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[bookmark: _uw12yoz3rdtn][bookmark: _Toc137701135]Introduction
Human resource management is one of the most essential aspects within the organization whether it is the private sector or public sector. It is one type of strategic approach that can help organizations to effectively manage the workforce. The main aim of human resource management is to increase employee productivity and help the organization to achieve success. Therefore, in this study, the researcher will discuss HR management in the public sector and private sector compare them, and also determine the effectiveness of HR management in both sectors. 
[bookmark: _Toc137701136]How does HR in the private sector differ from HR in the public sector
Human resources strategies need to be planned according to the needs of the organization and its employees. Therefore, there exists various differences in the HR policies of the private sector and public sector. 
HR in Public sector
According to the statement of Ciobanu et al. (2019), HRM approach in the public sector organizations is based on meaningfulness. The employee's performance in the public sector is highly influenced by intrinsic motivational factors such as  autonomy, contribution, responsibility, interests, or fairness. Managers can use the knowledge to stem down negative behavior and enhance positive behavior at the workplace. The employees working in the public sector are supported by funding from the government which increases the role of human resources to a great extent. The HR managers working in the public sector need to have a positive environment that can help in providing job satisfaction to the employees and build trust among them. 
HR in Private sector
As per the statement of Malik et al. (2022), the modern HRM functions become more responsive, innovative, market oriented, and client specific in the private companies. The companies in the private sector are target oriented and competitive and the work of HR is to satisfy the needs of the employees while fulfilling the objectives of the companies. The manager managing the human resources within the organization has the full authority to recruit, train and terminate the employees on his own discretion if they do not perform well. Then HR managers protect and motivate the employees towards achieving the goals of the organization with an aim to satisfy the needs of the employees. 
Difference between HR in Public sector & Private sector
As per the statement of de Geus et al. (2020), the private sector offers consumer goods and services to the public at large but public organizations interact with the customers as citizens as per the various set of legal and normative regulations. As opined by Blom et al. (2020), organizational goals, in the public companies, are expected to be less tangible, more diverse, hard to measure, and conflicting as compared to the private sector. Thus the effects of HRM practices on the public organizations are lower than that of the private organizations. It has discretion in the HR policies associated with promotion opportunities, incentives, and employee exit management as compared to the private sector HR managers. In other words, the power of managers was also found to be limited. HRM practices in public companies are limited as the power of the HR managers is comparatively lower than that of private HR managers. It is expected that the employees working in the public sector will have a higher value for motivation than that of the employees working in the private sector due to the motivation of serving the nation. In the opinion of Boselie et al. (2021), the political agenda of a country shapes the HRM policies of public sector organizations. Other important factors that can create an impact on the HRM policies of public sector organizations are associated with public opinion, cost-pressures, and rules/regulations formulated by the government. The employees are self-motivated to work for the purpose of serving the country in the public organizations. On the other hand, the employees in the private sector need to be motivated through various incentives to achieve the organizational goals. According to the statement of Ahmad et al. (2022), the private sector has a higher staff turnover rate than that of the public sectors. Employers in the private sector can improve the quality of work by implementing proper human resource management practices. The role of the HR managers is to provide job satisfaction to the employees so that the turnover of the employees reduces.
[bookmark: _Toc137701137]How does the sector determine the effectiveness of HR strategy
Strategies to determine the effectiveness of HR strategy in Public sector
As per the statement of Knies et al. (2017), the findings on the public sector reveal that strategic human resources management has a positive impact on employee motivation and performance of the organization. The difference in the public companies’ HRM practices and the private companies lies in the characteristics based on various aspects that can help in determining the effectiveness of HR strategies in the public sector organization. Mission of the organizations in the public sector can have important implications for understanding the effectiveness of the HRM strategies for the organization. For example, a public sector unit where the aim of the sector is to provide facilities to the audiences at large needs to identify such goals and their fulfillment can help in understanding the effectiveness of HRM policies. The public sector organizations have to motivate the employees through their HRM practices in such a way that the quality of services provided by the organizations is high in order to equalize with the public monies that helps in the creation of public value for the benefit of the public at large instead of a single individual citizen. This comparison of the quality of services with the public values served by the organization can facilitate in measuring the effectiveness of the organizations. Another way of determining the effectiveness of the HR strategies is to find out whether the HR practices are compatible with the humanistic goals of the public sector organizations that aim at strengthening the ability of the employees and provides them opportunities to take part in the process of decision-making in the companies operating in the public sector. For example, in public sector companies, the policies related to the HRM practices such as employment benefits and pay are decided by collective bargaining. 
