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[bookmark: _Toc138412678]Introduction
In the current market situation, there is a dynamic and complex landscape of “human resources (HR)”. The public and private sectors present unique challenges and opportunities so, this essay explores key aspects of HR in both sectors, with a particular focus on “East Coast County (ECC)”. It further also highlights its initiatives to address the lack of strategic HR partnering capability in the British Council. In this context examination of the differences between HR in the “2 Sisters Food Group and British Councils”, has been done. Further the role of sector in determining the effectiveness of HR strategy, the development of employees to achieve strategic goals, and the organizational climate factors impacting HR strategy has been determined. One would gain insights into the multifaceted nature of HR and its significance in driving organizational success ad so by understanding these dynamics is essential for organizations like ECC to foster talent pipelines and navigate the complexities of HR management in the sectors in which they work.
[bookmark: _Toc138412679]Difference between HR of 2 Sisters Food Group and British Council
HR in the “private and public” sector has distinct characteristics and face unique challenges due to the contrasting nature of their organizations and environments. This part would critically address the differences between HR in the “2 Sisters Food Group and British Councils”, by highlighting key areas such as recruitment and selection, compensation and benefits, employee relations, and the role of HR in organizational strategy.
	Basis
	HR in 2 Sisters Food Group
	HR in British Council

	Objectives and priorities
	In this sector, HR is often driven by profit and shareholder value, aiming to maximize productivity, efficiency, and competitive advantage. HR practices in this context are primarily focused on attracting and retaining top talent, aligning employee goals with organizational objectives, and designing performance-based incentive systems. 2 Sisters Food Group organizations typically have more flexibility in terms of hiring, firing, and setting compensation structures, allowing them to respond swiftly to market demands and adjust their workforce accordingly (Blom et al. 2020, p.11).
	On the other hand, this is characterized by its commitment to serving the public interest and fulfilling the mission of government agencies. British Council HR practices emphasize accountability, fairness, and transparency in recruitment and selection processes. British Council organizations often must adhere to specific regulations and procedures, which can sometimes slow down decision-making and limit flexibility in HR policies. Additionally, British Council HR may face challenges related to budget constraints and political influences that can impact their ability to attract and retain top talent.

	Recruitment and selection processes
	In 2 Sisters Food Group, organizations have greater autonomy in designing recruitment strategies tailored to their specific needs. They can employ various methods such as leveraging recruitment agencies, utilizing social media platforms, and conducting extensive interviews and assessments to identify candidates with the desired skills and qualifications.
	Conversely, the British Council often follows a more standardized and structured approach to recruitment, ensuring fairness and equal opportunity for all applicants. British Council organizations typically have well-defined selection criteria and procedures, including written exams and panel interviews, to evaluate candidates objectively.


	Compensation and benefits practices
	In 2 Sisters Food Group, compensation structures are often driven by market forces, with a focus on performance-based pay and variable incentives to reward high-performing employees. 2 Sisters Food Group organizations have the flexibility to offer “competitive salaries” and “benefits packages” to attract top talent.
	Whereas British Council may face limitations due to budgetary constraints and bureaucratic processes. Compensation structures in “British Council” tend to be more standardized and based on factors such as job classification, seniority, and educational qualifications (Pradhan, Dash, and Jena, 2019, p.08). While this approach ensures equity and fairness, it may present challenges in attracting individuals with specialized skills and expertise.

	Employee relations
	In this the HR departments often play a critical role in managing employee relations by fostering a positive work environment, promoting employee engagement, and addressing conflicts proactively. 2 Sisters Food Group organizations may have more flexibility in implementing performance management systems and disciplinary measures.
	Conversely, in British Council, HR's role in employee relations may be more focused on ensuring adherence to established policies and procedures, maintaining compliance with labour laws and regulations, and handling grievances and disputes in a fair and transparent manner.

