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1) [bookmark: _Toc138351404][bookmark: _Toc138352220][bookmark: _Toc138375892]Introduction
The East Coast County (ECC) case illustrates a significant challenge confronting the public sector in the region: a deficiency in strategic HR partnership capacity. Prior to approximately five years ago, ECC observed that employers in the region were having difficulty filling senior HR positions due to a lack of candidates with business partnership skills. This has had a direct impact on the organization's ability to support its public sector customers effectively in HR and organisational development initiatives.
The Chief Executive Officer of ECC, Jill Paterson, acknowledged the concern regarding the vacant position of Head of Human Resources. ECC made a strategic decision to address the talent imbalance and create a talent pipeline for future strategic HR positions in response to this issue. The objective was to develop and empower individuals so that they could assume these vital roles and meet the requirements of strategic HR collaboration in the public sector.
To address this difficulty, ECC embarked on a mission to improve the region's HR business partnership capabilities. By addressing this critical issue, ECC intended to close the gap between the demand for senior HR professionals and the pool of qualified applicants. Using theories such as Agency Theory and Resource-Based View Theory, this case study examines the steps taken by ECC to establish a talent pipeline, support skill development, and address the paucity of strategic HR partnering skills in the public and private sectors.
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2) To what extent do human resources in the private sector vary from those in the public sector?
The literature has a lot to say about the debate about the differences between public and private groups. Even though there isn't agreement, it seems that the main reason the public and private sectors are organised differently is because they have different aims and goals. These differences show up in how organisations allocate and manage their own resources and how they deal with people outside of the business. (Onyoin, 2020).
[bookmark: _Toc138352222][bookmark: _Toc138375893]2.1) Objectives - In the private sector, the primary objectives of human resources are to increase profitability, promote market competition, and maximise shareholder value. The objective of HR departments in the private sector is to recruit and retain competent workers who can contribute to the organization's success in a competitive business environment. Their primary objective is to align HR strategies with business objectives in order to accomplish financial performance.
In contrast, human resource management in the public sector focuses heavily on delivering public services efficiently and effectively, assuring equal access for all, and meeting the diverse needs of the population. Human resources departments in the public sector prioritise transparent and equitable recruitment and selection procedures in order to provide equal opportunities to all individuals. They prioritise adhering to civil service regulations, promoting diversity and inclusion, and managing talent for the public good.
Despite the fact that both private and public sector HR share the objective of supporting their respective organisations, their specific objectives and priorities vary due to their distinct operating contexts.Top of Form
[bookmark: _Toc138352223][bookmark: _Toc138375894]2.2) Ownership - The variance in stakeholder accountability scope is notable between private and public sector organisations. Private sector executives, especially those in for-profit companies, are typically responsible to their owners or shareholders, and sometimes to other stakeholders such as employees, creditors, and the communities in which their businesses operate. Unlike private organisations, important public sector decisions are typically discussed in open public forums and are subject to rigorous scrutiny by stakeholders (i.e., the press, interest groups, and private citizens). The potential for heightened public scrutiny could potentially diminish the inclination of public sector officials, particularly those who have been elected, to address contentious matters. Conversely, private sector actors are able to engage in discussions in a confidential setting, which affords them protection from comparable levels of scrutiny until a decision has been executed (Onyoin, 2020).
[bookmark: _Toc138352224][bookmark: _Toc138375895]2.3) Legal scope of activities - The legal boundaries within which private and public sector organisations operate provide valuable insights into the behaviour of both the organisations and individuals involved. Private organisations are primarily limited by legal frameworks, including employment, patent, and antitrust laws. Additionally, internal factors such as the organization's capacity for change and revenue generation mechanisms, as well as external factors such as market conditions, can also constrain private organisations. The public sector is subject to greater geographical limitations compared to the private sector, which enjoys more flexibility in terms of its geographic reach due to the absence or limited presence of legal restrictions. The legal scope of activities is a crucial aspect to consider when examining the behaviour of private and public sector organisations and individuals. It sheds light on the boundaries within which these actors operate and the actions they are legally permitted to undertake. Private organisations are primarily limited by legal frameworks, including employment, patent, and antitrust laws. Additionally, these organisations are constrained by their internal capacity for change, revenue generation mechanisms, and the current market conditions. The geographical scope of activities in the public sector is notably more limited compared to the private sector, which operates with fewer or no statutory constraints on its geographical reach (Onyoin, 2020).
