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INTRODUCTION 

The crucial task of managing and maximising the potential of an 

organization's most precious resource—its people—is known as human 

resource management (HRM). In order to guarantee that workers 

successfully contribute to the accomplishment of organisational goals, 

HRM encompasses strategic planning, recruiting, selection, development, 

and retention of staff. The recruiting and selection procedure are handled 

by HRM. This include determining the organization's personnel 

requirements, posting job openings, screening and interviewing 

applicants, and making the ultimate hiring decisions. In order to ensure 

that the organisation hires the best candidates with the requisite 

qualifications, expertise, and experience, HRM experts play a significant 

role. 
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Employee training and development are a part of HRM. This entails 

creating and putting into practise training programmes to increase 

workers' abilities and knowledge as well as giving them chances to grow 

their careers. The emphasis on ongoing learning and development helps 

to boost staff productivity and work satisfaction. HRM is in charge of 

overseeing employee relations and making sure a productive workplace 

exists. 

According to agency theory, the principal/owner hires the agent/manager 

to carry out a task on their behalf (Jensen & Meckling, 1976), with a 

contract establishing pay for accomplishing desired results (Miles, 2012). 

It is crucial to HRM since it helps to comprehend how principals and 

agents interact. Agents are tasked with carrying out the principal's 

instructions and are expected to put the principal's needs ahead of their 

own. 

Professionals in human resources management (HRM) address 

employee complaints, settle disputes, and promote open communication 

between management and employees. Additionally, they oversee 

compliance with employment rules and regulations and manage 

employee benefit programmes including retirement and healthcare plans. 

HRM boosts employee morale and engagement by fostering a fair and 

supportive work environment, which in turn promotes increased 

productivity and organisational success. Human resource management 

(HRM) is a multidimensional profession. It entails activities including hiring 

and choosing staff, training and developing employees, and maintaining 

good working relationships. By maximising the potential of its employees 

via good management of these areas, HRM helps the organisation 

succeed sustainably overall. 
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How does HR in the Private sector differ from HR in public 

sector? 

 In order to promote organisational performance, the private sector places 

a strong emphasis on human resource (HR) management. HR specialists 

in the private sector are in charge of strategic workforce planning, hiring, 

and choosing workers with the right qualifications. In order to improve 

employee performance and support career progression, they also plan 

and implement training and development programmes. Additionally, HR 

departments in the private sector oversee employee interactions, 

performance management, salary and benefit administration, and labour 

law and regulatory compliance. 

 

 

In the private sector, HR's main objective is to build a successful and 

engaged staff that boosts the competitiveness and profitability of the 

business. In the public sector, HR functions in a special setting where it 

serves the public good. In order to provide public services effectively and 

efficiently, human resources professionals in the public sector concentrate 
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on hiring and keeping a talented and diverse staff. When it comes to hiring 

and choosing employees, they uphold the ideals of justice, equity, and 

meritocracy. Employee welfare, job security, and positive union relations 

are given top priority by HR departments in the public sector. Additionally, 

they are involved in the administration of laws and rules governing 

salaries, benefits, and performance reviews for employees. In order to 

protect public principles, ensure openness, and promote accountability in 

the provision of services to residents, public sector HRM tries to. 

 

 The practises used in HRM in private businesses frequently aim to 

increase output, effectiveness, and profit. In the private sector, hiring and 

selection procedures are centred on locating people with certain abilities 

and credentials that directly influence an organization's financial 

performance. Private sector employers may offer salary and benefits 

packages that are more performance-based and emphasise individual 

incentives and bonuses to retain employees. The public sector, on the 

other hand, functions to serve the public interest, provide public services, 

and advance the welfare of residents. Fairness, equal opportunity, and 

social responsibility are frequently at the forefront of public sector HRM 

practises. In the public sector, recruitment and selection procedures are 

designed to guarantee that the workforce is diverse, representational, and 

meritocratic. The structure of remuneration in the public sector often 

emphasises pay parity, job stability, and benefits that are consistent with 

industry standards and collective bargaining agreements. The goal is to 

keep a staff that is devoted to serving the public, steady, and motivated. 

Employee interactions represent yet another important distinction. 

Complex labour relations, collective bargaining, and unionised employee 

representation are frequent issues in the public sector. While fostering 
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strong employee relations and ensuring adherence to labour standards, 

HRM practitioners in the public sector must traverse the legal and 

regulatory frameworks that are unique to the public sector. Although they 

must still go by labour rules and regulations, HRM may have greater 

freedom to design employee relations policies and practises in the private 

sector. Between the two industries, there are also different performance 

management techniques. Individual performance and result-oriented 

assessments are often prioritised in HRM in the private sector. Individual 

goals and targets that are in line with the financial goals of the organisation 

are frequently related to performance indicators. Performance 

management often has a larger focus in the public sector. It takes into 

account organisational performance, service quality, and compliance with 

legal and policy requirements in addition to individual performance. 