	Role of HR in organizational strategy
	In this sector, HR is increasingly recognized as a strategic partner, actively involved in shaping, and executing organizational strategies. 2 Sisters Food Group HR professionals collaborate with business leaders to align HR practices with overall business goals, facilitate organizational change, and develop talent management strategies.
	In this sector, HR's strategic role may be more constrained due to bureaucratic structures, budgetary limitations, and political considerations but there is a growing recognition of the importance of strategic HR management in the British Council, with efforts to enhance HR's involvement in decision-making and policy formulation.



Table 1: Difference between HR of two sectors
(Source: Self-developed)
In conclusion, HR in the private and British Councils exhibits notable differences due to the distinct objectives, priorities, and operating environments of these sectors and understanding these differences is crucial for HR professionals to effectively navigate the complexities of their respective sectors and develop tailored strategies and practices that align with organizational goals so by recognizing the unique challenges and opportunities within each sector, HR can contribute significantly to the success and effectiveness of organizations, whether in the private or public domain.
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Figure 1: Difference between HR of private and British Council
(Source: cdn.educba, 2023)
[bookmark: _Toc138412680]Effectiveness of HR strategy based on different sectors
The sector in which an organization operates plays a significant role in decisive the effectiveness of its HR strategy. As, different sectors have distinct characteristics, challenges, and regulatory frameworks that influence how HR strategies are developed, implemented, and evaluated so this part of the easy critically addresses how the sector determines the effectiveness of HR strategy by examining key factors such as “organizational goals”, “external environment”, “stakeholder expectations”, and “industry-specific requirements”.
Organizational goals and objectives
These are crucial in determining the effectiveness of HR strategy within a sector as HR strategies should be closely aligned with the overall goals and mission of the organization so for example, in 2 Sisters Food Group, where profit generation and market competitiveness are primary objectives, HR strategies may prioritize “talent acquisition”, “retention”, and “performance management” to drive business outcomes whereas it is seen in the British Council, that emphasis on public service and citizen satisfaction, may focus on HR strategies that promote fairness, transparency, and accountability in recruitment, selection, and performance evaluation processes so the sector-specific goals of an organization provide a framework for evaluating the effectiveness of HR strategies in meeting organizational objectives (Ashikali et al. 2021, p.09).
External environment
The environment in which an organization operates significantly influences the effectiveness of HR strategy. Some of the factors that influence it is “economic conditions”, “labour market dynamics”, “technological advancements”, and “regulatory changes” influence HR practices differently across different sectors. It is seen that in the sectors that is characterized by rapid technological advancements, such as IT or healthcare, HR strategies need to address the challenges of attracting and retaining employees with specialized skills and adapting to evolving job roles. Whereas in sectors where labour markets are highly competitive, HR strategies may prioritize “talent management”, “employee development”, and “employee engagement” to gain a competitive edge. So, the external environment shapes the context in which HR strategies are implemented and evaluated, and by requiring HR professionals to stay informed and agile in response to industry trends and changes.
Stakeholder expectations
These also play a vital role in determining the effectiveness of HR strategy within a sector as stakeholders, have diverse expectations from HR practices based on their roles and interests. As it is seen in 2 Sisters Food Group, shareholders and investors may expect HR strategies to drive profitability and enhance shareholder value through effective talent management and succession planning whereas, in British Council, citizens and taxpayers expect HR strategies to promote fairness, efficiency, and effective public service delivery by the organization (Khan, et al. 2019, p.08). 


