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Executive summary 
In this study, the factors affecting the organizational atmosphere have an impact on HR strategy works. Support from the leadership team, transparent communication, trust, employee involvement, flexibility, teamwork, and cultural alignment is essential. Implementation, staff engagement, and goal alignment are all improved by a happy environment. In order to maximize the effectiveness of HR activities and eventually assist in reaching strategic goals, HR professionals should concentrate on creating a supportive environment.
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Five years ago, East Coast County (ECC) became aware of a critical problem affecting the local public sector and a lack of strategic HR partnering capacity. Due to a deficiency of individuals with the required business partnering abilities, it became challenging to fill senior HR positions. ECC decided to create a talent pipeline and provide its public sector clients help with HR and organisational development activities in order to solve this difficulty and the rising worry about empty Head of HR roles (Singh et al., 2020). Realizing the importance of strategic HR partnership abilities, ECC set out to develop a talent pool of talented individuals capable of carrying out these critical responsibilities. ECC's Chief Executive, Jill Paterson, led the charge in tackling this problem head-on by seeing the gap in the local market and the negative effects of the vacancy situation (Alomari, 2020).
The main remedy was the development of a talent pipeline. ECC understood that creating a pipeline of capable people with business partnering abilities would not only satisfy the demand for senior HR roles in the short term but would also guarantee a steady supply of suitable candidates in the long term (Villajos, Tordera and Peiró, 2019). The objective of this strategic approach was to close the skill gap between the region served by ECC and the needs of the public sector organizations. ECC aimed to improve the skill sets of professionals interested in pursuing strategic HR jobs by executing HR and organizational development activities (Yong et al., 2019). 
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Figure 1: Functions of HR in public sector and private sector 
Source: (Amrutha and Geetha, 2019)
The management of people, encouraging employee engagement, and promoting organizational performance are shared aims of human resources (HR) operations in both the public and commercial sectors. However, due to differences in organizational structures, aims, regulatory frameworks, and cultural concerns, there are noticeable variances between HR in these two industries Villajos, Tordera and Peiró, 2019). 
Organizational Objectives
In the private sector, organizations are generally motivated by shareholder value and profitability. In the private sector, HR is concerned with maximizing productivity, boosting market competitiveness, and coordinating human resource plans with corporate objectives (Villajos, Tordera and Peiró, 2019). The public sector, in contrast, places a strong emphasis on providing public services, addressing citizen needs, and advancing social objectives. In the public sector, human resources are focused on fostering public interest, citizen-centric service delivery, and workforce development (Stewart and Brown, 2019). 
Legal and Regulatory Frameworks
HR in the public sector operates within distinct legal and regulatory frameworks. These frameworks frequently contain legislation governing public sector employment, collective bargaining agreements, and civil service regulations. Although private sector HR is likewise subject to legislative obligations, there is typically more latitude in areas like pay, benefits, and hiring procedures (Alomari, 2020).
Recruitment and Selection
HR in the private sector frequently uses methods that are focused on the market to find and choose talent. Finding people with certain talents and experiences that match the demands of the organization's business is frequently the main goal of recruitment operations (Villajos, Tordera and Peiró, 2019). Recruitment practices in the public sector prioritize diversity, equality of opportunity, and meritocracy. Human resources departments in the public sector frequently follow stringent hiring procedures, that may include open contests, standardized tests, and concerns for diversity and representation (Singh et al., 2020).
Compensation and Benefits
To encourage and reward employees, HR departments in the private sector frequently use performance-based remuneration schemes, such as bonuses and profit-sharing. Structured pay scales are more common in the public sector, where they are frequently impacted by job classifications, seniority, and collective bargaining agreements (Meijerink and Keegan, 2019). And the public sector, where benefits frequently include strong retirement plans, healthcare coverage, and job stability, benefits in the private sector might vary depending on competitive organization (Amrutha and Geetha, 2019).
Unionization and Collective Bargaining
Compared to the private sector, the public sector exhibits a higher level of unionization. HR specialists frequently negotiate collectively with unions that represent employees in the public sector. Public sector collective bargaining agreements frequently encompass a variety of employment circumstances, such as pay, working hours, and job safeguards. Although private-sector HR normally has greater autonomy in determining employment terms, they may interact with unions in industries with higher unionization rates (Macke and Genari, 2019).
