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Introduction 
The HR department of any organisation plays a pivotal role in shaping an organisation while maintaining stability. HRM practices in public sector organisations are also aimed at developing the career and professionalism of their employees. This essay will highlight the difference between HR functioning in the private and public sectors. Compared to the HR managers in the private sector, managers in the public sector rely upon an incentive system linked to pay and more formalisation for promoting and rewarding employees. It would also discuss and determine how the sector of an organisation determines the efficiency of the HR department and their strategies. When HR personnel gain rapid access to any information regarding employees, they can formulate HR policies consistent with the environment of the organisation while seeking personalised approaches to the employees of the company. There will be suggestions of ways in which the human resource department can train and develop employees to achieve their goals. the development of motivation for realising the improvement in the quality of human resources is appropriate to achieve the goals of an organisation. Also, this essay will discuss factors of the organisational environment that influence HR strategies' effectiveness. Hence, HR can successfully execute the culture of innovation in the organisation and thereby achieve goals successfully.
[bookmark: _r31c3d78kaoc]Difference between HR in the public sector and private sector 
Compared to private sector organisations, the companies operating in the public sector have traditionally made more use of HRM practices. These are especially aimed at fetching equal opportunities for employees, irrespective of their economic status and gender (El-Ghalayini, 2017). Also, HRM practices are aimed at managing employees' welfare and well-being, which is eventually intended to bring about productivity and profit to companies. According to Fahim (2018), since ECC runs mostly by catering to the public sector client base with the support of efficient HR, they intended to fill up the head positions of the HR to run the organisation strategically. Much less is put in the public sector upon appraisal and review of performance by the human resources department, unlike the private sector (Kravariti and Johnston, 2020). They also focus less on compensation and benefits, a mandatory agenda in organisations running in the private sector. 
Knies et al. (2017) opined that some environmental factors usually shape the difference between HRM practices within the public and private sectors. The prime factor functioning behind this is the motive of profit. Within the private sector, organisations are highly concerned about profit margins and "bottom line performance" (Munjal and Sharma, 2023). In the public sector, employees are judged based on their affinity towards rendering service and rectifying mistakes (Guest, 2017). Hence, HR in this sector provides high disincentives for controlling the cost of labour. The second factor influencing the difference between private and public HRM practices is the constitutional or legal framework within which each organisation operates (Christensen et al., 2020). The legal framework makes the services of companies operating in the public sector differ from that of the private sector. Thirdly, there is a single or formal line of command in the private sector, whereas in the public sector, HR exercises diffusion of authority (Berman et al., 2021). Employees working in the private sector believe they have one reporting authority or manager. On the other hand, in the public sector, the employees have to report to and be answerable to all senior executives along with legislative superiors.  
As opined by Collings et al. (2018), private companies' HR personnel tie employees' pay to their performances. This is not the case in public sector organisations. Managers in the private sector have great flexibility in terms of economic and financial aspects (Blom et al., 2020). This helps them operate their workforce, even in the face of challenging situations, compared to organisations in the public sector. This provides managers working in the private sector with resources for proper training and compensation based on the performance and requirements of the concerned organisation. On the other hand, managers in the public sector do not have such leverage. This is because these managers are usually answerable to required authorities who are only sometimes managerial (Berman et al., 2021). In the public sector, increments and incentives for employees are very few, and the supervisor needs direct authority to set them. It leads to the inculcation of cynicism and feeling of injustice among employees. 
As opined by Lewin (2020), the HRM in the public sector usually deals with the selection of employees and their grievances due to increased levels of unionisation. On the contrary, HR managers in the private sector focus on the growth of employees and performance pay (Anwar and Abdullah, 2021). Having understood these differences, the HRM at the ECC shall be able to acquire talented and efficient employees in the department.
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Role of the Sector in Determining the Effectiveness of HR Strategy 
Governments of several countries try to compete with the challenge of designing a particular and appropriate set of HRM practices so that the employees can be motivated to perform well (Anwar and Abdullah, 2021). In the public sector, HRM practices are usually designed to motivate employees' performance while utilising two broad categories. These are related to financial incentives or opportunities so employees can perform by focusing on intrinsic factors. Bryson and George (2020) stated that nowadays, networks have become practised popularly, by which the government can achieve some of its strategic objectives. This becomes particularly applicable when the organisation must address complex challenges or issues. These kinds of operations, which take place collaboratively, differ from any other types of operations since they are in need collaborative effort to gain effectiveness. 
