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Introduction: 

Employee retention and satisfaction among staff members have been identified as among the most significant crucial and profitable assets by organisations in the present evolving worldwide marketplace. The successful leadership of individual in partnering capability in public sector must be a positive, to ensure Organisation and employees achieve success in financial and individual terms by means of best practises of Human Resource Management. East Coast County (ECC) was used to discuss, evaluate, and clarify on the performance of a company's human resources practises, with an emphasis on the ways that HR in the private sector differs from HR in the public sector, and how to improve the efficacy of HR strategy was investigated using the Agency theory. Approaches HR employs in order to assist employees achieve strategy goals and the organisational elements and their effectiveness have been investigated using resource base view theory, as well as the manner in which Agency theory in the private sector could become viable. The value of business partnering skills, alongside beneficial efficiency and ability, will be meticulously investigated, as with the ongoing business partnering model and organisational culture, to guarantee that HR functions are maximising the potential of the company. 

1: Difference of HR in the private sector from HR in the public sector. 

Public sector Human Resources Management (HRM) keeps attracting the interests of intellectuals since it addresses the operational circumstances of governmental organisations as contrasted with driven by profit businesses in the private sector (Blom et al,2020). In multiple domains, the study adds to the current HRM study.  In the subsequent parts will 
look into the conventional distinction between public and private sector companies, expanding on the value behind their dominant HRM models and disparities in HRM practise adaption. The idea is then suggested that there are approaches that they are beneficial to both sectors and transform each during time. Storey.(1989). When examining the differences between HRM in the public and private sectors, agency theory might prove beneficial when attempting to clarify and resolve arguments concerning the relative objectives of principles and agents; a prime instance of this in the public sector is arises, which may endure longer in the public sector as opposed to the private sector, with the average number of days lost per employee having been thirty times greater in the public sector since 2000, in spite of the fact that public sector income have gone up faster. Nevertheless, according to Leunig (2011), "The ability of public sector employees to strike should be equal to that of their private sector colleagues -; when unions ballot members, these should be calculated separately."(LSE,2011). This is recognised as a positive illustration in the private sector, and is centred on control, ownership, decision making, and organisation. 

The principled agent issue refers to a misalignment of agents' and principals' goals and interests. To argue this, consider HR collaboration skills in the public sector. Quantum workplace defines HR as a designing and leading an HR strategy that supports and endorses the overall objectives of the organisation (Quantum workplace,2021). The public sector's lack of strategic HR Partnering capabilities and senior HR personnel shortages were highlighted. The author explored the differences between HR in the public and private sectors, the effectiveness of HR strategy using Agency theory, and determining the areas of conflict and interest of both parties.Human resources have significance in both the public and private sectors.  To contrast soft and hard HRM, it is essential to differentiate within four categories.  1. Performance and appraisal 2. Compensation and benefits 3. Management of equal opportunities and welfare; and 4. Development and career management. The first and second are Hard HRM practises. The final two are examples of soft HRM practises (Storey 1989). According to Roan et al. (2001), soft and hard HRM practises are considered as nodes on an arc rather than as distinct variables.  Bailey and colleagues (1997).

2 How Private sector determines the effectiveness of HR strategy in an organisation.

2a. Resource based view model:

Applying (Barney,.1991)'s Resource-based views model. Is an organisational structure that can be utilised for assessing the strategic resources that an organisation could use to acquire a competitive advantage.   Furthermore, (Wickman,.2021) emphasises the strategic partner's role in directing an HR agenda that supports and drives an organization's broader goals.

2b. Agency Theory:

In order to demonstrate the effectiveness of the Agency theory, a case study from another organisation should be used to apply its efficacy versus a specific organisation. Structure, decision making, ownership, and control are among the most significant characteristics that influence HR performance throughout both the commercial and governmental sectors.
According to the illustration, the efficacy of HR strategy is determined by the private sector.
This may be advantageous by reducing work load; however, this bureaucratic structure may make it difficult to connect HRM outcomes to the organization's bottom line; this may have been the case for ECC; the private sector is likely to be regarded as a family affair; there may be a lack of structure, resulting in the need to manage each task on individual circumstances.  The impact of an effective framework in the private sector is immediate control over making decisions, immediate insight to organisational development, and simple administration of finances, that leads to enhanced efficiency as a result of a positive culture that fosters a sense of ownership. Due to effective control/good sense of delegation of employees, that improves greater authority, and rudimentary recruiting approaches, the private sector might have limited resources; nevertheless, it can offer greater adaptability and a numerous work environment, whereas large organisations, on the contrary, tend to offer focused on workloads, smaller opportunities for innovation, and a more arranged work environment.