Performance Management and Evaluation
In the commercial sector, performance management frequently emphasizes personal objectives, performance indicators connected to company results, and routine feedback to motivate staff members to work at their best (Macke and Genari, 2019). HR in the public sector may place a stronger emphasis on performance management frameworks that take into consideration the special goals and difficulties of delivering public services. Regulation observance, service standards compliance, and the accomplishment of public policy objectives are all examples of evaluation criteria (Amrutha and Geetha, 2019).
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Figure 2: Determinants of HR strategy 
Source: (Wilton, 2019)
The sector in which an organization works has an impact on a number of variables that may be used to assess the efficacy of HR strategy. While the fundamental elements of HR strategy are the same across industries, the particular environment and goals of each industry greatly influence (Alomari, 2020).
Alignment with Sector Goals and Objectives
Assessment of HR strategy effectiveness's alignment with sector goals and objectives is the first stage in determining the effectiveness of the HR strategy. In the private sector, this entails making sure HR methods assist with corporate goals including profitability, market competitiveness, and expansion (Davidescu et al., 2020). For instance, the HR strategy should concentrate on talent acquisition, training, and retention if a firm wants to enter new markets in order to accomplish its growth objectives. HR strategies in the public sector must be in line with the sector's mission, that includes delivering efficient public services, advancing citizen welfare, and attaining policy goals. Assessing successful HR activities contribute to the sector's overall goals is part of evaluating alignment (Macke and Genari, 2019).
Impact on Organizational Performance
The influence of HR strategy on organizational performance is a crucial indicator of that strategy's efficacy. In the private sector, market share, productivity, financial results, and customer happiness may all be used to gauge how effective HR initiatives are. Metrics like revenue growth, profit margins, employee productivity, and customer retention can show how well HR practices support the performance of the entire company (Villajos, Tordera and Peiró, 2019). In the public sector, factors including service quality, efficiency, cost-effectiveness, and public satisfaction can be used to gauge the influence on organizational performance. For example, in a government organization in charge of providing social services, HR strategies can be assessed according to how well they can boost public happiness and service delivery (Davidescu et al., 2020).
Adaptation to Sector-Specific Challenges
Different industries have distinct problems that call for the adaptation of HR practices. While assessing the efficacy of HR strategies, it is important to know that they can handle these problems. For example, HR strategies must concentrate on acquiring top tech talent, building an innovation culture, and offering possibilities for professional advancement in the technology industry, and talent acquisition and retention are extremely competitive (Boon, Hartog and Lepak, 2019). HR strategies must guarantee adherence to industry-specific rules, regulations, and ethical standards in areas with a high level of regulation, like healthcare or finance. It would be necessary to assess how well HR strategies in various industries have fared in addressing difficulties unique to those industries (Davidescu et al., 2020).
Stakeholder Satisfaction
An important metric for measuring the success of an HR strategy is the satisfaction of important stakeholders. Shareholders, clients, and workers are examples of stakeholders in the private sector. Positive employee experiences, engagement, and happiness should be a focus of HR strategy since these factors may increase output and decrease turnover (Collins, 2021). Assessing the effect of HR practices on company results also requires consideration of customer satisfaction and loyalty. Citizens elected politicians, and staff can all be considered stakeholders in the public sector. Considerations for assessing the efficacy of HR practices in the public sector include stakeholder trust, staff morale, and citizen satisfaction with public services (Boon, Hartog and Lepak, 2019).
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Figure 3: Strategic goals 
Source: (Collins, 2021)
A company's human resources (HR) department is essential in helping people grow in order to accomplish strategic objectives. HR may promote employee development, improve skills and capabilities, and align the workforce with the organization's goal by putting in place effective development programs and initiatives (Amrutha and Geetha, 2019).
Training and Development Programs
In accordance with the organization's strategy, HR can plan and implement training and development programs. These courses may concentrate on improving certain competencies, knowledge, or skills needed to accomplish strategic objectives. Workshops, seminars, online paths, on-the-job training, and mentorship programs are a few cases of training efforts. HR permits workers to successfully contribute to the strategic areas of the company by giving them the tools and information they need.
Performance Management and Goal Setting
HR may set up effective performance management systems that connect personal goals and objectives with the strategic goals of the company. HR enables staff members to comprehend how their job fits into the overall plan by outlining clear performance goals (Villajos, Tordera and Peiró, 2019). HR is able to coordinate individual development and performance with strategic goals by providing regular performance evaluation, coaching, and development conversations. Systems for managing performance may also incorporate incentives like bonuses, raises, or recognition plans that support the accomplishment of strategic goals (Collins, 2021).