Strategies to determine the effectiveness of HR strategy Private sector
According to the statement of Ullah et al. (2021), performance appraisal reports consist of crucial information that can facilitate strategic decision making for private companies. The companies in the private sector can use performance appraisal reports to evaluate and analyze the performance of the staff working in the company to determine whether the strategies of HRM have been effective in achieving the goals of the companies. Organization in the private sector focuses on investing in the latest technologies that can help them in tracking the performance of the employees and help for any reasons that have led to the degrading of the performance of the employees. Thus, one of the effective strategies that can be implemented by companies in the private sector to measure the effectiveness of HRM strategies within the organization. The profitability of the company can be another determined based on the performance of the company and thots employees. Therefore, profitability can be another important measure that can help the companies to measure the effectiveness of HRM policies. The HRM practices of private companies should be in such a way as to maximize the profits of the businesses. Thus, when the profits of the business are high, the performance of the business is also high which indicates that the employees are performing their jobs efficiently, which can help in determining the success of the HRM strategies on the performance of the employees and the overall business. For example, when the business has an achieved target, the employees should be rewarded for their performance. 

[bookmark: _nqaaljqxprm3][bookmark: _Toc137701138]How can HR develop employees to achieve strategy goals
Use of Resource-based view theory to achieve goals 
Human resource management has play a crucial role in the organization. They can also motivate the employee in order to increase their productivity which can help the private as well as public sectors to increase their sales and market values. Therefore, the HR of the organization developed the employee to effectively meet the organizational strategic goals. Hence, the theory is based on the resource-based view which is directly linked with the HR develops employees to achieve strategic goals. This theory was originally proposed by Briger Wernerfelt in 1984  and later 1991 this theory is developed by B. Barney (Freeman et al., 2021). This theory stated that the main role of human resource management is to provide value as well as unique resources to a potential employee that can help the organization to provide comitative advantages. This type of theory also provided that human resource management can able to establish competitive advantages by using the organization’s internal resources. Therefore, by using the internal resources and it is the new ways to exploit the external resource of the organization, and by using this they can easily establish competitive advantages rather than mainly focusing on the competitive environments. This theory also stated that competitive advantages depend upon resources as well as organizational capabilities. In this theory there are listed four types of attributes such as value, rarity, lack of sustainability, and imperfect imitability, these types of four attributes can develop employee motivation and provide competitive advantages so that employees can easily achieve the organizational strategic goals (Arbelo et al., 2021). According to this theory, it can also be said the HR management of the organization developed some essential practices that can include training, development as well as talent management that can help the employee to boost their skills and their knowledge so that they can easily meet the strategic goals of the organization. Enhancing the skills of the employee can provide long-term success within the organization and also establish competitive advantages. 



[bookmark: _q2fx8wmvcrt3]Strategies for achievement of goals
The HR manager should clearly communicate the goals, missions and vision of the company to the employees in order to drive the performance of the employees towards achieving such goals. The companies should try to state the goals of the companies to the employees in a clear way so as to help the employee understand such objectives and improve the overall performance for the betterment of the company. It is the responsibility of the HR manager to define and discuss the objectives of the business with the personal goals of the employees which can motivate them to perform harder and more efficiently. 
