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[bookmark: _hyljfkbjmwet][bookmark: _Toc137391525]Introduction 
East Coast County (ECC) is interested in learning about the individual requirement of human resource strategy while focusing on the consideration of Human Resource Management Software (HMRS). The following essay mainly helps in developing an overview of the difference between HR practices in the public and private sectors. Also, the essay tries to rely on an efficient method to determine the effectiveness of human resource strategy along with understanding the influence of HR in preparing the employees to have proper skills for achieving the strategic goal of a company. Finally, explain the evaluation of the organisational climate factors, which affect the effectiveness of HR strategies. 
[bookmark: _ik460xaigrh2][bookmark: _Toc137391526]Differences between HR in the public and private sector 
Human resource management in the public sector is a basic application of the principles associated with human resources (Kravariti et al., 2023). The scenario for human resource management in the public sector is somewhat different from that of the private sector, specifically in terms of the intention of the HR department. The focus of the HR department in the public sector is widely associated with creating opportunities in terms of recruitment of employees within different institutions that try to clean the employees and prepare a plan for remuneration of the employees. According to Pham et al. (2023), human resource management in the public sector tries to focus on handling labour, disputes, employ diversity, adventure, and packages, which further includes action against sexual harassment. However, the scenario in the private sector is quite different, where the human resource manager starts by focusing on talent management, which covers recruitment along with the development and retaining of employees within a company. Therefore, it can be expressed that the primary difference between human resource practice in the public and private sectors is the responsibility and the association of the HR managers with the invoice. The private sector tries to focus on employee satisfaction and higher well trained and developed professional relationships with the private sector is highly interested in developing and all control over the employees.
Human resource management in the public sector offers support to the employees for healthcare, promotion and investment benefits and compensation. The public sector tries to ensure that the professionals working with the company follow the organisational requirement and can comply with the regulatory expectations of the local government, who have the capability to work in the organisational set-up (Al-Rwaidan et al., 2023). However, the focus of HRM in the private sector relies on the intricate details where the manager is responsible for contemplating the expectations of the employees and adding them to the business strategies so that the service available for the employees is of superior quality. Therefore, the basic difference between human resource management in the private sector and the public sector include the commitment of the HR managers towards the employees. The role of human resource managers in the private sector is also associated with succession planning, where compensation and benefits are considered as appropriate responsibility of the HR managers where the HR managers have to overlook the overall business prospects (Prakash, Gupta and Kaur, 2023). Therefore, the HR managers of the private sector have a much broader responsibility compared to that of the public sector.
Moreover, HR managers working in the private sector have the responsibility for focusing on workplace safety and ensuring that all forms of fair standards are followed, which include proper medical leave, as well as workplace health and safety. According to Kavyashree et al. (2023), the focus on work and health and safety is equally important for the public sector. However, the HR managers of the public sector are not much concerned about workplace health conditions and focus on the healthcare facilities offered to the employees working in the company. The additional expansion of the business is also an important requirement for the HR managers where the HR managers encourage employees to focus on the organisational requirement and develop solutions for the business orientation, which can directly help and prepare the employees for a stronger outcome in the business market. As expressed by Al-Alawi et al. (2023), the responsibility of HR managers working in the private sector allows the HR to ensure that the company owners and the employees have a direct point of communication and can understand the concern of each other. However, the focus of business organisations as a part of the public sector removes the need for communication between the owners of the company and the employees.
[bookmark: _krvq8dlcd8zm][bookmark: _Toc137391527]Ways to determine the effectiveness of HR strategy 
The effectiveness of the HR strategy associated with HRMS can be determined by focusing on the employee, net promoter, score, employee productivity rate, and employee satisfaction index. According to Mintz (2023), the employee net promoter score is one of the critical parameters which is considered by companies to recognise the satisfaction of the company among the employees. It mainly helps the human resource managers to understand their influence on the attraction of talent and the ability of the HR managers to fulfil all the individual expectations of the employees. It is one of the specific parameters that can allow the HR managers to understand the efficiency where all the individual support offered to the employees is of the best quality and allows the professionals to learn about the absolute expectations of the employees. According to Vanterpool et al. (2023), the focus on net promoter score is important because it helps in recognising the happy and motivated employees as well as satisfied employees while preparing support for them. Therefore, the consideration of the particular metrics of net promoters would allow HR to understand their value among the employees and prepare strategies to improve the value. 