Succession Planning and Talent Management
To secure a talent pipeline for essential jobs in line with the organization's vision, HR may identify high-potential individuals and conduct succession planning procedures. In order to prepare people for future leadership roles, HR may create focused development programs by evaluating employee competencies and career goals (Chaudhary, 2019). Programs for talent management, including as mentorship, work rotations, and leadership development efforts, can increase an employee's abilities and preparedness to contribute more significantly to strategic goals (Collins, 2021).
Career Development and Growth Opportunities
HR may provide workers with options for professional advancement that are consistent with the strategic direction of the company. This may entail providing resources for learning and growth, encouraging internal mobility, and assisting in career planning talks (Villajos, Tordera and Peiró, 2019). HR may help provide opportunities for workers to take on difficult tasks, take part in cross-functional initiatives, or get exposure to other parts of the business. HR allows workers to contribute more effectively to strategic goals by giving them the freedom to learn new skills and expand their areas of expertise (Wilton, 2019).
Communication and Employee Engagement
HR is essential in establishing productive communication and employee involvement around strategic goals. HR may create communication plans to make sure staff members are aware of the organization's vision, purpose, and strategic goals (Chaudhary, 2019). To convey accomplishments, success stories, and the effect of workers' efforts toward strategic goals, it may be necessary to have periodic updates, town hall meetings, newsletters, or intranet platforms. The HR department increases employee motivation and commitment to attaining strategic goals by fostering a culture of openness, cooperation, and shared purpose (Wilton, 2019).
Change Management and Adaptability
HR can help staff members adjust to changes brought on by strategic objectives. HR specialists may offer assistance with change management, including strategies for effective employee transitions, training programs, and resources. HR makes ensuring that workers are prepared to embrace and contribute to strategic changes with agility by fostering change management skills throughout the workforce (Boon, Hartog and Lepak, 2019).
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Figure 4: Organizational climate factors 
Source: (Yong et al., 2019)
The prevalent attitudes, behaviors, and values inside an organization are referred to as its "organizational climate." It shapes how workers view their workplace and has an impact on their engagement, motivation, and productivity (Chams and García-Blandón, 2019).
Leadership and Management Support
HR strategy must have strong management backing and effective leadership. Leaders may develop an environment that encourages employee participation and buy-in by showing a commitment to HR initiatives, providing resources, and actively participating in the implementation process. Managers are crucial in promoting and reinforcing HR practices within their teams and ensuring that HR strategies are in line with organizational goals (Chams and García-Blandón, 2019).
Open Communication and Transparency
The success of HR strategy depends on a culture of open and honest communication. Employee trust is increased and they are better able to comprehend the justification for HR activities when they believe they have access to accurate and timely information. Employees are able to match their efforts with HR objectives and feel like they are participating in the decision-making process thanks to clear communication channels, frequent updates, and chances for feedback and input (Chaudhary, 2019).
Trust and Psychological Safety
The efficiency of HR strategy is significantly influenced by trust and psychological safety within the company. An environment that is conducive to innovation, cooperation, and continuous development is one in which staff members feel free to voice their thoughts, share their ideas, and take measured risks without worrying about the repercussions (Yong et al., 2019). Employees that trust the process and feel psychologically comfortable interacting and participating are more likely to benefit from HR initiatives like performance management or learning and development programs (Wilton, 2019).
Employee Engagement and Empowerment
The efficacy of HR strategy is positively impacted by an environment that values employee participation and empowerment. Employees are more likely to support HR programs and actively assist in reaching strategic goals when they feel respected, empowered, and included in decision-making (Wilton, 2019). Employee engagement may be increased and a supportive environment can be created for the effective execution of HR policies via HR practices that encourage employee involvement, autonomy, and appreciation (Chams and García-Blandón, 2019).
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Various organizational environment elements affect \ successful HR strategy is. A welcoming environment helps HR initiatives be implemented and successful, which eventually aids in the attainment of strategic objectives. The effectiveness of HR strategy is greatly influenced by a variety of elements, including management and leadership support, open and honest communication, psychological safety, trust, employee empowerment, organizational flexibility, teamwork, and alignment with organizational culture and values. These programs, seminars, mentoring opportunities, and networking events were probably a part of these activities, that aimed to provide people the skills they needed for business partnerships. The public sector in their area would have access to qualified HR experts that could successfully contribute to organizational growth and success because to ECC's commitment to creating a talent pipeline. 
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