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[bookmark: _Toc137814139]Introduction
East Coast County (ECC), a company in the public sector, aids its customers through a range of HR and organisational growth programmes. Around five years ago, ECC identified a serious issue in the general public sector: a lack of capacity for strategic HR collaboration. The lack of qualified individuals in top HR positions was causing problems for employers in the area by limiting their ability to effectively address organisational needs. ECC decided to take action because it understood the value of strategic HR partnerships and the need to build a talent pipeline. The organisation understood that if they were to lack a large pool of applicants with great business relationship skills, they were going to continue having a lot of openings at the Head of Human Resources level. In order to solve this issue, ECC's chief executive, Jill Paterson, stressed the importance of building a pipeline of talent as a way of nurturing and developing people who could fill these critical managerial human resources jobs. By tackling the lack of proactive HR partnering capabilities and actively developing a talent pipeline, ECC sought to equip the public sector with qualified HR professionals capable of fostering organisational success and overcoming the particular problems faced by public sector organisations.
[bookmark: _Toc137814140]How does HR in the private sector differ from HR in the public sector
HR differences between the private and public sectors can take many different forms. These differences arise from variations in organisational goals, priorities, legal frameworks, stakeholder relationships, and operating environments. Critically addressing these variations, we can highlight the following factors:
Organisational Goals and Priorities: Private sector HR departments are generally conscious of maximising profitability, driving enterprise growth, and delivering shareholder value. The HR function inside the private segment regularly works closely with different enterprise units to align HR techniques with organisational goals, which include skills acquisition, retention, and overall performance management, to gain a competitive position (García-Juan, Escrig-Tena and Roca-Puig, 2019). In contrast, HR in the public sector is more mission-driven, aiming to serve the public interest and provide vibrant and effective public services. Public sector HR emphasises fairness, equity, and transparency in its practices, making sure of compliance with legal and ethical requirements.
[image: ]Figure.Organisational Objectives
(Source: Self-Made)
Legal Framework and Regulations: HR in the public sector operates within a more strict legal and regulatory framework than the private sector. Public sector businesses frequently face greater scrutiny and are subject to precise laws and guidelines associated with employment practices, labour relations, and public accountability (Kuziemski and Misuraca, 2020). These regulatory surroundings affect HR approaches which include recruitment, selection, compensation, and disciplinary procedures, which should adhere to strict guidelines and public sector policies.
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Figure: Regulatory Environment
(Source: Self-Made)
Stakeholder Relationships: Private sector HR usually specialises in assembling the goals and expectancies of shareholders, executives, managers, and personnel. The HR characteristic plays a strategic role in talent management, worker engagement, and creating an excellent work culture that helps business goals. In the public sector, HR should stabilise the interests of several stakeholders, along with elected officials, citizens, unions, and public interest communities (Kravariti and Johnston, 2020). Public sector HR often involves extensive sessions, collaboration, and negotiation with diverse stakeholders to ensure the delivery of effective and fair public services.
Budgetary Constraints and Resource Allocation: HR in the public sector frequently face budgetary constraints and limited sources as compared to the private sector. Public sector businesses have to perform within the limits of allotted budgets and demonstrate efficient use of public finances. This impacts HR's ability to implement comprehensive education and improvement applications, competitive compensation applications, and advanced HR technologies, which can be more easily available inside the private sector.
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Figure: Funding & Budget Constraints
(Source: Self-Made)
Decision-Making Processes: Private sector HR departments commonly have more autonomy in decision-making processes, allowing them to respond rapidly to market needs and business goals. They can quickly put into effect modifications to HR regulations, practices, and techniques that adhere to the dynamic business environment (García-Juan, Escrig-Tena and Roca-Puig, 2019). However, public sector HR decisions may also contain a couple of layers of approval, bureaucratic methods, and adherence to public sector guidelines, resulting in slower decision-making methods and a more dependent approach.
It's essential to be aware that the extent of these differences can range across countries, areas, and specific agencies within the private and public sectors. Additionally, there can be instances of overlap or convergence between HR practices in both sectors as companies attempt to adopt best practices from each other.
[bookmark: _Toc137814141]How does the sector determine the effectiveness of HR strategy
The effectiveness of an HR strategy in any sector, which includes the public sector, may be decided via various indicators and measures. Here are some key elements that can be taken into consideration whilst evaluating the effectiveness of an HR method:
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Figure: HR Strategy Effectiveness
(Source: Self-Made)
Alignment with organisational goals: The HR approach must align with the general desires and objectives of the sector or enterprise (Alves et al. 2020). It should aid the project, vision, and strategic priorities, ensuring that HR tasks contribute to achieving broader organisational outcomes.
