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[bookmark: _Toc138347318]1.Background Problem Statement:
In the vibrant coastal region of East Coast County (ECC), a wave of challenges confronted the public sector. It became increasingly evident that a lack of strategic HR partnering capability was hindering progress and development within the organizations. ECC found itself in the midst of a predicament—senior HR positions remained vacant as there was a scarcity of qualified candidates equipped with the necessary business partnering skills.

The issue of unfilled positions reached a critical point around five years ago, causing widespread concern among employers and officials in ECC. Jill Paterson, the visionary Chief Executive of ECC, recognized the urgent need to address this dilemma. They understood that a strong foundation in business partnering was essential for the region to thrive.

Motivated by a desire to empower individuals and invigorate the public sector, Jill Paterson spearheaded an initiative within ECC. Recognizing the need to create a talent pipeline, and assembled a dedicated team to develop a comprehensive HR and organizational development program. The goal was to equip professionals with the skills and knowledge required to assume crucial strategic HR positions.

Drawing from their expertise, the team at ECC designed a multifaceted approach to tackle the challenge. They established partnerships with reputable universities, industry experts, and seasoned HR professionals, forging connections that would prove instrumental in shaping the program. Collaboratively, they identified the key competencies and expertise necessary for success in strategic HR roles.

With the groundwork laid, ECC launched an intensive training and development program aimed at fostering a new generation of strategic HR leaders. The program encompassed a blend of theoretical knowledge, practical experience, and mentorship opportunities. Participants received comprehensive training in business acumen, strategic thinking, change management, employee relations, and other essential HR competencies.

To ensure the program's success, ECC implemented a rigorous selection process to identify individuals with the potential to excel in strategic HR roles. They sought candidates with a strong foundation in HR, a thirst for learning and growth, and a keen understanding of the challenges facing the public sector. Selected participants embarked on a transformative journey, guided by expert mentors who offered invaluable insights and support.

As the program progressed, ECC observed an incredible transformation within the HR landscape of the region. A growing number of professionals were successfully transitioning into strategic HR positions, armed with the knowledge and skills acquired through the program. The talent pipeline that ECC had envisioned began to flourish, filling the vacancies at the Head of HR level that had previously been a cause for concern.

The success of the HR and organizational development initiatives within ECC attracted attention from neighbouring regions and public sector organizations facing similar challenges. ECC's program became a beacon of hope and inspiration, encouraging other communities to invest in developing their own talent pipelines.

Today, ECC stands as a shining example of how proactive measures and visionary leadership can overcome daunting obstacles. Thanks to the strategic HR partnership initiative, the region's public sector is now brimming with skilled professionals who drive positive change, implement innovative strategies, and foster a thriving work environment for the benefit of the entire community.

[bookmark: _Toc138347319]2. Difference Between Public & Private Sector 


HR in the private sector and HR in the public sector exhibit notable differences due to variations in organizational objectives, funding sources, legal frameworks, decision-making processes, and employee motivation. The following analysis draws from multiple authoritative sources to provide a comprehensive understanding of these distinctions.

[bookmark: _Toc138347320]2.1 Organizational Objectives:
In the private sector, the primary objective is to generate profits and maximize shareholder value. According to (Dessler G, 2020),private sector HR aligns with business strategies, focusing on talent acquisition, performance management, and employee engagement to drive productivity and profitability.
In contrast, HR in the public sector aims to deliver quality public services efficiently, effectively, and in the public interest. This often involves adhering to government policies and regulations to ensure transparency and accountability (Schuler , Jackson , & Jiang, 2022). 
[bookmark: _Toc138347321]2.2 Employee Relations:
Private sector HR often focuses on fostering positive employee relations through initiatives such as employee engagement programs, team-building activities, and individual development plans. The private sector places a significant emphasis on individual career growth and offers opportunities for advancement based on merit. In the public sector, employee relations include managing relationships with unions, addressing collective bargaining agreements, and ensuring fair treatment and representation of employees. Public sector HRM aims to maintain a harmonious work environment while upholding organizational values and public service standards.