Assessing public value, effective resource allocation, and social results 

may be the main foci of HRM in the public sector. 

Through his research, Potcovaru, A.M. (2018) highlights the key aspects 

of human resources management that we may use in both the public and 

commercial sectors. The managers in the public and private sectors might 

approach HR practises from different angles. Since the distinction 

between the terms "public" and "private" was formed in the 1980s, this 

hypothesis has been put out (Becker and Connor, 2005). The reason for 

this viewpoint is because, as compared to private employees, public 

employees appear to have distinct interests and expectations at work and 

have different characteristics. Performance of the human resources 

department directly affects an organization's efficiency. In order to 

describe both the public and private sectors and to identify the best 

practises that may be transferred from the private to the public sectors in 
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order to enhance their respective activities, this article evaluates and 

assesses the publications from the previous ten years. 

Brown, K. (2004) analysed the trends in public sector reform and looked 

at how modern HRM relates to the agenda for change being pursued in 

the public sector. It highlights the distinctions between the conventional 

bureaucratic model and the latest management strategy for operation and 

activity in the public sector. It looks at how organisational, policy, and 

institutional developments brought to a new way of managing employees 

in public service organisations. 

Finally, there are differences in the two industries' long-term employment 

outlooks. The public sector frequently offers more stable employment 

opportunities and an emphasis on long-term careers within the public 

service. On the other side, the employment situation in the private sector 

could be more influenced by market forces, economic cycles, and 

competitive pressures. And it is more flexible towards shifting market 

conditions. Different HRM strategies are used in the private and public 

sectors due to differences in goals, organisational cultures, employee 

interactions, performance management, and long-term employment. 
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How does Sector determine the effectiveness of HR 

Strategy? 

 The efficacy of an organization's HR strategy can be strongly impacted 

by the industry in which it operates. The operational context, 

organisational goals, workforce characteristics, and regulatory 

environment are only a few sector-specific elements that affect how 

effective an HR strategy will be. For the purpose of creating and 

implementing an HR strategy that meets the specific requirements and 

problems of the industry, it is essential to comprehend these variables. 

 

Diverse industries have their own dynamics, market forces, and 

competitive environments. For instance, the HR strategy for the 

technology industry must be focused on attracting and keeping top 

personnel, building a culture of innovation and continuous learning, and 

promoting agility and adaptation. The technology industry is recognised 

for its fast-paced and inventive environment. On the other side, industries 
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like healthcare or public administration could put stability, adherence to 

laws, and offering fair services first. To support the organization's 

objectives within the sector, effective HR strategies must take these 

contextual aspects into account and adjust accordingly. 

A sector's organisational aims and objectives have an impact on the 

efficacy of HR strategy. The HR procedures that must be used are shaped 

by the particular objectives of an organisation within a sector. For 

instance, the HR strategy must place a strong emphasis on foreign talent 

acquisition, cultural diversity, and worldwide mobility if a firm wants to grow 

internationally. In contrast, a business that wants to increase operational 

effectiveness would concentrate on HR tactics that boost productivity, 

streamline procedures, and encourage employee involvement. HR 

strategies must be in line with organisational objectives to provide the 

necessary results and succeed in the industry. 

The success of HR strategy is influenced by the workforce's 

characteristics. Different industries have different labour market 

characteristics, skill needs, and workforce demographics. To successfully 

attract, develop, and retain people, HR initiatives must consider these 

distinctive workforce traits. For instance, industries with a lack of skilled 

workers may need to spend money on training and development 

programmes to upskill workers and fill talent gaps. Sectors with a varied 

workforce may also require HR policies and procedures that support 

inclusion, diversity, and equal opportunity. Understanding the workforce 

dynamics in the industry helps HR professionals develop strategies that 

are tailored to the unique requirements and difficulties of successfully 

attracting and managing personnel. 

The efficacy of HR strategy is largely influenced by the regulatory 

environment of the industry. The laws, rules, and industry-specific 
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compliance standards that affect HR practises are unique to each sector. 

For instance, there are strict rules governing data protection, ethics, and 

professional certifications in the financial and healthcare industries. To 

guarantee compliance and reduce risks, HR strategies must be in line with 

these legal and regulatory frameworks. If you don't, you risk facing legal 

repercussions, harm to your reputation, and financial fines. In order to 

incorporate sector-specific legislation into their plans and practises, HR 

professionals must keep up with current regulations in that area. 

