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[bookmark: _Toc138372972]1. Introduction
East Coast County (ECC) offers assistance with a wide range of HR and organizational development projects for its clientele in the public sector. Five years ago or so, it became apparent that the public sector needed to address the problem of a lack of strategic HR partnership competence. Due to a dearth of applicants with business partnership expertise, employers in the area were having trouble filling senior HR positions. As a result, ECC realized it had to take action to assist people in advancing into these crucial strategic HR positions. 
It is clear that strategic human resource management plays an essential role, not only in the public sector but also in the commercial sector. It is generally agreed upon that professionals working in human resources have been forced to contend with a great deal of competition during the past few decades. Keeping one's autonomy and one's influence are two of the many obstacles that one must face. Other difficulties include helplessness, marginalisation, porous occupational boundaries, and the stress that comes from attempting to strike a balance between the interests of a number of different stakeholders. This essay examines the differences between the public and private sectors, the extent to which these sectors affect the efficacy of HR strategic goals, and the influence of organizational climate on the effectiveness of HR strategy.
[bookmark: _Toc138372973]2. HRM differences in Public and Private Sector
Private and public sector HRM disparities arise from different approaches to managing work and personnel. found that private organisations use a "hard" model of HRM to improve organisational performance, while public organisations use a "soft" model of HRM to enhance employee well-being. Public organisations prioritise employee well-being by adopting a model employer orientation in their HRM approach and integrating "soft" HRM practises. NPM implementation leads to increased adoption of "hard" HRM practises in the public sector to meet new performance standards. Public adoption of these practises is expected to be lower than that of private organisations. Private sector firms will adopt 'soft' HRM practises, prioritising employee well-being and diversity-oriented recruitment and selection due to changing labour market and societal expectations. Private sector adoption is expected to be less extensive than in the public sector, where these practises are already established. Public entities' appreciation of context is a persistent institutional characteristic that changes slowly over time. Public organisations use "soft" human resource management techniques because they align better with the conventional values and ethical standards of the public sector, unlike private organisations (Van Loon et al., 2021). Public sector entities use "soft" HRM techniques more than private sector entities, which leads to a difference in pay. Private organisations use more 'hard' HRM practises than public organisations. Private organisations prioritise aligning HRM with their primary strategic objective of ensuring economic viability in competitive markets (Boxall and Purcell, 2022). Public organisations use As demonstrated in Table 1, HRM practises more than private sector entities to promote equal opportunities, manage welfare, and facilitate professional growth and career advancement. Public organisations use fewer HRM practises for employee performance assessment, compensation, and benefits than private sector entities. This trend has been consistent over time.
	Remuneration
	Private Sector
	Public Sector

	HRM Approach
	Adopt Hard model improves the organizational performance 
	Soft model to improve employee well-being.

	Orientation
	Focuses on economic visibility and Competiveness
	Employees well-being and equal opportunities

	Performance Assessment
	Economic Visibility and Market Standards
	Focusing on managing welfare and managerial growth

	Institutional Characteristics
	More inclined towards conventional values and ethical standards
	Prioritize public sector context and values 