Industry-specific requirements and regulations
Lastly this influences the effectiveness of HR strategy as different sectors have specific legal and regulatory frameworks governing by HR practices. For example, sectors such as finance, healthcare, and aviation may have stringent regulations related to employee qualifications, licensing, and certifications and HR strategies in these sectors must comply with industry-specific requirements to ensure legal compliance and meet industry standards. If the organization fails to adhere to industry regulations can have severe consequences, including legal penalties, reputational damage, and compromised organizational performance. So, the effectiveness of HR strategies is assessed based on their ability to navigate and comply with industry-specific requirements.
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Figure 2: HR strategy
(Source: aihr,2023)
[bookmark: _Toc138412681]Explanation on Agency theory 
This “Agency Theory” is a kind of economic theory that represents the viewpoint of the firm as a setup of a few contracts among the “self-interested individuals”. In this theory, the disclosure has been made based on the principles and the agent (Nikula and Kivistö, 2020, p.07). The principal is the main company or organization, and its heroes are a few agencies who act on behalf of this organization.
[bookmark: _Toc138412682]Ways to develop employees by HR
Developing employees to achieve strategy goals is a critical responsibility of the HR function. As HR plays a crucial role in identifying the skills, competencies, and knowledge required to support organizational strategy and then designing and implementing initiatives to develop employees accordingly. So, this part explores various approaches and strategies that HR can employ to develop employees and align their capabilities with strategic goals.
One of the effective methods for developing employees is through training and development programs as HR can design and deliver training sessions, workshops, and courses that focus on developing specific skills or knowledge areas relevant to the organization's strategy, this includes “technical skills”, “leadership skills”, “project management skills”, or “industry-specific knowledge” (Claus, 2019). Training programs can be conducted internally or externally and can incorporate a variety of learning methods such as classroom training, online courses, mentoring, and job rotations and by investing in employee development through training, HR ensures that employees have the necessary capabilities to contribute effectively to the achievement of strategic goals.
Another approach is to establish career development and succession planning initiatives as HR can work with workers to recognize their career aspirations and build up “personalized development plans” to help them acquire the skills and experiences needed to progress within the organization. So, this could involve providing opportunities for “job rotations”, “cross-functional assignments”, or “special projects” that expose employees to different aspects of the business. 
It is also seen that performance management processes also play a crucial role in developing employees to achieve strategy goals as HR can establish clear performance expectations aligned with strategic objectives and provide regular “feedback and coaching” to help employees get better performance (Pham et al. 2019). It can be also used to identify strengths and areas for improvement, and HR can work with employees to create development plans that address any skill gaps or developmental needs. HR can also implement performance-based incentive systems that reward employees for achieving strategic targets, motivating them to enhance their performance and contribute to the organization's goals so by integrating performance management with employee development, HR ensures that performance is aligned with strategy and employees are continuously improving their capabilities.
Lastly the HR can facilitate the development of employees by promoting “employee engagement” and empowerment as when employees experience valued, involved, and empowered in decision-making processes, they are more likely to be motivated and committed to achieving strategic goals as HR can implement initiatives such as employee recognition programs, regular communication channels, and participative decision-making processes to foster a sense of ownership and engagement among employees so by creating an inclusive and empowering work environment, HR enhances employee development and their ability to contribute effectively to strategy goals (Boon et al. 2019, p.05).
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Figure 3: Employee development
(Source: hr-management-slides, 2023)
[bookmark: _Toc138412683]Organizational climate factors that affect the effectiveness of HR strategy
The term HR strategy stands for a kind of roadmap that guides the whole organizational activities by guiding the employees and other individuals related to the organization. Thus, HR needs high skills to interpret all the consequences of the actions taken and the implementation of the strategy and approaches that correlate with the organizational culture (Collins, 2021, p.07). The most important activities of the HR department are finding requirements, recruitment, talent evaluation, succession planning, and betterment of corporate culture. Thus, the organizational culture has a great impact on the strategies taken by the HR of the organization. Mainly, the factors that impact HR strategies are “size, life cycle, strategy, environment, and technology” which are stated below. 
Size
The size of the company is the biggest factor for implementing strategy from any department of the organization. Especially the whole organizational activities are maintained, planned, guided, and operated by the effectiveness of the HR department. Thus, their effectiveness also depends on the size of the organization as it impacts the organizational culture. 