According to Boxall, P. and Purcell, J. (2000), strategic HRM implied 

concern with how HRM is vital to organisational performance. We take 

into account the two prominent normative frameworks of "best practise" 

and "best fit." The article concludes that organisational, sectoral, and 

national context contingencies have a significant influence on business 

HR strategy. Such a conclusion does not, however, render all "best-

practice" reasoning useless. The resource-based view (RBV) of the 

business is next taken into consideration, and the question of whether this 

provides a stronger framework for the development of SHRM theory and 

for comprehending the role of HRM in achieving sustainable competitive 

advantage is raised. 

Teo, S.T., and Rodwell, J.J., (2007) investigate the impact of HR 

departments, the extent of strategic integration, and the operational and 

strategic engagement of HR departments as indicators of 

HRM performance.  146 senior line managers and HR executives from 

commercial and non-commercial public-sector organisations in Australia 

served as the basis for this study. The findings show a strong correlation 

between HR influence, strategic integration, operational HR activities 

delegated to line managers, and HRM function performance. It's 

interesting to note that there was no correlation between the perceived 
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success of the function and HR departments' level of strategic 

participation. The diverse constituency approach to human resource 

management is supported by an analysis of the individual-level data, 

which shows that respondents from various job functions have varying 

opinions on HRM. The report illustrates difficulties HR professionals 

confront while trying to be operational and strategically valuable. © 2007 

Wiley Periodicals, Inc. 

Therefore, the operational environment, organisational objectives, 

workforce characteristics, and industry regulatory environment all 

influence how HR strategies are designed and put into practise. By 

considering these sector-specific elements, HR professionals can create 

plans that handle the special possibilities and problems within their 

industry, eventually assisting in the success of the organisation. Employer 

involvement can be increased, top talent can be attracted and retained, 

performance can be improved, and organisational objectives can be 

supported by effective HR strategies that are specific to the industry. 
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How can HR develop employees to achieve strategy goals? 

An essential role of human resources (HR) in organisations is helping 

people grow so they may accomplish strategic goals. HR is essential in 

coordinating employee development with the company's overarching 

strategic goals. HR may make sure that staff members have the 

knowledge and abilities they need to successfully contribute to the 

accomplishment of organisational objectives by promoting a culture of 

ongoing learning and development. Here are a few crucial tactics HR may 

use to promote the achievement of strategic goals and enhance employee 

development. 

Katou, A.A. (2017) examine how the organization's proximal (such as 

fulfilment with work, inspiration, and organisational dedication) and distal 

(such as staff involvement, organisational citizen behaviour [OCB], 

employee cooperation, desire to quit, and functional performance] 

outcomes are impacted by the human resource management (HRM) 

system. Additionally, the results show that HRM systems have a 

significant (direct and indirect) impact on employee work satisfaction and 

excitement, OCB and employee collaboration, operational effectiveness, 

and organisational outcomes. 

According to Hussein, I.J., and Kareem, M.A. (2019), employability is the 

main objectives for any organisation given the development of 

globalisation and the swift changes in the economic environment. The 

effectiveness of an organisation is determined by the quality of its human 

resources, and efficient HR practises may raise worker competency 

levels. They examine how human resource development techniques 

impact the performance of workers and the effectiveness of the 

organisation by using a sample of public universities in Iraq. The outcome 

demonstrates that HRD practises have a significant impact on improving 
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organisational effectiveness and employee performance. The findings 

also indicate a statistically significant link between organisational success 

and personnel performance. 

 

 HR may set up a thorough performance management system that offers 

frequent feedback and assessments. HR may determine an employee's 

strengths and shortcomings by establishing clear performance standards 

and performing frequent performance assessments. Using this data, it is 

possible to create individualised development programmes that are 

catered to the requirements of each person. HR may assist staff members 

in developing their skills and knowledge by offering training opportunities, 

coaching, and mentoring, which will help them meet strategic objectives. 

 

HR may encourage an organisational learning culture. This may be 

accomplished by giving workers chances for training and growth. 

Workshops, seminars, and webinars on subjects pertinent to the 
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business's strategic goals might be organised by HR. HR can also assist 

professional certificates or graduate degrees for workers who want to 

continue their education. By supporting employee development, HR 

makes certain that the workforce has the skillsets required to meet 

strategic objectives. 

