



[bookmark: _GoBack]Executive summary
The study has concentrated on the role of Human Resource Management (HRM) by making precious resources in an organization for the growth of business and skills of employees. The numerous facets of HRM are examined including its contribution to the achievement of organizational goals, a comparison of HRM in the private and public sectors, the efficacy of HR initiatives, and the employee development component of HR. Additionally, it looks at how organizational climate variables affect the efficiency of HR methods. In highlighting the significance of HRM in promoting a healthy work environment and aiding in the expansion and success of organizations. 
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[bookmark: _Toc137596110]Introduction
Every industry depends heavily upon Human Resource Management (HRM) to succeed and endure. It enables the effective utilization of a company's most priceless resource, its people capital. HRM is in the position of finding, choosing, and keeping skilled individuals with the required competencies and skills. Besides, it encourages staff growth while promoting a culture of continuous improvement and growth through training and development initiatives. Likewise, HRM is necessary for sustaining employee happiness and well-being, which boosts performance and decreases turnover by conducting better HR practices (Boonet al. 2019). Good HRM practices ensure labor regulations and encourage inclusiveness and diversity. It allows the organization to communicate effectively and resolve conflicts to maximize firm performance and gain a competitive industrial advantage.
The aim of the study is to create fair, efficient, and effective policies and procedures regarding the achievement of organizational goals. HRM in the private sector is profit maximization, appealing to and retaining top talent, and market demand adaptation. It puts a strong emphasis on flexible employment policies, pay based on performance, and a hostile work environment. Public sector HRM emphasizes offering the public excellent services, addressing the demands of workforce diversity, and assuring openness and accessibility. Equal chances, stable employment, and obedience to laws and rules are stressed to maximize human capital.
The study is going to analyze a comparison between the private sector and public sector HRM, the effectiveness of HR strategy, and the employee development aspect of HR to achieve strategic goals by applying certain relevant goals. Besides, the research sheds light upon the perspective of organizational climate factors that affect the effectiveness of HR strategy in business. 
[bookmark: _Toc137596111]Comparison between the private sector and public sector HRM
Organizational Goals 
HRM deals mainly with increasing earnings, improving shareholder value, and acquiring an edge over competitors in the private sector. The focus is on enticing maintaining the best employees, encouraging innovation, and changing with the times. Contrarily, public sector HRM requires to provide the public with reliable and effective services, enforce compliance with policies and regulations, and retain the public interest.
The reflection of a scarcity of people with strategic human resources partnership abilities, the public sector, exemplified in this example by ECC, struggled to identify suitable applicants for senior HR jobs. ECC's response reveals a dedication to closing this talent gap by building a pipeline of talent and aiding people aiming to hold critical HR positions in the public sector.
Recruitment and Selection
HRM in the private sector tends to utilize a more aggressive approach to recruiting, focusing on identifying employees with specific skills and expertise that satisfy organizational requirements. HRM often strongly emphasizes equal treatment, variation, and respect for individualized hiring processes. Remuneration and perks correlate with performance and market competitiveness in the private sector (Boselieet al. 2021).  Employee recruitment and motivation strategies usually involve the implementation of pay scales, stock options, and other incentives. In order to achieve pay equity and job security, public sector HRM frequently uses standardized salary levels that consider positions, rank, and contract terms.
The talent acquisition initiatives and proactive human resources partnership capability illustrate the distinction between public and private sector HR. ECC recognized that the public sector suffered from trouble filling senior HR positions due to an absence of proactive HR partnership capabilities. ECC proactively developed a talent pipeline and assisted people in advancing into critical HR positions to overcome this issue.
Employee Relations
HRM in the private sector often places a high value on individual achievement and productivity, which promotes a competitive work environment. Employment agreements, performance-based assessments, and a focus on individual career development can all function as guidelines for employee interactions. Sometimes in compliance with labor rules and union agreements, public sector HRM focuses greater priority on collective bargaining, worker engagement, and dealing with different stakeholder interests addressing the organizational performances (Khan and Iqbal, 2020). The proper HR strategy implementation influences employee retention factors. 
In the private sector, finding and retaining top people through aggressive hiring procedures is a priority. To guarantee that HR professionals strategically help achieve organizational goals and objectives, private sector organizations place a high value on business partnership abilities.
Accountability and Governance
HRM in the public sector is liable for stricter rules and oversight to promote openness, accountability, and moral behavior. The main objective is adhering to public policies, laws, and regulations.  HRM practices have to conform to these criteria. While still operating within the law. Moreover,  HRM in the private sector has increased flexibility in complying with corporate strategy and goals.
ECC's HR activities serve as a customized strategy for enhancing HR capabilities in the industry by recognizing the unique requirements and difficulties of the public sector. This demonstrates how different strategies and interventions are needed for HR in the public sector compared to the private sector, focusing on filling shortages in skills unique to the industry and developing talent within the company.
