
The public sector is based on the “model employer” and places the employees at the forefront of HR policies (Løkke, 2021). The model adopts the principle of best HR practices that promotes the fair treatment of employees. HR policy of the public sector offers job security, leave entitlements and high pay grades. The practice is characterised by flexible processes and structures. The HRM practices of the public sector believe in the notion that only those employees should be retained that have the capacity to improve and develop (Cvenkel, 2019). This notion led to the dismantling of the labour market within the organisation and a threat to job security.  In the process, there was huge downsizing of the working staff that lead to the poor quality of the service offered by the organisation. With the adoption of “New Public Management” (NPM), the sector also saw the cutting of employee wages, benefits and change in the internal work culture (Lapuente and Van de Walle, 2020). 
The private sector refers to the sectors that are owned by either a single individual or a group of individuals to generate profit for their own good (Christophers, 2020). The private sector is bound by certain governmental laws. However, it is not state-controlled and is not operated by the governmental bodies. The hiring practice of the private sector is much more transparent as compared to the public sector. The HR practice of the public sector is often accused of poor hiring practices, inefficient workers and negative work culture (Ozbilgin, 2020). Unlike the public sector, the private sector is fully focused on the performance of the employees to create a good HR practice. Despite the similarity between the public and private sectors in the context of employee retention, there are various differences in HR practices between the public and the private sector. While the public sector focuses more on employee well-being, the private sector focuses on the performance of the employees (Parry et al., 2021). 
The HR practice of the public sector is more efficient as compared to the private sector. The HRM of the private sector focuses on the whole life cycle of the employees (Heydari et al., 2020). The sector is determined to develop the skills of the employees that impact the profits of the organisation. Despite its competitiveness, the private sector offers equal opportunities to its employees. The HR practice of the private sector allows employees with career development facilities (Marchington et al., 2020). Despite the different merits of HR practice in the private sector, the sector is also characterised by low job security. The HR department in the private sector holds the power to terminate employees without prior notice in the performance of the employees is not up to the standard of the company (Gold and Smith, 2022). 



[bookmark: _2wt3yxsg22vr][bookmark: _Toc137833727]“Ways in which sectors determine the effectiveness of HR strategy” 
The effectiveness of the HR strategy refers to the effectiveness of the Human Resource’s activities and policies. It acts as a measuring tool to record the positive impact of HR practices in the public as well as private sectors. There are multiple ways in which both sectors determine the effectiveness of HR strategy. The first way to measure HR strategy is HR Outcomes. Employee satisfaction is one of the top indicators of HR effectiveness. It indicates that the workers are satisfied and the HR department is effectively meeting the demands as well as needs of the employees (Gowan et al., 2022). The engagement of the employees has a great impact on the output produced by the employees. If employee engagement is high, it means that the HR policy is effective in nature. Retention of the employee is the most known and obvious indicator of an effective HR policy (Widarni and Bawono, 2020). The business market is highly competitive in nature and it is very essential for companies to build HR practices that have the potential to retain a maximum number of employees. 
Another way to determine the effectiveness of HR policy is Equal Pay. It is only through effective HR practice the equal pay of employees can be ensured. The company needs to provide equal pay to their employees despite the differences in race, gender and sexual orientation (Stone et al., 2020). Companies in the public, as well as the private sector, use the “Employee net promoter score” (eNPS) to measure the effectiveness of the HR policy (Aguinis and Burgi-Tian, 2021). It is a tool to measure the willingness of the employees to recommend the workplace. The recruitment cost report is an important tool to determine the effectiveness of the HR policy. If the cost of recruitment is high, it proves the effectiveness of HR practices (McDonnell et al., 2021). On the other hand, if the cost is low it shows the effectiveness of the set policies. Another way to determine the effectiveness of HR policies for the public, as well as the private sector, is the labour turnover report. The report provides data on the number of employees that left the company as compared to the average number of employees working in that time period (Bolt et al., 2022). To indicate the effectiveness of HR policies the number of the labour turnover needs to be low. 
The disciple is also a way to determine the effectiveness of HR practice. The disciple among the employees ensures the productivity of the employees. The quality provided by the organisation is directly proportional to the effective HR policy (Bolt et al., 2022). Lastly, the profitability of the organisation also indicates the effectiveness of HR policies. It is very essential to ensure the collective workings of all the set HR policies to determine the growth and profit of the organisation. Public companies like “BBC and the Bank of England” use “Employee net promoter scores to determine the effectiveness of their HR policy (Quick, 2019). Private company “The Aurora Group” uses HR outcomes to determine the effectiveness of HR practices (The Arora Group, 2023).  
[bookmark: _wrxxk8pfebq5][bookmark: _Toc137833728]“HR policy to develop employees to achieve strategic goals” 
In the competitive environment of the business world, it is crucial for organisations to create effective policies. East Coast County (ECC), needs to improve their HR practices to fill the vacant HR position in the company. To achieve strategic goals, it is essential to develop an effective HR policy. The first step that ECC needs to take to build a credible HR policy is improvement. HR policies need to be improved as per the changing needs of the employees. This will boost productivity in the workplace in the long run. The most important step in the process of developing HR policy is complying with government laws and regulations. The government of the UK requires companies to follow rules such as “Equality Act 2010”, “Employment Rights Act 1996”, “Minimum Wage Rate” and many more (GOV.UK, 2022). ECC should formulate their HR policies in alignment with the mentioned laws. The company needs to pay equally to their gender, race and sexual orientation. The company needs to make sure that every employee gets an equal opportunity to develop them without the fear of any kind of discrimination. The HR policy of ECC also needs to provide equal employment opportunities to their employees. 