To find high-potential individuals and foster their development, HR may 

put talent management techniques into practise. This entails developing 

succession plans and identifying important jobs that are essential to the 

organization's strategic goals. To give employees a variety of experiences 

and possibilities for advancement, HR can arrange cross-functional 

initiatives, job rotations, and career development programmes. HR 

ensures a pipeline of qualified workers prepared to assume leadership 

roles and advance the organization's strategic goal through developing 

internal talent. 

Technology may be used by HR to improve employee development. To 

offer adaptable and accessible learning possibilities, online learning 

platforms, e-learning modules, and virtual training sessions can be used. 

In order to pinpoint skill shortages and customise development activities, 

HR might also use data analytics. Utilising technology, HR can give staff 

members the resources and tools they require to effectively create and 

contribute to strategic goals. 

HR can create a welcoming, inclusive workplace that promotes 

cooperation and ongoing development. HR may provide chances for 

workers to learn from one another and acquire new skills by encouraging 

information exchange, cooperation, and cross-functional collaboration. 

Additionally, HR may build communities of practise and mentorship 

programmes where workers can share knowledge and experience. 
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As a result, HR is crucial in helping people grow in order to accomplish 

strategic goals. HR can make sure that workers have the abilities, 

understanding, and attitude required to effectively contribute to the 

organization's strategic goals by putting performance management 

systems into place, encouraging a learning culture, developing talent, 

utilising technology, and creating a supportive work environment. HR 

increases the skills of people while also boosting the performance and 

competitiveness of the organisation as a whole by investing in employee 

development. 
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What organisational climate factors affect the effectiveness 

of HR Strategy? 

The success of an organization's HR strategy is significantly influenced by 

elements related to the organisational environment. These elements 

include the pervasive attitudes, convictions, and perceptions that affect 

employees' conduct and output. The organisational atmosphere has the 

potential to help or impede the effective use of HR techniques for luring, 

grooming, and keeping talent. 

In their study of the connection between organisational atmosphere and 

employee views of engagement, Shadur, M.A., Kienzle, and Rodwell 

(1999) looked into the issue. The three key components of employee 

engagement, according to the authors, are decision-making participation, 

teamwork, and communication. Regression analyses were performed 

using employee demographic information, employee emotional attitudes 

(work commitment, job satisfaction, and stress), and three organisational 

climate variables (bureaucracy, creativity, and assistance). The findings 

demonstrated that each of the employee participation factors was strongly 

influenced by supportive climates and commitment. 

To better understand how organisational factors like supportive human 

resource management policies and practises (SHRPP) and organisational 

climate (OC) can affect HR managers' affective attitudes towards 

promoting women into organisational leadership roles, Biswas, Boyle, and 

Bhardwaj (2021) examined a mediated model. The findings show that 

SHRPP adoption is positively correlated with OC, which in turn influences 

HR managers' attitudes and results in the use of fair promotion procedures 

for organisational leadership posts. 
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 The atmosphere is influenced by a variety of elements, including the 

leadership style, communication styles, teamwork, organisational 

structure, and degree of employee participation. Therefore, in order to 

establish an atmosphere that maximises the efficacy of their strategic 

efforts, HR professionals must understand and manage the organisational 

climate variables. 

 

The efficacy of HR strategy is significantly impacted by management and 

leadership practises. Employees are more likely to accept and participate 

in HR initiatives when leaders and managers show their support and 

dedication to them. A healthy organisational atmosphere that supports the 

successful execution of HR strategy is facilitated by effective 

communication, visible support of HR programmes, and constant action 

alignment with HR goals. On the other hand, inconsistent or weak 

leadership can undermine the success of an HR strategy by confusing or 

alienating personnel. 

Availability and 
Allocation of 

Resources
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The success of HR initiatives is significantly influenced by organisational 

culture. HR efforts are more likely to succeed in an atmosphere that values 

employee growth, creativity, and cooperation. The execution of an HR 

strategy may be hampered by an organization's emphasis on hierarchical 

structures, restrictive procedures, or opposition to change. In order to 

achieve HR objectives, HR practitioners must understand the current 

cultural norms, adapt their methods accordingly, and, where required, 

attempt to influence cultural change. 

The success of an HR strategy is influenced by resource availability and 

allocation. For HR programmes to be properly implemented, there must 

be sufficient finance, technology, and workforce numbers. The breadth 

and effect of HR efforts may be constrained by a lack of resources, 

producing less than ideal results. In order to acquire the required 

resources and guarantee their effective allocation to support the execution 

of HR strategy, HR professionals need to work together with 

organisational leaders. 

