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Executive Summary
This report has been based on understanding the importance of effective human resource management practices for corporate sectors including the private and public sectors. The difference between performance-based and appraisal-based HRM along with soft and hard HRM practices are assessed here. Positive stakeholder relation, achieving corporate objectives along with improving economic performance is some major benefits of strategic human resource practices. The goal, innovation, people and rule-oriented organisational culture are discussed here.
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[bookmark: _Toc138275178]Introduction 
Employee morale has become one of the crucial factors for ensuring higher corporate success and it is the responsibility of the “Human resource management” (HRM) of an organisation to implement strategic approaches. Based on the views of Rivaldo (2021, p. 26), Human Resource (HR) is one of the major organisational aspects that need to be managed properly for accomplishing the targeted works and achieving ultimate goals. East Coast County (ECC) has identified that within the public sectors the employers faced severe challenges to fill the HR vacancies due to shortage of skilled employees. Jill Paterson, the Chief Executive of ECC has admitted that employers faced major issues in recruiting individuals in HR positions.  Based on a “British Chambers of Commerce” (BCC) report, approximately 82% of UK firms faced major recruitment difficulties in 2022 which has increased rapidly in the present time (Gallacher, 2023). In this context, business firms need to take strategic initiatives for improving employee productivity along with addressing recruitment difficulties. The public sector client of the ECC experienced severe challenges for recruiting skilled workers along with appropriate individuals as the HR managers for ensuring greater workplace productivity. 
This report has been based on understanding the significance of appropriate HR practices for business firms to improve employee participation along with resolving recruitment challenges. In this report, differences of HR practices between public and private sector, importance of HR practices along with climate factors that have significant influence on the HR strategy have been discussed. 
[bookmark: _Toc138275179]Question 1: Difference between human resource (HR) of public and private sector
The human resource management (HRM) of the private and public sectors have several differences on the basis of work structure and performance. Based on the research of Knies et al. (2022, p.801), the HRM of the private sector mainly follows the “hard model” for enhancing workplace performance, while public sectors used to follow the “soft model” for enhancing employee well-being. The HRM of private sectors used to mainly focus on enhancing the quality and competencies of the employees to attain competitive advantages worldwide. For instance, the HRM of private firm Tesco has developed a “HGV Bootcamp” skill development program to accelerate skills of the employees to gain a competitive advantage (Tesco Plc, 2022). The effective “HGV Bootcamp” skill development initiatives can assist Tesco to gain competitive advantages in the global market. Hence, ECC can suggest their public sector clients to focus on enhancing several skill development programs to attain the competitive advantages.
The aim of both the private and public sectors is to enhance the quality of the firms to attain a global brand reputation through consumer satisfaction. The HR managers of the public sector firms used to provide the childcare, maternity and paternity leaves (Knies et al. 2022, p.810). The rules and HR policies of the public sectors are more dedicated to employee well-being. However, there are less leave within private companies compared to the public sectors as the performance matters most within the private sector (Haas and Hwang, 2019, p.59). The hard HRM approaches in the private sectors are essential to enhance performances of the firm on the global stage. Hence, the ECC can support their public sector clients by suggesting the application of the hard HRM skills to better the performance of the employees.
The planning and management is quite different in the public sector and private sector firms. The public sectors used to focus on innovation and excellence from their employees compared to the public sectors. The employees of the private sector feel more dedicated and motivated to work within the competitive business environment. However, the public sector HRM used to follow the contract system for paying their employees as per their performances (Ahmadisheykhsarmast and Sonmez, 2020, p. 103401). The strangling of the senior HR roles can be fulfilled in the public sector HRM system by introducing the smart contract system. 
The public sector firms have traditionally been more dedicated to design HRM practices for welfare management along with equal opportunities compared to private sectors. It can be more effective for the ECC to assist their public sector clients to provide guidance about the effective HRM processes for enhancing employee performance and well-being together. However, the less application of the HRM processes for performance appraisal along with compensation within the public sectors have enhanced the problem for the HRM to accelerate employee and overall company growth (Knies et al. 2022). Hence, it can be useful for the ECC firm to support their public sector clients to design effective HRM models and hire the quality and competent HR managers to accelerate employee performances. 