The third step that ECC needs to take in order to develop an HR policy is Communication. Effective communication is key to developing relationships between employees and employers. The company needs to maintain clear communication with its employees (Nibusinessinfo.co.uk, 2023). The HR policy should act as a communication between the employees and the company to build a relationship of trust. The fourth important step in the process of developing an effective HR practice is SWOT analysis (Society for Human Resource Management, 2023). It is very necessary for the ECC to identify its strengths, weakness, opportunity and threats that will help them to create a strong plan to achieve the organisational goals. The next necessary step for ECC is to plan a strategy to recruit, train, develop and retain potential employees that will render their best service to the company. It is the responsibility of the HR department of the company to recruit and retain the best talents in the market to achieve the organisational goals. The HR policy should be focused to cover the above-mentioned processes. The HR department should be more invested in talent management and development. 
Another essential step is to study the skill gap among the employees. This will help the company to identify the weakness of their employees and provide them with the appropriate resources to lessen that skill gap. Another crucial step for the ECC is to offer transparency in their work process. Transparency in the work process helps the company to increase employee engagement as well as customer experience (Nibusinessinfo.co.uk, 2023). Once the employee is fully aware of his position in the company, it increases the motivation of the employee.  All these lead to customer satisfaction and significant growth of the company. 
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According to Rožman and Štrukelj (2021), organisation climate means the employee's collective perceptions towards the company. It includes the behaviour of the employees towards the company’s policies and their expectations regarding the human resources management of the company. Different companies have a unique set of organisational climates affecting the effectiveness of HR practice in multiple ways. There is a significant impact of the organisational climatic factors on the effectiveness of HR strategy. Organisational climatic factors have a positive as well negative impact on the effectiveness of HR strategy.  There are four types of organisational climate, the first type is “People-Oriented Climate”. It refers to the culture of the organisation that focuses on its employees and its effectiveness. The second type is “Rule-Oriented Climate”, which refers to the organisational culture focusing on the rules of the company and its regulation. “Innovation-Oriented Climate” is the third type of organisational climate. It includes the culture of the organisation that focuses on the development of new policies to achieve innovative goals. The last type is “Goal-Oriented Climate”, referring to the culture that focuses on values and working on the process to achieve the organisational goals (Loh et al., 2019). 
The climate of the organisation has an effect on employee motivation. Organisational climate is not built overnight, it takes a long period to shape the climate and reputation of the company. The activities of the managers, the treatment of the employees and the opportunities provided to the employees all determine the organisational climate. If the employees are treated fairly and given equal opportunities, it will automatically increase the motivation of the employees. On the other hand, this can also have a negative impact as the employees can lose motivation and focus if not treated fairly. The organisational climate also has an effect on employee engagement (HR Consultant UK, 2021). Effective HR practice deals with employee engagement. The climate of the organisation has the potential to fail the HR practices (Rožman and Štrukelj, 2021). Organisational also creates generalisation in the perception of the organisation. The experience and perception of one employee can lead to the generalisation of the company as a whole. Since most of the time HR department is the representation of the company. The employee will form a negative opinion of the HR department of the company. 
Generalisation among the employees has the power to affect the recruitment process of the organisation. It can hinder the HR policy of recruitment, training, development and retention. If the recruitment process of the company is hundred, it will the whole performance of the company and lead to loss of capital. Organisational Climate also provides the employees with information on the rewards and punishments. Hence creating a constraint system of operation and functioning. This can create an uncomfortable environment and could lead to less productivity affecting the effectiveness of HR policy (HR Consultant UK, 2021). The climate of the organisation also affects the leader's efficacy. It prompts HR to improve in order to retain skilled employees. Thereby leading to customer happiness and increased company revenue. On a positive note, Organisational climate has the power to help the company to achieve long-term goals. If ECC is able to create a positive organisational climate, it can help to improve its brand value in the market. 
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[bookmark: _Toc137833730]Conclusion
The above report presented an elaborate discussion of the difference in the HR policy of the Public and the Private sector. The difference in the definitions of the sectors themselves. The different ways in which the HR department of both sectors functions and operation for the growth of the company. The impact of “New Public Management” on the HR practice of the public sector. The report critically analysed the HR practices of both sectors. Further, the report showed the ways in which the sectors determine the effective strategy. The different tools such as HR Outcomes, employee net promoter score, recruitment cost report, labour turnover report and disciple among the employees to determine the effectiveness of HR policies. Additionally, the report also offered recommendations to East Coast County (ECC) in developing an effective HR policy. The ways in which the creation of improved HR practices will help the company to achieve organisational goals. Lastly, the report showed the positive and negative effects of Organisational Climatic factors on the effectiveness of HR strategy. 
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