Talent acquisition and retention: A successful HR approach must attract and keep top talent within the zone. Key metrics to assess effectiveness might also include time-to-fill vacancies, great hires, worker turnover charges, and worker pride surveys. A sturdy HR strategy is aware of attracting remarkable applicants, offering competitive compensation and benefits, and enforcing effective retention packages.
Employee engagement and pleasure: The HR method should promote a positive work environment and foster employee engagement (Verma, 2017). Metrics such as employee engagement surveys, remarks mechanisms, and employee delight ratings can assist in examining whether HR projects contribute to excessive tiers of worker morale, motivation, and productivity.
Leadership development and decision planning: A powerful HR strategy must emphasise leadership development and decision-making plans. It must perceive high-capacity personnel, provide them with opportunities for boom and advancement, and ensure a clean transition of leadership positions (Paauwe and Boon, 2018). Tracking the range of personnel in management development applications, the achievement fee of internal promotions, and the availability of certified successors for critical roles can imply the strategy's effectiveness in this place.
Learning and improvement: The HR method has to help continuous mastering and development opportunities for employees. Assessing the participation costs in schooling packages, measuring the impact of training on worker performance, and tracking the utility of recent abilities and expertise can assist in deciding the effectiveness of the HR method in enhancing worker capabilities.
Employee overall performance management:A practical HR approach should consist of sturdy performance control systems that set clean expectancies, provide regular feedback, and recognize and reward high performance (Anwar and Abdullah, 2021). Evaluating key performance indicators (KPIs), performance appraisal ratings, and the alignment of individual goals with organisational targets can offer insights into the effectiveness of the approach in dealing with worker performance.
HR metrics and analytics: Utilising HR metrics and analytics can provide treasured insights into HR tasks' effect on overall organisational metrics, along with cost consistent with hire, turnover charges, education ROI, and productiveness measures, which can be used to assess the effectiveness and implementation of the HR method.
It's vital to note that the effectiveness of an HR strategy can also be prompted by external elements, including adjustments in the complex work marketplace, regulatory necessities, and technological advancements. Therefore, frequently reviewing and adjusting the HR approach primarily based on feedback, information analysis, and converting organisational desires is vital to ensure ongoing effectiveness and achievement.
[bookmark: _Toc137814142]How can HR develop employees to achieve strategic goals
Through creating an atmosphere that is conducive to growth and education and coordinating personal growth with organisational goals, HR plays a critical role in helping people develop to reach strategic goals.
Programmes for Training and Development: HR has the capacity to design and administer training initiatives that enhance staff members' expertise in light of their responsibilities and the company's strategic aims. These courses could cover technical instruction, growth in leadership, industry-specific credentials, and interpersonal and managerial training. By funding employee training, HR makes sure that the staff has the skills needed to implement strategic objectives successfully.
Performance Management: HR may set up mechanisms to track employee progress towards organisational objectives, give regular feedback, and establish established standards. Examples of this include developing key performance indicators (KPIs) and establishing procedures for performance review (Saputra,  2022). HR supports staff members in understanding how they contribute to the organization's success and offers chances for recognition and growth by tying their individual achievements to strategic goals.
Planning for Succession: HR may create succession planning programmes to identify and develop staff members with strong potential employees. HR makes sure the company has a pool of skilled people ready to fill important positions as they open up. Building capacities for leadership and assisting in retaining top people are all benefits of succession planning, which guarantees the continuity of activities and strategic objectives.
Opportunities for Career Development: HR may support career advancement prospects by creating career development programmes, offering mentoring and coaching support, and establishing promotion policies based on merit and performance. This inspires workers, cultivates a sense of loyalty, and enables them to see a clear route for advancement inside the company. By tying employee aspirations to organisational needs, HR can foster a highly engaged staff that is committed to accomplishing strategic goals.
Initiatives for Employee Engagement: HR activities that can increase employee engagement include employee appreciation programmes, consistent communication channels, and chances for employee input into decision-making (Werdhiastutie et al. 2020). Engaged workers are more likely to be dedicated to the company's goals, to take the initiative, and to offer original ideas that can affect strategic outcomes.
Sharing of knowledge and continuous learning: HR may promote a culture of constant advancement by encouraging employees to take part in ongoing professional development activities, attend events and workshops, and join organisations specific to their industry. Additionally, HR can support internal knowledge-sharing platforms like communities of practice where staff members may impart information, best practices, and lessons learned.