[bookmark: _Toc138347322]2.3 Performance Evaluation:
Private sector organizations typically employ performance management systems that emphasize individual performance and goal attainment. These systems often include regular performance reviews, individualized development plans, and performance-based rewards. Public sector HRM faces unique challenges in evaluating performance due to the complexity of public service delivery. Evaluation criteria may focus on meeting organizational objectives, demonstrating ethical conduct, and delivering value to the public. Public sector HRM may employ a mix of quantitative and qualitative measures to assess performance.
[bookmark: _Toc138347323]2.4 Legal Framework:
The legal frameworks within which HR operates differ between the private and public sectors. Private sector HR functions within employment laws and regulations but generally has more flexibility in designing HR policies and practices to suit organizational needs. However, public sector HR operates within a more complex legal framework, including employment legislation, labour relations acts, and civil service regulations. Compliance with these regulations is crucial, as highlighted by (Kellough & Nigro, 2019) in "Personnel Management in Government: Politics and Process." Public sector HR professionals must navigate bureaucratic processes, follow strict hiring procedures, and ensure fairness and equity in employment practices.

While addressing the question, it is essential to note that HR practices may vary across industries, countries, and specific organizations within each sector. Factors such as cultural norms, government policies, and historical contexts can influence HR practices in both sectors.

In conclusion, HR in the private sector and the public sector differ significantly in terms of organizational objectives, Employee Relations, Performance Evaluation, legal frameworks, decision-making processes, and employee motivation. Understanding these distinctions is crucial for HR professionals to effectively navigate the unique challenges and requirements of each sector.

[bookmark: _Toc138347324]3. Effectiveness of HR strategy

Determining the effectiveness of HR strategy is influenced by the sector in which it is implemented. Various authors and publications provide insights into this aspect, considering the criteria mentioned.

[bookmark: _Toc138347325]3.1 Diversified Sources:
According to (Dulebohn, 2015) in their article "Are we there yet? What's next for HR?", sector-specific information is crucial for assessing HR strategy effectiveness. It is essential to analyze sector-specific challenges, regulations, and organizational goals to determine the alignment of HR practices with sector-specific requirements. Accessing diversified sources, such as industry reports, academic research, and case studies, allows for a comprehensive understanding of sector-specific HR strategies.

[bookmark: _Toc138347326]3.2 Principal-Agent Relationship:
Agency theory suggests that the sector determines the effectiveness of HR strategy based on the alignment of interests between principals (e.g., shareholders, owners) and agents (e.g., employees, managers). (Jensen & Meckling, 1976) in their paper "Theory of the Firm: Managerial Behavior, Agency Costs, and Ownership Structure" emphasize the role of incentives, monitoring mechanisms, and contracts in managing the principal-agent relationship. HR strategies that effectively align the goals and interests of both parties are more likely to be considered effective within the sector.

[bookmark: _Toc138347327]3.3 Performance Measurement and Governance:
The sector evaluates HR strategy effectiveness by considering how performance is measured and monitored within the organization. (Eisenhardt, 1989) discusses agency theory in her article "Agency Theory: An Assessment and Review," highlighting the importance of performance evaluation systems and governance mechanisms in addressing agency problems. HR strategies that incorporate appropriate performance measures, such as key performance indicators (KPIs) and performance-based incentives, can demonstrate their effectiveness in achieving organizational goals.

[bookmark: _Toc138347328]3.4 Risk and Control:
The sector assesses the effectiveness of HR strategy by evaluating the risk and control mechanisms in place. (Fama & Jensen, 1983) in their article "Separation of Ownership and Control" emphasize the significance of control mechanisms to mitigate agency problems. Effective HR strategies should consider risk management processes, internal controls, and transparency to provide assurance to the sector that the organization's interests are protected.

By considering these aspects, the sector can determine the effectiveness of HR strategy within an organization. It is important to note that specific authors and publications may provide additional insights into agency theory and its application to HR strategy effectiveness. Therefore, conducting further research and consulting relevant sources will enhance the understanding of this topic.

[bookmark: _Toc138347329]4. Developing Employees to Achieve Strategic Goals


Developing employees to achieve strategic goals is a critical function of HR. Multiple authors and publications provide insights into this topic, considering the criteria mentioned.

[bookmark: _Toc138347330]4.1 Strategic Alignment:
(Ulrich & Brockbank,, 2014), "The HR Value Proposition" - Ulrich and Brockbank highlight the importance of aligning HR practices with organizational strategy to develop employees effectively. They emphasize the need for HR to focus on strategic workforce planning, talent management, and learning and development initiatives. By identifying key competencies required to achieve strategic goals and providing training and development programs, HR can enhance employee capabilities and support organizational success.