[bookmark: _Toc137596112]Determine the effectiveness of the HR strategy
The efficiency of HR strategy measures the performance of the business, employee satisfaction, and larger organizational objectives. Employee retention rate represents the growth of a firm that determines the success of the HR strategy for raising the turnover rate and evaluation of talent management in a specific industry (Singh, 2019).  The retention rates measure the active performances of HR that contribute to the firm’s internal strength for better employees performances. For example, the UK's technology sector has a high turnover rate that exceeds competitors indicating improvement in HR strategy in enhancing employee engagement for business growth. Implementing HRM strategies and practices facilitate the fulfillment of economic, interpersonal, and environmental goals with an impact on both the organization's internal and external factor over an extended perspective while managing negative feedback. Staff satisfaction and engagement represent the effectiveness of HR strategies.
Enhancing employee performance and productivityhas to be a goal of HR strategy to maximize staff loyalty (Darmawanet al. 2020). Companies validate the success of HR initiatives by comparing productivity levels to industry standards. For instance, Unilever tracks whole production effectiveness to assess the influence of their HR initiatives on employee productivity, staff satisfaction, and extent of engagement representing the effectiveness of HR strategies (Alsubieiet al.2021).  Unilever uses recruitment strategies online job boards, career fairs, and university placements, to hire talented individuals to attain goals and values. 
The efficacy of HR practices is capable of being determined through recruitment and training data. Companies assess training and development programs, including new skills learned and performance advancements, addressing HR practices that affect staff growth and capabilities. The public sector evaluates the success of ECC's HR strategy by examining how well the talent shortage and lack of strategic HR partnership skills were addressed. HR posts are being filled through ECC's efforts to establish a talent pipeline and train individuals for tactical human resources roles.  The availability of competent people with business partnership abilities and the total effectiveness of the HR strategy for meeting the requirements of the clientele in the public sector, the sector evaluates the impact of ECC's actions.
Agency theory 
Using agency theory concepts, the sector assesses the efficacy of HR strategy. The relationship between the industry (Principle) and the employees (agent) focuses on an agency theory for upgrading the principles and actions of the HR department. These theoretical concepts address the goals and principles, defining the bond between managers and employees. 
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Figure 1: Agency theory
(Source: Khoreva and Wechtler, 2020)
Performance Metrics
The sector is able to establish performance indicators that correspond with organizational objectives to evaluate the effectiveness of HR policies. Staff efficiency, lack of attendance, employee turnover, consumer happiness, and financial success are measured for enhancing the entire organizational performance for business flexibility (Khoreva and Wechtler, 2020). The sector assesses the success of HR strategies in achieving their goals by assessing these indicators in time for maintaining industry standards to connect right people developing a planned strategy.  
Key Performance Indicators (KPIs)
Sector-specific KPIs for HR strategy can be established for tracking performance, investigating problems, and maintaining accountability.  KPIs assess the success of diversity and inclusion initiatives, staff engagement, instruction and growth effects, and recruitment efforts. 
Regulatory framework
There are different rules and compliance standards for various sectors. For instance, strict rules governing personnel qualifications, privacy, and data security observes in the healthcare and financial industries that adherence all applicable laws and regulations.
Industry standards and culture
Organizational culture and conventions differ by sector, which has an impact on the way HR strategies work. Technology-related industries have a higher priority on HR tactics that promote employee autonomy, flexibility, and lifelong learning. Besides,  hierarchical organizations require HR approaches that strongly emphasize appraisals, clear structures, and planned career routes.
[bookmark: _Toc137596113]Employee development aspect of HR to achieve strategic goals
HR encourages employee development, improves employee skills, and matches staff talents with the organization's strategy by setting different strategies. ECC identifies strategic HR partnering within the public sector to develop human resources activities for declining the lack of applicants with business partnership abilities.  Strategic HR competencies built an applicant pool to prepare employees for senior HR jobs (Hamadamin and Atan, 2019). ECC improves people's abilities and skills by providing training, coaching, and mentorship programs for doing more effective work and contributing to the attainment of strategic goals. The following are some efficient methods of HR assisting staff members to reach strategic goals. 
Training and development
HR has the ability to develop and offer training courses that support the strategic goals of the company. The initiative of training and development attains the objectives of the tactics, including communication, leadership development, and technical skills. HR ensures that individuals possess the skills and knowledge required to work effectively by fostering employee development.
Performance Management
HR can establish a system for managing performance that combines individual objectives with the larger goal of the company. This requires setting precise performance standards, offering frequent feedback, and performing evaluations of performance. HR identifies the improvement using performance management and provides concentrated growth strategies to increase employee performance.
Succession Planning
HR develops transition planning procedures to identify employees with great potential and train individuals for upcoming leadership roles. By evaluating the organization's talent pipeline, HR identifies key roles for achieving the goals of the plan and develops workers with the ability to fill those positions. This ensures a large skill pool and sustainable leadership.