Table 1: Remuneration in Public and Private Sector
[bookmark: _Toc138372974]3. Rule of Sector in determining HR Strategy Effectiveness
Human resources are now more of a strategic business partner. As a result of the change, HR is now responsible for areas such as hiring, pay, benefits, union management, and employee satisfaction. Strategic human resource management entails getting input from HR experts before making any tactical or strategic shifts. Facilitates efficient change management and enhanced productivity within an organization. HR strategy efficacy is influenced by the structure, culture, orientation and ownership of the sector. Human resources, as represented by SHRM, are seen as critical to the success of an organization's overall strategy. The focus of human resources is now more on strategic planning. As a result of the change, HR is now responsible for areas such as hiring, pay, benefits, union management, and employee satisfaction. Strategic human resource management entails involving HR professionals in the planning phases of large projects. The best possible transformation and execution are guaranteed (Balestrieri, 2023).
Culture of a sector plays significant role over HR strategic effectiveness Company. Culture is determining factor for any organization to extract its ability and retain at top. An organizational culture where feels their job is important and aligns with the company’s mission and goals tend to more efficient, reduce absenteeism and other positive outcomes.
The implementation of employee ownership has the potential to improve the efficacy of human resources strategy. Empirical evidence suggests that enterprises with substantial ownership stakes, amounting to no less than 30%, exhibit higher levels of productivity, accelerated growth rates, and reduced likelihood of experiencing business failure (Rouen, 2021). The perception of possessing ownership can potentially enhance employee performance, resulting in increased productivity and significant contributions towards the success of the organization. This, in turn, can improve the efficacy of human resource strategies.
Effective HR strategies require a strategic orientation. The process of being strategically minded entails evaluating the environment, comprehending challenges and opportunities, and developing an effective plan for progressing to a better position than they currently occupy. A strategic orientation in HR involves evaluating the impact of HR initiatives using metrics. We must transition from transaction-based operational procedures to advisory services that emphasize consultation. A strong strategic orientation can be attained through the acquisition and analysis of data, the examination of presumptions, the identification of future trends, and the comprehension of innovative human resource practices. Focusing on developing strategic thinking skills and maintaining a consistent strategic orientation can improve the effectiveness of human resource strategies (hrinasia, 2020).
[bookmark: _Toc138372975]4. Employee development for strategic goals
The human capital of a corporation is a vital asset, and the achievement, expansion, and prosperity of the organisation are contingent on the efficiency of its personnel. It is revealed that there are various factors that influence employee performance, including but not limited to work output and quality, job-related knowledge, cooperative behaviour, reliability, initiative, and competence. The utilisation of suitable Human Resource Development (HRD) strategies aimed at enhancing employee performance is likely to result in higher levels of affective commitment towards organisational effectiveness (Kehoe and Wright, 2013). Employee development pertains to enhancing an individual's ability to perform optimally in their current or future job and work environment. Development activities encompass various aspects such as formal education, job experiences, professional relationships, and personality, skills, and abilities assessment, which facilitate the professional growth of employees (Noe, Clarke and Klein, 2014). Structured educational initiatives such as classroom lectures, virtual courses, tertiary education curricula, and guidance programmes are categorised as formal development programmes. These programmes are methodically constructed with predetermined aims, educational targets, evaluative tools, and anticipated outcomes. According to (McKinsey, 2006) report, the implementation of effective training and development programmes is crucial for enhancing employee performance and improving their knowledge, skills, and abilities. These programmes have the potential to enhance organisational effectiveness in a positive manner. The possession of pertinent knowledge, abilities, and skills is a crucial prerequisite for employees to attain maximum performance and promote the smooth and effective functioning of diverse organisational procedures. According to (Nilsson and Ellström, 2012) argument, the implementation of human resources development strategies has the capacity to increase employee performance, resulting in an improvement in the overall effectiveness of the organisation. According to (Collins and Clark, 2003) perspective, the process of human resource development plays a crucial role in enabling individuals to acquire new competencies, capabilities, and attitudes that have a substantial impact on their job performance, leading to the attainment of organisational objectives. According to (Tan and Nasurdin, 2011) proposition, the implementation of HRD practises, such as training and development, can augment the efficacy of an organisation by equipping its workforce with crucial knowledge, competencies, and proficiencies. The productivity of specific organisations was subject to a compounding effect, particularly those with a restricted workforce responsible for managing a substantial amount of fixed assets, systems, and equipment. The relationship between employee development and organisational performance is indirect, as it is subject to the influence of other human resource systems.
The degree to which the organisational culture is aligned can have an impact on the efficacy of strategy implementation. It has been suggested by (Jackson, Schuler and Jiang, 2014) that an incongruous organisational culture in relation to strategy can potentially lead to inadvertent SHRM outcomes, consequently resulting in unfavourable firm performance. The relationship between strategy, organisational culture, and strategic human resource management (SHRM) has been insufficiently explored in academic research (Harrison and Bazzy, 2017), it has been proposed that forthcoming studies investigate the correlation among strategy, culture, and SHRM.