Life cycle
The organizational life cycle refers to the progress of the organization in each life stage. These stages are such as “birth, youth, midlife, maturity”. The birth date refers to the stage at which the company has been formed. Youth refers to the stage of having an increment in brand value in the market (Hrebennikova et al. 2021, p.08). The midlife stage is at which the company has become well known in the market and has grown as well. Lastly, maturity is the stage where the company has reached extreme success and, in this phase, only the company needs to maintain stability, nothing else. Thus, the strategies and approaches taken by hrs depend on the lifecycle of the organization. 
Strategy
Strategy means the reflection on which the company intends itself to be in the future it also kind of goals and objectives of the firm. Thus, the strategies adopted by HR and all the taken actions are dependent on this strategy of the organization. So, it can be said that the strategy of the organization is such a factor that affects the effectiveness of HR. 
Environment
The organizational environment is divided into two parts of a stable environment and a dynamic environment. A stable environment refers to the environment of the organization which is constant (Seshadrinathan and Chandra, 2021, p.03). On the other hand, the dynamic environment is changeable as per the changes in market demand and other changes in components. As the activities of HR are dependent on this type of organizational environment thus it has a great impact on the efficiency of the HR. 
Technology
Technology is the strength of the organization as the effectiveness of the business activities and the improvement in the production level depends on the technological adoption of the business. The main motive of the HR department is to improve business activities and increase the skills of the employees. Thus, having a better implementation of technological factors insists on the effectiveness of all such actions taken by HR. Thus, technology is also conserved as a factor that affects the effectiveness of HR.
[image: Organizational Climate - hmhub]
Figure 4: Organizational climate 
(Source: hmhub, 2023)
[bookmark: _Toc138412684]Resource base theory 
This “Resource base theory” represents the resources that are linked with organizational development. Those resources are such as “valuable, rare, difficult to imitate” and so on. All such resources are the most important factors that are usable for the long-term development and success of the organization (Collins, 2021, p.07). As per this theory, these strategic resources can easily provide the fundamental development to the organization to lead the firm to have high growth with a high rate of profitability.
[bookmark: _Toc138412685]Different competences 
a. Functional competence 
This term Functional competence can be defined as a few responsibilities and duties that have been assumed by the employees or the staff members for the purpose of hiring skilful employees or giving jobs. This job has been performed based on the respected duties and responsibilities and the role needed to perform in the organization. 
b. Positional competence 
This kind of competence is based on the real-time mode and an appropriate visible competence as defined in the operational manifestations. Based on various categories this Positional competence can be divided into a few parts such as “Core, Cross-functional, and Functional”.
c. Cultural competence 
Cultural competence refers to the ability to get able to participate effectively and ethically in professional and personal intercultural settings. This kind of Cultural competence is important in the organization to encourage the employees and improve their skills and knowledge. The most important five competence of this Cultural competence is “value diversity, conduct self-assessment, manage the dynamics of difference, acquire and institutionalize cultural knowledge, and adapt to diversity and the cultural contexts”.
d. Regulatory competence
The term Regulatory competence refers to the concept of having the skills, ability, and knowledge to grab a job and make the organization successful to achieve its goals and objectives. This Regulatory competence is regulated by the professionals in this organization to advance the career option. 
[bookmark: _Toc138412686]Conclusion
The HR practices and strategies differ between “2 Sisters Food Group and British Councils”, shaped by their distinct objectives, priorities, and operating environments So understanding these differences is crucial for HR professionals to effectively navigate the complexities of their respective sectors and develop tailored strategies that align with organizational goals. As the sector in which an organization operates plays an important role in shaping the effectiveness of HR strategy, as it influences factors such as organizational goals, the external environment, stakeholder expectations, and industry-specific requirements. It is also seen HR's role in developing employees to achieve strategy goals is crucial, and various approaches can be employed, including training and development programs, career development and succession planning, performance management processes, fostering a learning culture, and promoting employee engagement and empowerment. So, by strategically developing employees and aligning their capabilities with organizational strategy, HR can contribute to the success and effectiveness of organizations, whether in the British council or 2 Sisters Food Group, by building a capable and high-performing workforce that drives achievement of strategic goals.
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