3.How HR develops employees to achieve strategic goals 

3a. Regulations


HR strategic planning entails identifying and responding to HR functional and talent risks that impede the successful execution of strategy priorities, and this is to assist HR leaders with strategic planning of specific initiatives while forecasting an organisation or practising resource allocation between several projects, instance of essential variables to be considered include, Regulations and Culture as outlined below: regulations. As HR is responsible for overall safety and performance, which includes components of employment law, it is critical to ensure employees are treated fairly during procedures like as recruiting, appraisals, and dismissals in order to steer clear of legal conflicts later on. According to (SHRM,.2023), the primary obstacle that companies confront is figuring out how to attract and keep individuals who are keen to stay. Employers who effectively oversee staff retention - throughout times of prosperity and despair - would have a greater probability of overcoming shortages of this sort.   In the opinion of Alharhey et al. (2011), However that wasn't the case with ECC.










3b. Culture 

Culture is another factor that might assist employees achieve their strategic goals given that it is the personality and traits of the organisation, which includes principles and behaviours. A positive workplace culture attracts skilled workers, encourages participation, influences satisfaction, and thus fosters an organization's performance. When a company's culture coincides with its employees, individuals are prone to feel at ease, supported, and acknowledged. Organisations that embrace culture can also weather challenging times as well as modifications in the workplace environment and emerge stronger. (Bailey,. et al 1997), which might not have been the case at ECC, was due to employers struggling to hire for senior roles due in part to a lack of prospective employees with business partnering skills, the latter skills are essential to the workplace, planning processes since they assist in foreseeing future staffing requirements, recognising gaps, reduce costs, and strike an appropriate equilibrium  across various types of employees that include full-time, remote, and contractors,

 4   Organisational climate factors affect the effectiveness of HR strategy

Organisational climate factors in HRM refer to the common perspectives and purpose they connect to the policies, practises, and procedures that they encounter in the workplace, along with the behaviours they observe being rewarded, supported, and expected, in relation to an organization's HR (Cygler et al., 2018). Kumar and Bamel (2013) Argues that organisational environment and procedures, interpersonal interactions, employee behaviour, performance expectations, and opportunities for advancement are all part of the organisational climate. Furthermore, organisational climate has significant consequences at the individual, group, and organisational levels. (2016) (Eskandari and Ghanbari). According to research, organisational environment has a significant effect on employee mood, attitude, and behaviour, and it has a beneficial correlation to work satisfaction and commitment. 2010 (Castro and Martin). 


 The workplace environment is an excellent indicator of organisational and personnel success may safeguard factors related to climate (fairness, supportive awareness, and trust) which promote ongoing employee attraction and retention. Human resource practises and organisational environment are two distinct components that determine how the business strives to accomplish its objectives and purpose by means of individuals, making its employees valuable or important assets.  Several researchers have shown that organisational growth has been linked to an array of advantageous organisational consequences, such as increased predictability and steadiness of an organization's human resource pool, greater dedication to the organisation, and improved communication and oversight.  (2006) (Raduan and Naresh). Organisational management must establish an environment that encourages the desire to be oneself. Employee development and health competition by prioritising, learning organisation, work revamp, assignment rotation, sequence, organising, and numerous other factors, one cannot say that the primary explanation for employee turnover is that individuals quit merely because they consider their positions uninspiring.  Boxall and colleagues (2003) This might be a significant step towards tackling ECC's dilemma of attempting to develop a talent pipeline and commercial partnerships while covering senior HR vacancies.










Conclusion: 

This essay was written to demonstrate the relationship and effectiveness of HRM in the public and private sectors. Its effectiveness was discussed, differences and similarities of HR practises have been addressed, the efficacy of HR in the private sector was argued over, the utilisation of Agency theory and the Base view model was included, examples and debates were presented, and examples of Regulations and Culture as climate factors to help HR develop employees to accomplish their strategies  is of the utmost importance for an organisation to embrace HR resource adheres to that make optimal use of its employees; this trend has generated interest in the impact of HRM on organisational performance, and an array of studies have demonstrated an advantageous relationship between high performance work processes and HRM has proven to attract interest of intellectuals, as it addresses the operational circumstances of Governmental  organisations as contracted  with driven by profit businesses in private sector. It was argued that the HR collaborating skills in the private sector designs and leads HR strategies that supports and endorse the overall objectives of Organisation. The similarities and contrast in public and Private Sector Organisations were discussed in emphasis on Soft and Hard HRM , The four categories were Enlighted and debated 1.performance and appraisal, 2. development career management ,3.compersation and benefits management, 4.equal opportunity and welfare and career management were elaborated as well as culture discussed as tools that Hr use to develop employees to achieve strategic goals. Organisational management has to establish an environment that encourages employees to be themselves. Employee growth and wellness competition by prioritising, acquiring organisation, job revamp, assignment rotation, sequence, organising, and numerous other elements, one can not assert that the primary explanation for staff resignations is that people leave simply because their roles are uninspiring.  This might be a key step towards resolving ECC's quandary of seeking to create a talent pipeline and economic alliances while filling senior HR positions.
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