[image: ]
Figure: 9 Steps of Employee Development
(Source: Siocon, G. 2022)
To ensure that initiatives for employee development are in line with the organization's strategic objectives, HR must work closely with managers and leaders across the organization. Feedback, performance metrics, and employee surveys should be used on a regular basis by HR to assess these initiatives' efficacy and make any necessary adjustments to continuously enhance the development programs and their impact on achieving strategic goals (Alsafadi and Altahat, 2021). By implementing training and development programs, performance management systems, succession planning initiatives, career advancement opportunities, employee engagement initiatives, continuous learning platforms, and performance-based incentives, HR plays a crucial role in developing employees to achieve strategic goals. HR improves individual capabilities as well as aligns employees' skills and motivations with the organization's strategic priorities by investing in employee development. This results in a workforce that is more engaged and high-performing, which drives the achievement of strategic goals.
[bookmark: _Toc137814143]What organisational climate factors affect the effectiveness of HR strategy
Organizational climate factors significantly influence HR strategies' efficacy. These factors significantly impact how HR initiatives are received and implemented and shape the workplace as a whole. The effectiveness of HR strategy is influenced by leadership support, employee engagement, communication and collaboration, organizational culture, and other key organizational climate factors. HR strategies can only succeed with strong support from top executives (Chams and García-Blandón, 2019). It shows their commitment and encourages employee participation when leaders actively endorse and advocate for HR initiatives. Support from leadership ensures that HR strategies are given the resources, visibility, and organizational priority they need to be successful. Collaboration and communication channels that work well improve comprehension, engagement, and alignment with HR strategies. Employees are better able to comprehend the purpose, benefits, and expectations of HR programs if communication is open and honest (Yong et al. 2020).
HR and other departments should work together to create a unified strategy and ensure that HR strategies are seamlessly integrated into the overall organizational framework. The efficacy of HR strategies is positively impacted by employee engagement. Engaged workers are more likely to embrace change, contribute their thoughts, and actively participate in HR initiatives. By fostering a supportive and inclusive work environment, recognizing and valuing employee contributions, and providing opportunities for involvement, HR can increase employee engagement. HR strategies' success is significantly influenced by the culture of the organization. HR initiatives are more likely to align with and be made easier to implement in a culture that values employee development, encourages innovation, and supports continuous learning (Jerónimo et al. 2020). A positive organizational culture that is open to HR practices and supports the achievement of strategic goals should be the goal of HR. For HR strategy to work, a good performance management system is important. It encourages accountability and drives performance improvement when performance expectations are clearly defined, feedback is provided frequently, and evaluations are fair and objective. HR should ensure that the performance management processes align with the company's strategic goals so that the company can find areas for improvement and make it easier for employees to grow. Successfully implementing HR strategies necessitates an appropriate allocation of resources, including financial, technological, and human resources. HR can make investments in training programs, technology infrastructure, and efforts to acquire talent with sufficient funding (Yusliza et al. 2019). In order to acquire the necessary resources and ensure that their allocation is in line with strategic priorities, HR should collaborate with organizational leaders. HR strategies cannot be successful unless employees are able to successfully manage change. HR should actively address resistance to change, explain the motivations behind HR initiatives, and assist employees in adjusting to new procedures with support and training. HR strategies are more likely to be successfully implemented, and the growth of the company is aided by a culture that embraces and manages change. HR professionals can maximize the impact of their initiatives and contribute to the success of their organizations by recognizing and addressing these organizational climate factors. HR strategies' efficacy is influenced by leadership support, employee engagement, communication and collaboration, and organizational culture. HR initiatives are successful when they are implemented and adopted in an atmosphere where employees are receptive, engaged, and aligned with organizational goals. In the end, this helps the organization achieve its objectives.
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Figure: HR Strategy
(Source: Workbook, 2021)
[bookmark: _Toc137814144]Conclusion
From the study, it can be concluded that this essay emphasized the importance of addressing the public sector's lack of strategic HR partnering capability and the role of HR in employee development for senior HR positions. Employers face difficulties filling these positions due to a lack of qualified applicants, as the case study of East Coast County (ECC) demonstrated. The essay talked about factors like leadership support, communication, collaboration, employee engagement, and organizational culture that affect how well HR strategies work. In order to build a skilled workforce capable of achieving strategic HR goals, it emphasized the significance of investing in employee development through training, performance management, succession planning, and career advancement opportunities.
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