It has been opined that the government's strategic direction is mainly towards the involvement of networks (Johnson and Szamosi, 2018). As a result, this leads to the reconfiguration of HRM practices, which is essential to support this new direction. It has been found that in organisations operating in the public sector, values and missions are decided by political leaders (Knies and Leisink, 2018). These missions are often characterised by multiple goals, which are found to conflict. Therefore, it has huge implications for the role of HR in public sector organisations. From empirical evidence, it has been found that not all HR functions can be aligned for application in public sector organisations (Fahim, 2018). This depends on the nature of services and characteristics of the employees working in the public sector organisation. Implementation of HR practices is also dependent on the fact that public organisations spend money collected from the general public and serve them back (Knies and Leisink, 2018). Therefore, it can be understood that public sector organisations are only sometimes appropriate for determining the effectiveness of HR strategies. 
On the other hand, an HR department in a private company is one of the important assets and is responsible for multiple functions to be performed (Mahapatro, 2022). It can increase the stability of the organisation effectively while retaining the loyalty of staff within the company. This helps organisations make the employees prioritised and properly placed in the company. Anwar and Abdullah (2021), the HR department in private organisations tells employees what is expected from them and what they can expect from their employers. In private companies, the HR department enhances the retention of talented employees through the facilitation of proper communication. Communication helps HR executives in a private company understand their needs and demands (Ballaro et al., 2020). There are also implementations of customer loyalty points so employees can be retained for a long time. In the private sector, HR departments use software tools to track the progress of employees in the organisation (van Zyl et al., 2017). 
The “Agency Theory” is a principle which explains important relationships existing in an organisation with respect to business principles and the agents executing them. It attempts to resolve the issues over concerned priorities (Cruz and Haugan, 2019). This theory is usually used by the HR department of private organisations to motivate employees and retain their interest in achieving company goals. For example, offering incentives to managers for overshooting targets and optimizing relationships with subordinates. The HR department centralises every information associated with employees' salary along with the track of leaves they are taking in electronic record systems, which helps employees remain relaxed and free while they can concentrate on their work and increase productivity (SHRM, 2023). Consistency in the process of retention, as well as the selection of employees, can also be ensured through the utilisation of HR software in private-sector companies (van Zyl et al., 2017). After having studied the difference in the role of sectors in determining the efficiency of human resources, it will be clear to EEC that the HR department of private sector companies is usually at an upper preference in carrying out administration efficiently.
[bookmark: _lmvfw1g1risa]Ways by which HR can develop employees for achieving strategy goals 
Human capital is an essential factor that leads an organisation to achieve a competitive advantage by meeting strategic goals. According to Hamadamin and Atan (2019), a strategic HRM is needed to manage and improve the skills of employees, their capacity and knowledge. This is done efficiently and effectively to be able to significantly influence the strategies for achieving targets in the organisation. Oliveira et al. (2021) opined that HRM practices in a strategic manner are basically internal factors that influence the performance of organisations as compared to external resources. Therefore, HR is a significant resource of any company, which should be executed along with other resources so that the company's performance can be enhanced. The “Resource-based view theory” is one of the theories of strategic management which is widely used by companies (Zhao and Morgan, 2017). HR can use this theory to develop its employees for the achievement of strategic goals. The theory states that the sustained competitive advantage of a company is dependent on the resources which are valuable and rare. The capability with which firms acquire these resources are known to affect the competitiveness or performance of the firm.
According to Werdhiastutie et al. (2021), achievement motivation has been closely associated with the success of organisations. Therefore, employees can be motivated by the HR executives to help them achieve the organisation's strategic goals. The motivation to work is considered to be a strong desire of employees, which drives them to work to achieve goals and objectives (Badubi, 2017). HR should implement achievement motivation in organisations in alignment with the "strategy model". When the HR of the ECC can analyse the achievement motivation among employees, they can evaluate the potential of employees, who in turn can be trained and developed to achieve the company's strategic goals. This role is to develop employees with skills in business partnering in the public sector. Holbeche (2018) stated that one of the ways by which HR can develop employees within organisations to achieve their strategic goals is by developing a culture along with cultural values so that the performance of employees can be improved. Sugiarti et al. (2021) stated that in government organisations that serve the general public, the presentation of good governance is one of the vital demands of reform. Through building a strong work culture, HR can establish a strong foundation where employees can be motivated to work in a disciplined manner (Wilton, 2019). 