Engagement and involvement of employees are important additional 

factors. Employees are more likely to accept and support HR initiatives 

when they are actively participating in them. Increased effectiveness is 

the result of open channels for feedback, employee involvement in 

decision-making, and chances for significant involvement in HR 

programmes. 

The success of an HR strategy can be impacted by organisational 

structure and processes. The effective execution of HR strategies is made 

possible by clear reporting structures, effective decision-making 

procedures, and suitable HR systems (such as performance 

management, talent acquisition, and learning management systems). On 

the other hand, the execution of HR strategy might be hampered by 
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complicated and bureaucratic processes, competing roles and duties, or 

out-of-date HR technology. 

In conclusion, a number of organisational environment elements affect 

how well HR tactics work. The performance of HR efforts is significantly 

influenced by factors such as leadership support, organisational culture, 

resource allocation, employee engagement, organisational structure, and 

systems. The effective execution of HR initiatives may be facilitated by a 

healthy organisational environment that HR professionals can actively 

manage. This will boost both organisational performance and employee 

outcomes. 
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CONCLUSION 

Over time, there have been major changes to both the commercial and 

governmental sectors' HRM practises. Organisations in the private sector 

are increasingly adopting a socially conscious approach to human 

resource management, harmonising their procedures with the welfare-

focused HRM prevalent in the public sector. This transition towards being 

a "model employer" places an emphasis on the welfare of employees, 

career advancement, and work-life harmony. The public sector, on the 

other hand, has undergone changes influenced by the New Public 

Management (NPM) principles, attempting to improve efficiency and 

effectiveness while upholding traditional public ideals of legality and 

impartiality. Even though traditionally there have been clear distinctions 

between the two industries, empirical data points to a convergence in 

several HRM practises. The degree of convergence, however, may 

fluctuate across various nations and organisations. It is crucial for HRM 

professionals, whether they work in the private or public sectors, to 

comprehend the distinctive operational environments and modify their 

practises to match the particular demands and objectives of their 

organisations. This is true as both sectors continue to develop. 

The efficacy of an organization's HR strategy is significantly influenced by 

the industry in which it works. The development, execution, and results of 

HR strategies are influenced by the unique traits, objectives, and 

difficulties of each sector. In the private sector, the focus is frequently on 

maximising profits, competing in the market, and maximising shareholder 

value. As a result, HR strategies prioritise performance-driven methods, 

talent acquisition, and compensation structures that are linked to both 

individual and organisational goals. The public sector, on the other hand, 

is concerned with providing public services, abiding by legal and ethical 
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guidelines, and making sure that justice and equity are upheld. HR 

strategies in the public sector may place a strong emphasis on the 

satisfaction of employees, their involvement in decision-making, and 

regulatory compliance. Understanding and addressing the specific 

requirements of the industry, considering elements like organisational 

culture, stakeholder expectations, and outside influences, is necessary for 

HR strategies to be effective. HR professionals may maximise the 

efficiency of their strategies in promoting employee performance, 

contentment, and overall organisational success by adapting them to the 

sector-specific demands and coordinating them with organisational goals. 

A company's human resources (HR) department is crucial in helping 

employees grow and accomplish strategic objectives. HR can help with 

this by putting in place a thorough programme for staff development that 

is in line with the overall plan. Various efforts, including training and 

development opportunities, mentoring programmes, performance 

management systems, and career promotion routes, might be a part of 

this programme. HR may encourage a culture of lifelong learning and offer 

tools so that staff members can advance their education. Additionally, HR 

may work closely with managers and leaders to pinpoint employees' 

particular development needs and create specialised programmes for 

them. HR may increase the skills, capabilities, and engagement levels of 

employees by making investments in their development, thereby enabling 

them to successfully contribute to the strategic goals and long-term 

success of the organisation. 

 The efficacy of HR strategy is substantially impacted by a number of 

organisational environment characteristics. First and foremost, 

management and leadership support is essential since their dedication to 

and involvement in HR initiatives has an impact on employee engagement 
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and the adoption of HR practises. Second, openness and communication 

inside the company promote a pleasant environment that enables staff 

members to comprehend and support HR policies. Thirdly, the adoption 

and use of HR practises are improved by a culture of justice and trust. 

Fourthly, organisational structure and resource allocation are important 

because they allow for the successful implementation of HR strategy. Last 

but not least, employee engagement and empowerment generate 

ownership and commitment, which helps HR initiatives succeed. HR 

strategies may be more effective and in line with the general aims and 

objectives of the organisation by considering and addressing these 

organisational environment elements. The resource-based view (RBV) 

framework is also used to identify the strategic resources a business might 

deploy to gain a competitive edge over its rivals over the long run 

(sustainable) 
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