[bookmark: _Toc138372976]5. Organizational Climate and Effective Human Resource Strategies
Organisational climate refers to the measurement of climate in relation to organisational attributes, and is regarded as a property of the organisation. The concept of organisational climate pertains to the collective perceptions and interpretations of employees regarding the prevailing work environment. It is characterised by the average significance that employees attribute to various aspects of their work setting. The concept of organisational climate pertains to an overall perception of an individual's workplace and the personal effect of the work environment. This perception has a significant impact on the individual's job-related attitudes and work behaviours. This pertains to the employees' perception of their respective organisations, which is closely associated with the development of their work attitudes (Sani, 2012).
 Trust is a pivotal component in cultivating favorable work associations and assumes a critical function in establishing an efficient organisational milieu. Trust can be defined as a unifying force that motivates employees to engage in positive behaviours. In a workplace environment characterised by a significant level of trust, employees are more likely to engage in risk-taking, idea-sharing, and collaborative efforts with a heightened sense of security. The idea of trust is essential for firms because it makes transparent communication activities easier, encourages employee participation, and generates a positive approach towards efforts involving human resources. It is expected that the facilitation of the adoption of HR strategies and active engagement in change projects can be achieved through the building of a high level of trust between managers, leaders, and employees. Within an organisation, a culture of fairness can flourish when there is a favourable and enduring organisational climate. The idea of fairness refers to the application of the principles of equitability in the manner in which personnel are handled, in the provision of equal chances, and in the carrying out of judgements that are impartial and equitable. A sense of dependability and confidence can be cultivated among employees by the implementation of fair rules on human resource management. These policies should include numerous issues, such as recruiting, performance assessments, compensation, and career progression. There is a correlation, and that correlation is a positive one, between the employees' level of acceptance and support and the employees' impression of the fairness of the practises and methods that are used in human resources. Because of this association, there is a greater dedication, which leads to improved overall results. When we talk about an organisation having a climate that is conducive to growth, we're referring to one in which workers feel they are respected, valued, and supported in their efforts to develop professionally and personally. The concept of supportiveness refers to the act of supplying a variety of resources, direction, and evaluation to staff members, as well as the promotion of a culture that places a focus on education and growth, as well as the maintenance of a healthy equilibrium between one's personal life and one's professional life. Incorporating employee well-being, career advancement, and work-life balance into human resource strategies can facilitate the creation of a nurturing environment. Establishing a favourable environment promotes the engagement, loyalty, and commitment of staff, thereby enhancing the effectiveness of human resource initiatives (Colquitt, Lepine and Wesson, 2014).
[bookmark: _Toc138372977]6. Conclusion
The success of HR strategies is influenced by various factors, as previously discussed. The distinctions between the public and private sectors, the influence of these sectors on human resources strategies, and the ramifications of environmental conditions on organisational operations are all salient considerations. The coexistence of these variations and influences is not mutually exclusive. The public sector's human resources department prioritises efficiency and productivity, while the private sector's human resources department prioritises the well-being and social status of their employees. The HR strategy of an organisation is influenced by the prevalent HRM techniques and viewpoints within a given sector.

The culture of a company has the potential to impact human resources programmes. Collaboration and transparent communication are essential factors to consider. The assurance of impartiality and open decision-making processes constitutes fairness, whereas trust fosters employee engagement and involvement. It is imperative for a corporation to prioritise the establishment of a culture that facilitates personal growth, well-being, and a harmonious work-life equilibrium for its workforce. The HR outcomes, which indicate a rise in employee engagement and contentment, are indicative of the favourable attributes of the work setting.
Establishing a secure and supportive milieu is imperative for the successful implementation of your human resources strategy. This facilitates the attraction and retention of top-performing personnel. It is imperative for human resources professionals to be involved in the development of business strategies, ensure alignment of HR policies and procedures with organisational goals, and prioritise employee training, mentoring, and career advancement opportunities. The attainment of efficient human resource management is facilitated by prioritising ongoing education, adopting a strategic perspective, and utilising outcome-based decision-making.
The implementation of a comprehensive human resources development strategy, leadership programmes, and a culture of continuous learning can facilitate the creation of a talent pool for human resources positions within the ECC. ECC fosters the development of proficient HR professionals who can make valuable contributions to the organization's achievements by considering the organisational climate and implementing appropriate HR development methodologies.
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