The HR manager should be able to establish a enhanced relationship with the employees and must be able to solve any issues associated with them. It is the duty of the managers to effectively manage their relationships with the employees so that they are motivated to work harder and have trust in the company. Development of trust among the employees and the organization can help in lowering the rate of employee turnover and increase the chance of longer employee retention period which can help the company in saving huge amounts of time and financial resources involved in hiring new employees.
Motivation through various financial and nonfinancial rewards can help the HR managers to encourage the employees to enhance their performance. Employees are considered as an asset of the company whose performance can lead to the development of competitive advantage for the company. Achievement motivation can be considered as an encouragement to individuals for achieving success (Werdhiastutie et al. 2020). The companies should try to understand the motivation factors of the employees. Thus, providing motivation and training to the employees that encourage them to work harder for the success of the organization along with personal improvement of the employees.
[bookmark: _Toc137701139]What organizational climate factors affect the effectiveness of HR strategy
Employee satisfaction 
The organizational climate factors has provided the significant impact on the effectiveness of the HR strategy. One of the main things which is related to the organizational climate is employee behavior. Therefore, a positive organizational climate can increase the motivation of the employees and they are more involved in the task. Then, the employee satisfaction factors is very effective organizational climate factors that can provide a significant impact on the HR strategy. This is also a very effective factor within human resource management, that type of policy stated that employees are continuously satisfied by their with their workplace (Waheed et al., 2019). Hence, with the help of the organizational climate, the company can able to develop suitable as well as healthy work environments which can lead an to increase the employee motivation as well as satisfaction. Then the human resource management of the organization should decide effective communication mode which can help them to effectively communicate with each other as well as employees will feel valued by the organization. For that purpose, it can create a positive work culture within the organization and be positively effective in the HR strategy. 
Leadership style
The leadership style within the organization can also provide a significant impact on the effectiveness of the HR strategy within the organization. If the organization’s leader adopted the transformational leadership style, this type of leadership style can be characterized by visionary leaders who can able to continuously motivate the employee of the organization as well as continuously increase the effectiveness of the HR strategy. This transformational leader can also able to build positive work environments, motivate the employee as well as help the employee to provide clear goals so they can easily meet the organization's goals. Therefore, this employee motivation process is directly linked with the HR strategy such as employee training and development (Diamantidis and Chatzoglou., 2019). If the leaders of the organization adopted other types of leadership styles such as autocratic leadership style that can also provide a negative impact on the HR strategy effectiveness. 
Internal Communication pattern
Then the internal communication pattern can also provide a significant impact on the HR strategy effectiveness. Therefore, effective communication can help the organization to effectively convey their policy to their employee, as well as they can able to understand the employee's concerns. With the help of effective communications, an organization can able to transfer their HR policies to the employee. Hence, transparent communication can help them effectively understand the HR policies so that they can change their behavior according to this. Effective communication can also affect the effectiveness of HR strategy (AlHamad et al., 2022). This is because with the help of this effective communication, organizations can easily communicate with the employee and they can also understand the concerns of the employee. For that purpose, employees of the organization feel valued and increase their engagement that can also help them to support the HR activities. 
Authority Structure
Then the structure of the authority also provides a significant impact on the effectiveness of the HR activities or strategies. Therefore, if the organization adopted the decentralized authority it can help the HR strategy to effectively work with the many departments within the organization. So that the HR department can easily implement their strategies as well as effectively identify each individual department's needs (Afanasyev et al., 2019). Then the training provided by the HR departments to their employee it can establish the authority structure which effectively promotes the strategies of the HR. It can say that employees have control over their work which can also provide competitive advantages as well as provide long-term success and also help the employee to achieve the organizational strategic goals. 
[bookmark: _Toc137701140]Conclusion
[bookmark: _Toc137701141]Throughout this study is has been seen that Human resource management plays a crucial role within the organization whether it is public sector or private sector. Therefore, in this study researcher has discussed the effectiveness of public and private sector HR management. In this study, researcher also use the theory that can help them to effectively understand the in which way HR developed the employee to meet the organizational strategic goals. In the end, the researcher also discussed the organizational factors that affect the HR strategy effectiveness. 
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