[bookmark: _Toc138347331]4.2 Performance Management:
(Armstrong, 2014)."Armstrong's Handbook of Human Resource Management Practice" - Armstrong emphasizes the role of HR in developing employees through performance management processes. HR should establish clear performance goals and expectations, provide regular feedback and coaching, and offer opportunities for learning and growth. Employee development can be achieved through training programs, job rotations, mentoring, and career development plans. HR needs to ensure that development initiatives are aligned with organizational strategy and contribute to the achievement of strategic goals.

[bookmark: _Toc138347332]4.3 Learning and Development Culture:
(Noe, Hollenbeck, Gerhart, & Wright, 2017). "Human Resource Management: Gaining a Competitive Advantage" - Noe et al. emphasize the importance of a learning and development culture within organizations. HR should create an environment that fosters continuous learning, innovation, and knowledge sharing. This can be achieved through the implementation of learning programs, coaching and mentoring, on-the-job training, and creating opportunities for cross-functional collaboration. HR also plays a critical role in assessing and addressing skill gaps through training needs analysis and designing appropriate development interventions.

In summary, the critical points highlighted by Ulrich and Brockbank, Armstrong, and Noe et al. emphasize the need for HR to align development initiatives with strategic goals. This involves strategic workforce planning, talent management, performance management, learning and development programs, and creating a culture of continuous learning. By implementing these strategies, HR can develop employees' skills, knowledge, and competencies, enabling them to contribute effectively to the achievement of organizational strategy.

[bookmark: _Toc138347333]5. Impact of Organizational Climate Factors on the Effectiveness of HR Strategy

Organizational climate factors play a crucial role in determining the effectiveness of HR strategy. To address this topic while meeting the specified criteria, the following sources and authors are considered:

[bookmark: _Toc138347334]5.1 Leadership and Employee Engagement:
(Schneider, Ehrhart, & Macey, 2013). "Organizational Climate and Culture." - Schneider, Ehrhart, and Macey emphasize the impact of organizational climate on HR strategy effectiveness. They highlight several key climate factors, including:

· Supportive Leadership: The presence of leaders who promote and support HR initiatives positively influences the effectiveness of HR strategy.
· Employee Involvement: Creating a climate that encourages employee involvement and participation in decision-making processes enhances the effectiveness of HR strategy.
· Collaboration and Teamwork: A climate that fosters collaboration and teamwork enables the implementation of HR practices that require cross-functional cooperation, such as performance management and talent development.


[bookmark: _Toc138347335]5.2 Organizational Culture and Adaptability:

(Dension, Haaland, & Goelzer, 2003). "Corporate Culture and Organizational Effectiveness: Is Asia Different from the Rest of the World?" - Denison, Haaland, and Goelzer focus on the role of organizational culture in influencing HR strategy effectiveness. They identify several climate factors, including:

· Adaptability and Change Orientation: A climate that encourages adaptability and openness to change facilitates the implementation of HR strategies aimed at organizational transformation and agility.
· Performance Orientation: A culture that emphasizes performance and achievement supports the effectiveness of HR strategies related to goal setting, performance management, and rewards.
· Employee Development: A climate that prioritizes employee development and learning enhances the effectiveness of HR strategies related to training, talent development, and career growth.


[bookmark: _Toc138347336]5.3 Employee Development and Growth:

(Guest, 2011). "Human resource management and performance: still searching for some answers." - Guest highlights the significance of employee engagement as a critical climate factor affecting HR strategy effectiveness. Employee engagement involves:

· Commitment and Motivation: A climate that fosters employee commitment and motivation positively impacts the effectiveness of HR strategies related to employee retention, productivity, and satisfaction.
· Trust and Communication: Building a climate of trust and effective communication enables the successful implementation of HR strategies, such as change management and employee feedback mechanisms.

By considering the critical points outlined by Schneider, Ehrhart, Macey, Denison, Haaland, Goelzer, and Guest, it becomes evident that factors such as supportive leadership, employee involvement, collaboration, adaptability, performance orientation, employee development, and engagement significantly influence the effectiveness of HR strategies within an organization.
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