[bookmark: _Toc138275180]Question 2: Impact of sectors in determining HR strategy effectiveness
External factors associated with the corporate industry including public sector and private sector significantly influenced the effectiveness of the organisational HR practices. Based on the views of Al-Qudah et al. (2020, p. 219), HR managers of the private sectors along with public sectors can support in implementing successful organisational strategies along with meeting business objectives. Apart from this, multiple sectors such as technology, industry, manufacturing operated within the business industry have incorporated different types of HR practices for ensuring better growth. HR managers of business firms play a vital role in enabling all workers in meeting targeted business objectives through enhancing their efficiency along with motivation. It is the responsibility of the HRM department of a firm to ensure simultaneous workflow within the workplace for increasing workplace productivity. Based on the views of Azizi et al. (2021, p. e07233), appropriate HR strategies incorporated within the corporate industry can support in ensuring better mental well-being of employees, job satisfaction and increased productivity. In this context, ECC managers need to understand the influence of external factors including political environment, economic conditions along with social preferences for providing better support to their clients. 
As a major external factor, the political environment of a country has a major influence on the HRM practices of business firms. As per the views of Rahman and Thelen (2019, p. 178), changes within the political environment can lead to transforming tax rules, employment laws along with other organisational changes and business firms need to comply with those. In this context, ECC managers are supposed to suggest to their clients in gathering sufficient information regarding the political environment for improving organisational HR practices. On the other hand, the economic situation of a country also significantly impacts the HR approaches of a business firm. Based on the views of Monyei et al. (2021, p. 2021), economic conditions of a nation strategically influence the talent pool along with impacting the recruitment ability of business firms. Positive economic growth of an organisation can encourage the HR managers in recruiting additional staff for enhancing organisational productivity along with meeting changing business demand. However, economic downfall of a firm can force HR managers in reducing organisational staff through employee lay off processes for decreasing operational expenses. Regarding this, it can be stated that economic growth and downfall of the corporate sector can significantly transform the effectiveness of the HR practices for ensuring better performance. As opined by Knight and Parker (2021, p. 70), “human relation theory” suggests that HR managers need to concentrate on the individual needs of employees for enhancing worker satisfaction along with enhancing organisational productivity. Hence, the ECC managers need to support their clients in acquiring current information associated with the economic conditions and political environment for increasing HR management effectiveness. 
The HR department of a firm can face significant challenges due to the occurrence of any kind of changes within the government regulations. As per the views of Werdati et al. (2020, p. 22), changes within government regulations can impact the hiring process, training, termination as well as compensation of an organisation. However, major business firms across the world faced severe challenges for expanding its business and maintaining corporate activities due to government regulations. For instance, Tesla faced significant challenges for launching its business operations in India and manufacturing vehicles in this country (Mukherjee, 2023). Regarding this, it can be beneficial for ECC to suggest their clients comply with all government regulations including employee laws, recruitment practices for ensuring better success. 
[bookmark: _Toc138275181]Question 3: Importance of HR practices in supporting employees for achieving strategy goals
In the present time HRM approaches have become significantly important for business firms to improve organisational culture along with increasing overall success rate. Effective HR management strategies help to eliminate the gap between the strategic objectives of an organisation and the performance of employees to ensure better competitive advantage in the business market. As per the views of Boon et al. (2019, p. 2499), “strategic human resource management” (SHRM) significantly concentrates on the entire HR system in comparison with individual HR approaches. Moreover, the structure of the HR system can also rely on the “Ability-Motivation-Opportunity” (AMO) model which includes ability improving approaches such as selection and training (Boon et al. 2019, p. 2499) This also includes motivation increasing approaches including providing rewards along with opportunity increasing practices such as enhancing employee participation and job satisfaction. In this context, the managing department of ECC needs to provide sufficient information to its clients for helping them in improving their organisational culture along with HR practices. 
Effective HR practices provide significant advantages to business firms for enhancing employees’ productivity along with increasing organisational effectiveness. Based on the views of Mousa, S.K. and Othman (2020, p. 118595), successful implementation of HR practices can support business firms in developing positive stakeholder relationships, improving organisational economic performance and achieving corporate objectives for better business growth. This can also help in increasing employee engagement within the workplace, enhancing workplace productivity along with ensuring better organisational culture. However, following “stakeholder theory” can be beneficial for business firms in improving relationships with all organisational stakeholders for increasing corporate success. 
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Figure 1: Stakeholder theory 
(Source: Sketch Bubble, 2023)
As stated by Freeman et al. (2021, p. 1758), this theory suggests that a corporate manager needs to understand stakeholders’ needs and prioritise sustainability for constructing and maintaining a positive relationship with all stakeholders. Major business firms all over the world significantly concentrate on enhancing their HR practices for increasing overall business performance. For instance, Google and Cisco are two major firms which have incorporated strategic HR practices within the workplace for decreasing employee turnover and ensuring higher outcomes (Bartram, 2023). Hence, ECC needs to concentrate on addressing staff shortage issues faced by their clients through providing them strategic information regarding employee motivation to fill the HR vacancies.  