[bookmark: _Toc138352225][bookmark: _Toc138375896]2.4) Financial Risk - There are notable differences between private and public sector organisations. Public sector entities may have a lower susceptibility to financial risks as compared to private sector entities, owing to their exemption from certain forms of legal liability (O’Flynn, 2009). Although governments and public entities may be subject to accountability, their financial responsibility is often constrained. In a similar vein, it has been observed that government revenue streams exhibit greater stability as compared to those of the private sector. This is primarily because private sector revenue streams are subject to the vagaries of consumer behaviour, which can be highly unpredictable. In contrast, government revenue streams are more reliant on taxation, which is a more stable source of income. While customers' preferences for products or services may fluctuate, citizens are obligated to pay taxes irrespective of their contentment with government-provided services (Onyoin, 2020).
[bookmark: _Toc138352226][bookmark: _Toc138375897]2.5) Conclusion - The present study has provided noteworthy suggestions for both Private and Public Sector organisations with respect to crucial human resource management practises. This research aims to explore the impact of the distinct circumstances resulting from the collaboration between public and private sector organisations on the standard human resource management practises within these partnership organisations. This section draws upon a diverse range of recommendations aimed at producing valuable insights and practical implications for the field of human resource management (Onyeib, 2020).
The structural identity of the private and public sectors is primarily determined by their contractual nature, particularly the institutional context. This context plays a crucial role in defining and distinguishing human resource decisions. This finding supports the commonly acknowledged dependence of human resource management (HRM) practise and decision-making on pre-existing structural arrangements. The impact of structures and institutions on the behaviour of managerial actors, specifically those involved in human resource management, has been extensively studied in both private and public sector organisations. However, there is a lack of research on the effects of these factors on hybrid organisations and their human resource management practises (Onyoin, 2020).
From a strategic perspective, it is crucial for HRM practitioners to have a comprehensive understanding of the intricate interrelationships between private and public organisations. This includes factors such as national policies, regulations, contractual obligations, stakeholder identities, and requirements, among others. These elements collectively shape the character of both public and private organisations and create the necessary conditions for their effective functioning. In light of established organisational functional interdependencies, it is imperative for HRM professionals to integrate the multifarious functional ramifications of strategic considerations. This will enable them to appropriately modify HRM procedures and choices (Onyoin, 2020).
3) How does sector figure out how effectively a human resource strategy works?
The divergent objectives of public sector organisations in comparison to private sector firms often pose challenges for effective performance management and human resource management in the former. The subsequent traits are the distinguishing factors that differentiate public sector organisations from their private sector counterparts (ACCA - https://www.accaglobal.com, no date).
[bookmark: _Toc138352228][bookmark: _Toc138375898]3.1) Ownership - Commercial organisations have a narrower group of stakeholders compared to other types of organisations. However, non-commercial organisations have a broader group of stakeholders, which includes individuals, communities, and other organisations. This phenomenon has the potential to result in increased instances of conflicts. It is probable that commercial entities prioritise the interests of their shareholders, employees, customers, and lenders. Public sector entities are inclined to prioritise the satisfaction of their funding providers (i.e. the government), service users, and taxpayers (ACCA - https://www.accaglobal.com, no date).
[bookmark: _Toc138352229]
[bookmark: _Toc138375899]3.2) Recruitment and Selection - In the recruitment and selection processes, impartiality, transparency, and equal opportunity are prioritised by HR strategies in the public sector. They may have employment practises governed by specific rules and regulations, such as civil service regulations or affirmative action policies. While private sector organisations also strive for equity, their recruitment and selection procedures are typically more flexible and autonomous.
[bookmark: _Toc138352230][bookmark: _Toc138375900]3.3) Employee Motivation - To motivate employees, human resources professionals in the private sector frequently use performance-based incentives, bonus structures, and other monetary rewards. Human resources in the public sector emphasise non-monetary incentives like job security, work-life equilibrium, and opportunities for public service.
[bookmark: _Toc138352231][bookmark: _Toc138375901]3.4) Conclusion - In the end, the effectiveness of HR strategies is determined by their capacity to address the unique challenges and objectives of the sector, while aligning the interests of employees with the organization's or government's overall objectives. HR professionals can develop strategies that optimise performance, mitigate conflicts, and improve the efficacy of HR practises in both the private and public sectors by incorporating agency theory principles.
[bookmark: _Toc138352232][bookmark: _Toc138375902]4) How can HR make the employees enhance to ensure that strategy goals can be met?