Coaching and mentoring
HR organizes initiatives wherein skilled employees provide guidance to less seasoned workers. This allows staff members to acquire expertise from others getting insightful knowledge and advice to serve better performances. Employees improve their performance and align with the company's strategic objectives. 
Feedback and performance improvement
HR may encourage an environment of constant feedback by offering employees continuous assistance and encouragement (Yong et al. 2020).  Employees understand that their position corresponds with the strategic goals and implement improvements with regular check-ins, progress presentations, and helpful observations.
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Figure 2: Resource-based theory
(Source: (Zeebareeet al. 2019)
Resource base theory
HR employs the resource-based theory to assist individuals in growing for meeting strategic goals. An organization's competitive edge depends on its unique and valuable assets, particularly its human capital. HR determines the abilities, expertise, and skills needed, and staff development efforts can be coordinated appropriately to accomplish the strategic goal (Zeebareeet al. 2019). Employees' capacities are enhanced by offering possibilities for training, mentoring, and professional growth, resulting in useful resources to strengthen the organization's competitive edge. HR can additionally foster a culture of employee engagement and recognition to inspire employees to contribute to the achievement of the objectives of the firm's action plan.
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The setting, ideas, values, and behaviors are frequent within an organization for defining the effects of workplace climate. Key issues include a shortage of strategic HR partnering skills and the absence of workers with business partnering expertise. ECC concentrated on building a network of talent and training people for strategic HR jobs to overcome these concerns. 
Management and Leadership Style
An organization's leadership and management practices greatly impact culture.  Leaders act in a helpful and participatory manner to foster a positive work environment that ensures employees are driven and involved. HR tactics emphasize worker empowerment, growth, and recognition to be successful in making a positive business environment. Its success depends on a leadership environment that promotes and prioritizes HR strategy.
Communication and Transparency
Transparent and open communication serves to establish a positive workplace culture.  Employee feedback tools and workplace conversations are effective for managing employee-employer relationships successfully and maintaining collaborative factors at the workplace. Communication and transparency are essential to ECC's efforts to overcome the skills shortage through HR development programs. The efficacy of HR tactics is boosted by a culture of open communication that ensures concerns are addressed for taking action successfully.
Cooperation and Teamwork
The efficacy of HR tactics is improved by an organizational climate that promotes cooperation and teamwork. Communication, sharing of information, and invention are all improved that support and motivate teamwork and group performances of employees by the guidance of HRM. These approaches emphasize team-building exercises, cross-functional collaboration, and collaborative culture to encourage employees for better performances (Waheedet al. 2019).  Focusing on the talent gap shows the climate at ECC is encouraging and supports employee development. The efficacy of HR strategy is influenced by an organizational culture that fosters employee growth and offers tools, mentorship, and opportunity for promotion.
Trust and psychological safety 
Trust and psychological safety are essential elements in developing a positive organizational environment. A culture of innovation, creativity, and psychological safety develops while employees have trust in their leaders and also inspires to share their views, thoughts, and concerns.
Inclusion and Diversity
Equal opportunities for all employees have been established in an inclusive organizational culture.  HR methods have higher priority on recruiting for diversity, training for inclusion, and fostering firms' success (Li et al. 2019). Employee retention, efficiency, and invention appear effective in appointing diverse employees and potential brand engagement.
[bookmark: _Toc137596115]Conclusion
To sum up, the above discussion has evaluated the key roles of HRM that support firms for commercial growth.  ECC strides to solve this issue by establishing a system for recruiting talent and aiding people aiming to hold important HR jobs. Based on the capacity to recruit and develop suitable people satisfying the demands of the public sector clientele, HR strategy effectiveness in the public sector is evaluated. The efficiency of HR strategy differs based on the industry. While the public sector's HRM emphasizes offering outstanding services, managing workforce diversity, and ensuring compliance with rules and regulations, the private sector focuses more emphasis on maximizing profits, attracting top people, and changing consumer needs.
The efficacy of HR strategy is impacted by a range of factors, including hiring and selection procedures, employee interactions, accountability and governance, and industry-specific norms and culture. Evaluation of performance metrics, such as employee retention rates, productivity levels, and staff engagement and satisfaction, is required to assess the efficacy of HR strategy. Concepts from agency theory, performance management, succession planning, coaching and mentoring initiatives, and feedback mechanisms contribute to staff development and the accomplishment of strategic objectives. The efficiency of HR strategy is significantly influenced by the organizational climate. The success of HR efforts is influenced by a variety of elements, including management and leadership style, communication and transparency, cooperation and teamwork, psychological safety and trust, and inclusion and diversity. The emphasis ECC sets on cultivating a talent network and solving the skills gap of the company's encouraging and growth-focused environment.
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