In organisational context, employees’ productivity along with performance remarkably depends on employee motivation approaches of the HR managers of an organisation. 
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Figure 2: “Herzberg's Motivation Hygiene Theory”
(Source: Adapted from Bhasin, 2023)
The above picture demonstrates the key factors associated with the motivation theory of Herzberg which can lead to employee satisfaction and dissatisfaction. “Herzberg's Motivation Hygiene Theory” incorporates mainly two factors including motivating factors and hygiene factors which support business firms in encouraging their employees to ensure better performance (Acquah et al. 2021, p. 26). The motivation factors encompass recognition, advancement, career growth and achievement whereas the hygiene factors incorporate organisational policy, working conditions, wages, status and supervision. In this case, ECC needs to suggest their clients in providing better job satisfaction to all employees for increasing employee engagement and recruiting appropriate individuals as HR managers. 
Improvement within recruitment policies along with employee standards for attracting potential employees within the firms can support in resolving labour shortage issues. However, ineffective HRM approaches can be disadvantages for an organisation as this can lead to employee dissatisfaction, increase workplace inequalities, enhance employee turnover rate along with decrease organisational efficiency. Major global firms faced severe issues due to poor HR strategy along with inappropriate workplace culture. For instance, Frontier Communications, Dyson and Walmart are some major global firms that have been criticised for its inappropriate HR practices along with poor workplace culture (Merrill, 2021). This can be disadvantageous for an organisation to achieve corporate objectives and improve employee productivity. Due to this, managers of ECC need to support their clients in improving HR practices through developing positive workplace culture and ensuring better employee engagement. 
[bookmark: _Toc138275182]Question 4: Impact of effectiveness of organisational climate factors in designing the HR strategy
The organisational climate can have a direct impact in designing the HR strategies and policies. Based on the research of Hussainy (2022), there are mainly 4 such as people, rule, and innovation along with the goal-oriented organisational climate that puts an impact on employee’s performances. The ECC needs to suggest their public sector clients to select the right HRM approaches as per the organisational need to continue a sustainable growth. The goal-oriented workplace culture in the private sector firms can assist the HRM to accelerate firms to reach their organisational mission and fulfil business objectives. As per the studies of Triwibisono et al. (2022), rule-oriented workplace cultures are bonded with rules and strong corporate governance. However, the rule oriented workplace culture is less flexible compared to the innovation-based workplace culture. On the contrary, the innovation-based workplace cultures can assist the HRM to encourage diversity and insert new ideas from their employees (Indeed, 2022). The ECC can suggest to their public sector clients to design innovation-based leadership approaches to allow their employees to share more innovative ideas to continue the growth.
The modern global competitive business environment requires competent HR managers to design inclusive strategies for all employees to design a collaborative workplace culture. The people-oriented organisational culture can assist the HRM to design people-focused strategies that can assist to enhance the employee engagement and highly adaptable market (Indeed, 2023). The people-centred leadership approaches of the HRM can assist the public sector HR managers to enhance the employee satisfaction rate within the competitive business environment. The safety of the health and safety norms of the employees can assist the public sector firms to accelerate their employee morale and dedication levels. ECC needs to provide their public sector clients to design the people-oriented workplace culture to accelerate the growth of their firms on a global stage.
The era of globalisation suggests that HR managers need to focus on enhancing the workplace performances to gain competitive advantages. Based on the research of Su et al. (2020), the transformational leadership suggests that the HRM needs to influence their employees to focus on enhancing innovative practices and design collaborative HR. The transformational leadership can assist the global HRM to design innovative workplace climate to accelerate the growth. 
[bookmark: _Toc138275183]Conclusion
Strategic HR practices can support business firms in increasing employee motivation, decreasing employee turnover rate along with achieving ultimate corporate success. However, inefficient HRM can be challenging for business firms as this can lead to poor workplace culture and reduce employee engagement within the workplace. It can be beneficial for ECC to suggest their employees follow the guidelines of “Herzberg's Motivation Hygiene Theory” for improving HRM practices. The adaptation of the contract system can assist the ECC firm to suggest to their public sector clients to enhance the employee payment system as per their performances.  The public sector firms need to hire quality HR leaders who can design effective employee skill development programs such as “HGV Bootcamp” skill development program to enhance employee performance. The goal-oriented workplace culture can assist the HRM of the public sectors to enhance their growth. The use of the innovative leadership approaches can assist ECC to suggest their public sector clients to accelerate their employee productivity. 
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