Strategic human resource management (SHRM) is, in fact, one of the most important ideas in business and management right now. SHRM works to improve workplace efficiency and human resource management. SHRM is the process of connecting an organization's human resources (HR) with its strategic goals and objectives in order to improve business performance and build a culture that supports innovation, flexibility, and a competitive edge. The main goal of strategic HR is to increase employee output and find key HR areas where strategies can be put in place to improve employee motivation and productivity over time. The strategy planning of human resources depends on how well the HR department and the line managers work together. SHRM is the process of putting people to work so that a company can reach its goals, objectives, and standards (SHRM: alignment of HR function with business - ProQuest, no date). 
[bookmark: _Toc138352233][bookmark: _Toc138375903]4.1) Strategic human resource planning - In contemporary times, human resources planning is perceived as a strategic operational process that has undergone a transformation from conventional hiring and staffing practises to a more forward-looking approach that involves forecasting and succession planning. This approach is geared towards managing various contingencies that may arise, and ultimately has a significant impact on the success of business operations. Effective human resources planning can decrease employee turnover by disseminating information about career opportunities within the organisation to employees (SHRM: alignment of HR function with business - ProQuest, no date).
[bookmark: _Toc138352234][bookmark: _Toc138375904]4.2) Strategic training and development - In contemporary times, there is a growing recognition among high-performing organisations regarding the significance of employing top-notch training and development practises to enhance their competitive advantage. The significance of training and development cannot be overstated in any organisation as it is crucial for unlocking and enhancing the value and potential of its workforce.  When a strategic approach is taken towards training and development, the initiatives become more effective, measurable, and targeted, as opposed to an ad hoc approach. The concept of strategic training and development (ST&D) involves the identification, design, and delivery of training programmes that equip employees with the necessary skills to align their performance with the organization's business strategy (SHRM: alignment of HR function with business - ProQuest, no date).
[bookmark: _Toc138352235][bookmark: _Toc138375905]4.3) Strategic performance management - Traditional performance management systems don't always help businesses reach their goals because top-down messages aren't always understood. This means that company strategy and team or individual goals aren't always in line with each other. So, if the company's goals, strategy, culture, and workers are not in sync, the results will be bad. This is where SPM can help. Top managers must explain performance management. When must goals be met? How can supervisors and employees reach their goals? It's important to figure out what HR skills are needed based on business needs, set up practises for hiring and training to get them, and make a plan for evaluating employee success that links it to strategic goals. A compensation plan that is strategically aligned is important for firm success and keeping good employees. SPM connects an organization's strategy and culture to its ability to manage staff performance in order to improve business success. SPM is concerned with putting strategy into action to create value by achieving business strategy results. SPM makes sure that each person's goals, performance management, skill and capability needs, and the organization's core values are all in sync (SHRM: alignment of HR function with business - ProQuest, no date).
[bookmark: _Toc138352236][bookmark: _Toc138375906]4.4) Strategic compensation and reward management - To attract and keep workers, compensation policy rewards performance, skills, competencies, knowledge, and experience. But standard salary and reward schemes can't make sure that a company will reach its goals. Strategic compensation and reward management (SCRM) is a way to make sure that pay and benefits are in line with the needs of the business. This is done by giving pay and benefits to the jobs and workers that bring in the most money. A better way to motivate and reward top performers is with variable pay incentive systems based on individual and team success in relation to an organization's business goals (SHRM: alignment of HR function with business - ProQuest, no date).
[bookmark: _Toc138375907]5) What factors of the organization's climate affect whether its the human resources strategy functions?
The Human Resources plan of an organisation is the plan that is chosen by the organisation with the intention of integrating the culture, people, and system of the organisation via the coordination of a series of actions to achieve the necessary business goals (Team, 2021).
[bookmark: _Toc138375908]5.1) Training and Development - Training and development practises can make an organization's people capital stronger. The link between training and development practises and IWB can be seen as a social exchange, where workers see training and development practises as proof that their organisation cares about their people resources. So, they feel obligated to return the favour with good attitudes and actions that aren't officially recognised or spelt out in a contract, like IWB. (e.g., Sanders et al., Citation, 2010).
[bookmark: _Toc138375909]5.2) Communication and Transparency - In order for HR strategies to yield desirable outcomes, it is imperative that there exists a culture of open and transparent communication within the organisation. Research suggests that informing employees about the rationale, objectives, and anticipated results of HR initiatives can increase their comprehension and support for such initiatives. The implementation of transparent communication within an organisation has been found to have positive effects on employee engagement with HR practises. Specifically, transparent communication has been shown to foster confidence and diminish resistance among employees.
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