It is seen that the inculcation of cultural values can affect the patterns of work emotionally. It also impacts the thoughts and feelings of employees. Therefore, fostering the development of values such as self-awareness, professionalism and integrity among employees by the HR will help the companies achieve their strategic goals (Hermawan et al., 2022). Another aspect is the inculcation of innovation within organisations. When the cultural value of innovation is seeded within the organisational culture, the HR can intend to create a frame of working in the minds of employees towards achieving the goals of the company (Bos-Nehles and Veenendaal, 2019). For instance, sharing new ideas to create an efficient work system can help in problem-solving quickly. This is also economically feasible for the organisations. Therefore, HR can foster a culture of innovation among employees to enable the achievement of strategic goals within organisations. 
[bookmark: _n8dtwwytci4q]Organisational climate factors that influence the effectiveness of HR strategy 
Organisational climate (OC) is a set of measurable properties that describes employees' perception of the environment of work. According to Madhukar and Sharma (2017), it is a psychological tool that focuses on individuals while trying to fathom their cognitive behaviour as well as development. According to researchers, the way the leader of an organisation behaves and displays an attitude, along with the way he or she is managing the organisation, has a massive impact on the attitude of employees, which determines the organisational climate. It has been found that OC is positively linked with satisfaction with jobs and commitment, the behaviour of employees and their outcomes, productivity, job performance and leadership behaviour (Madhukar and Sharma, 2017). Structure, responsibility, risk-taking, rewards and benefits, warmth and support, conflicts and expected approval are some organisational climate factors that influence the effectiveness with which HR can carry out their strategies. 
The structure is the basis of interpersonal relationships between a leader and employees within the organisation (Pecino et al., 2015). If an organisation has a centralised authority, there is the execution of autocracy by the leaders. This somewhat dissatisfies employees, and therefore, they become less cooperative. Thus, HR needs help in effectively executing its strategies. According to Iljins et al. (2021), OC depends on how well conflicts are managed. If they are managed well, it leads to an atmosphere of cooperation. On the other hand, properly managed conflicts lead to trust and non-cooperation, making it easier for HR to execute its strategies effectively (Madhukar and Sharma, 2017). When employees are given the freedom to explore new ideas with the leverage of not being penalised or punished for failures, they are encouraged to take calculated risks. This also leads to the development of an atmosphere of creativity and innovation. 
Responsibility is defined by the autonomy, authority, freedom, and power of employees within an organisation. This also reduces the workload of managers. Employees are likely to feel discouraged and frustrated within an OC of lower autonomy and freedom (Rožman and Štrukelj, 2021). Therefore, they refuse to cooperate and work willingly. This makes it difficult for HR executives to achieve company goals without the cooperation and involvement of employees. Fair distribution of rewards depending on productivity and performance influences employees to engage in healthy competition. Any kind of bias leads to damage to the morale of employees (Bayraktar et al., 2017). Also, warmth and support from the management and amongst employees help them pass through challenging situations effectively. 
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Conclusion
The role of HR is undeniable in the growth and success of an organisation. While the roles of HR have been distinguished in this essay for both employment sectors, it can be understood that in the private sector, the role of HR and its implications are more vivid. It is the HR that can strategically help a company achieve success. The essay has discussed that fostering a culture of innovation and growth of achievement motivation can help HR successfully achieve strategic goals. By fostering a good organisational culture in companies like ECC, which serve the public, the HR can form attitudes along with work behaviour that aligns with the organisational goals. With the help of creating a suitable organisational climate encompassing all seven factors, it shall become easier for the HR of any organisation to achieve its objectives and goals. Having all the above-mentioned factors define the OC of ECC shall make it convenient for HR to align all employees in the same line and enable them to achieve the company's goals with rapid success. 
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