The employee productivity rate is the next important parameter which can be considered by HR managers to learn about the individual productivity of the employees. According to Voordt and Jensen (2023), the consideration of employee productivity rate is important because it helps in learning about the individual. The productivity of the employees with high productivity confirms that the company offers appropriate training to the employees and can prepare the employees for all forms of organisational objectives. The final parameter that can be considered to understand the effectiveness of the HR strategies on the employees is the focus on the employee satisfaction index. The employee satisfaction index mainly helps the development of an exact understanding of the employees about the HR conditions considered by a company (Dianti, Khoirunnisa and Hidayah, 2023). Therefore, the HR managers of companies need to ensure that they have a full understanding of the expectations of the employees and can easily relate to the organisational development which would authorise the professionals to contemplate the oral evaluation and have a proper understanding of the efficiency of the strategies, the software of human resource management. It would help in making future investments and continuing with the business organisations while updating the human resource practises regularly. 
[bookmark: _Toc137391528]Influence of HR in developing employees to achieve strategic goals
It has been identified that The effectiveness of the HR strategy has been determined by focusing on the implementation of HRM software, which has offered to maintain efficiency in the overall employee management process, but also highlights the productive areas that can be completed professionally without contributing manual effort. It is essential to describe the influence of human resources in the development of the mindset of the employees so that they can be capable of achieving strategic goals. In this regard, Hamadamin and Atan (2019) described that the evolution of corporate business has offered to drive digital technologies so that human resource professionals can indulge in unloading the employees to achieve bigger targets and eliminate the difficulties experienced by the management. The implementation of human resource management software and the HRM system would create a proper idea regarding the ways to promote a competitive mindset among the employees. According to Alsafadi and Altahat (2021), the engagement of the employees would reduce the retention cost, while the implementation of the HRM system offered to maximise the overall experience of the employees by automating the repetitive process. It will offer an organisation to include all the necessary activities conducted by the HR to make an officiant representation of the human resource management system.
The influence of human resource management in the development of employee mindset to achieve strategic goals is mainly developed by focusing on six major aspects. As stated by Thuda, Sari and Maharani (2019), effective workforce management and performance appraisal of the employees would offer to create a competitive environment for the workers. The human resource manager needs to elaborate on the strategic goals that are mainly required to be achieved within a certain timeframe. In accordance with the strategic goals, the managers need to segregate the responsibilities and activities to all the employees and communicate the ways of achieving the activities so that the strategic goals of the organisation can be achieved professionally. Apart from that, the human resource management system would offer to implement an effective technological development that helps the employees to concentrate on strengthening the relationships by conducting the activities together while generating satisfaction across the overall work cycle. In this context, Ciobanu, Androniceanu and Lazaroiu (2019) discussed that the human resource management information system offered to automate repetitive tasks so that the overall pressure of the employees can be reduced, which generates satisfaction and commitment. Finally, it is also essential to know that the process of collecting, sorting and evaluating the resumes of the candidates can also be automated to attract the talent pool.
It is essential to note that the HRM information system, provides effective assistance to the human resource professionals, so that the time-consuming activities can be conducted efficiently, and the main objectives of human resources can be shifted to the implementation of a positive organisational culture and create a high impact on the different fields. Moreover, there are four basic segments of activities, which are mainly handled by human resource professionals to create a competitive mindset for achieving the strategic goals of the organisation. As illustrated by Elsafty and Oraby (2022), effective training and development, compensation for the effort provided by the employees, evaluating the overall performance, and promoting the employees on the basis of the performance evaluation are the major activities conducted by HR professionals to create a sense of competitiveness among the employees. It helps them to focus on goals so that the overall compensation and rewards can help the employees to increase their level of wage. Also, the promotions received by the employees after the performance evaluation on a regular interval, help them to be concentrated to achieve the strategic goals for the company. 
[bookmark: _Toc137391529]Organisational climate factors affecting the effectiveness of HR strategy 600 A
While focusing on the organisational climate factors, it is essential to consider the internal factors that are mainly creating an impact on the effectiveness of the human resource strategy. Initially, the organisational mission plays a purposeful role in providing justification for the market presence of an organisation. According to Waheed et al. (2019), the mission statement of an organisation is mainly describing the main population of the company in the market, and its reason, as well as the unique contribution it is making to the people and planet. It implies that this particular internal factor of the organisational climate highlighted the effectiveness of human resource strategy, as this particular factor is properly implemented and followed by the employees in accordance with the guidelines created by the human resource professionals. On the other hand, the organisational code of conduct and policies is mainly signified as another important organisational climate factor that creates its impact on the HR strategy. In this regard, Rožman and Štrukelj (2021) highlighted that the policies are mainly used as the blueprint of the organisation, and all the employees should follow the policies in accordance with the instruction provided by the HR professionals. It directs the overall regulations within the workplace so that the organisational objectives can be achieved effectively. Therefore, the human resource strategy maintains its effectiveness by using the impact of the organisational climate factors.
An organisation focuses on maintaining its culture to represent the overall shared values, habits and beliefs that are mainly used in an organisation. For that reason, organisational culture is also considered another important climatic factor that affects the effectiveness of HR strategy. As stated by AlHamad et al. (2022), a clear perception regarding the type of culture, that prevails in the firm, needs to be formulated in accordance with the HR strategies and policies, so that the human resource managers can easily select the best part for reflecting the company culture by focusing on the attitude of the employees. Apart from that, the level of conflicts within the organisation can also demonstrate the effectiveness of HR strategy as it is considered an organisational climate factor. In this context, Pecino et al. (2019) discussed that conflicts within an organisation are mainly developed due to the differentiation of organisational and personal goals, changes in ethical concepts and misconceptions regarding the duties and rights of the employees. it is necessary to note that the organisational structure is also considered an important factor affecting the efficiency of human resource strategies.
Two distinct types of organisational structures are mainly followed by companies across the world, which include flat and tall. A tall organisational structure is suitable for organisations which are labour-intensive, while a flat organisational structure represents the decentralisation of necessary authorities. For that reason, the strategic processes of the HR management define its effectiveness by focusing on the additional hierarchy and the modern technological integration that embraced educated employees in the firm. As described by Ali Qalati et al. (2020), organisations following a flat structure tend to maintain the number of employees for the operational segment while the HR managers are considering the challenging activities to create a significant impact by using the organisational climate factors. Finally, the human resource systems highlight the performance development and survival of a company as it relies on the quality of its people who are handling the overall system. It implies that human resource systems play an important role for modern companies as this particular department introduces the quality cycles while implementing participative management to maintain a free flow of communication to enhance the moral values of the employees. It helps them to achieve the strategic goals of the organisation while highlighting their contributions by conducting a performance appraisal.
[bookmark: _6mi7mayi46m0][bookmark: _Toc137391530]Conclusion
The focus of the study is quite important because it helps in concluding that the development of a human resource management system as an HR strategy is quite important for the companies. However, they need to understand that there exists a prominent difference between public and private sector human resource management. The focus on the public sector is quite broad where the public sector needs to adopt the consideration of human resource management software efficiently. It would help in creating a proper influence of the HR managers in preparing the employees to achieve the strategic goals of the company and ensure that all the organisational climate factors are used efficiently in human resource management. 
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