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INTRODUCTION

The term "HRM" has come to refer broadly to all facets of recruiting and firing, planning, development, and rewards, as well as the human element of work organisation and employment contracts. It has also come to include a strategic component. The adoption of a dynamic and adaptive (as opposed to purely administrative) purpose, in line with broader organisational strategic choices, is also important (Collings, Wood, et al.2019). In other words, it is not just about the choice and implementation of specific policies and practises towards the management of people.
For East Coast County (ECC), a company that serves the public sector, the efficacy of its human resources strategy is essential to advancing its organizational growth and human resources (HR) goals. However, the absence of strategic HR partnering expertise within the public sector forced ECC to identify a critical issue that needed to be addressed. This problem was made clear when firms in the area had trouble filling senior HR positions, largely because there were not enough applicants with the required business partnering abilities. To solve this problem, ECC understood how crucial it was to create a talent pipeline and provide people the freedom to fill important HR roles.
The primary issue at hand is the lack of candidates with business partnership experience, which has resulted in a significant number of positions at the Head of HR level within ECC. This deficiency makes it impossible for the business to carry out its goals for organizational growth and human resources and serve its clients in the public sector.
It is critical to scrutinize this problem to better understand the differences between HR in the private and public sectors, the factors impacting the efficacy of HR strategy within the sector, and the strategies HR may use to develop people and achieve organizational goals. This study will provide crucial data that ECC may utilize to resolve the issue and enhance the effectiveness of its HR strategy.









· Differences between HR in the public and commercial sectors

Due to differences in organizational aims, finance, governance, legal and regulatory frameworks, and stakeholder dynamics, the private and public sectors have different HR practices. Understanding these distinctions is essential if East Coast County (ECC) is to address the lack of strategic HR partnering competence in the public sector. This in-depth examination of the differences between private sector and public sector HR will shed light on their unique traits and have consequences for ECC's talent pipeline activities.
1. Stakeholders and Organisational Objectives: In the private sector, HR aligns with goals that are motivated by profit, maximizing shareholder value, and satisfying client and investor demands. The delivery of public services, serving the public interest, and appeasing a variety of stakeholders, including people, elected officials, and community organizations, are the primary goals of HR in the public sector, in contrast (Boxall & Purcell, 2016; Gomez-Mejia et al., 2016).

2. Funding and Resource Allocation: Private sector organizations are generally funded by the profits from their commercial activities, which allows for more flexibility in resource allocation for HR projects. Contrarily, government mandates, financial restrictions, and legal requirements all affect the availability of resources for HR programmes because public sector HR is supported through public funds (Brewster et al., 2016; Marchington & Grugulis, 2016).

3. Regulatory Framework and Governance: The legislative requirements, civil service policies, and government laws that make up the complex regulatory framework under which the public sector functions. Comparing the public sector to the private sector, this framework places more restrictions on HR practices in areas including hiring, selecting, paying, and managing performance (Brewster et al., 2016; Storey, 2014).

4. Employee Engagement and Motivation: In the private sector, HR practices frequently place a strong emphasis on performance-based awards, personal career advancement, and incentives linked to organisational objectives. Human resources in the public sector place a strong emphasis on things like job security, work-life balance, intrinsic motivation, and upholding public service principles. According to Gomez-Mejia et al. (2016) and Selden & Sowa (2010), the public sector's emphasis on serving the public interest may influence HR practices targeted at promoting employee commitment and engagement.

5. Decision-Making and Stakeholder Relations: In the private sector, HR often functions with more autonomy and decentralized decision-making authority placed on corporate executives and HR experts. On the other hand, public sector HR is governed by a more centralized decision-making process including a variety of stakeholders, including elected officials, unions, and community groups. To build HR strategies and policies, there has to be a stronger emphasis on cooperation and consultation (Brewster et al., 2016; Marchington & Grugulis, 2016).
For ECC to address the lack of strategic HR partnership competence, they must be aware of these differences between HR in the private sector and HR in the public sector. ECC can customize its talent pipeline activities and HR strategies to improve the competencies of people adopting critical HR jobs within the public sector set by recognizing the characteristics and requirements of the public sector.


· The industry determines how well an HR strategy works.

In the public sector as well as other industries, several factors might influence how effective an HR strategy is. Stakeholder theory and principal-agent theory are two agency theories that can help us understand how the sector influences the effectiveness of HR strategy. These theories clarify the relationship between the firm, its HR division, and the major stakeholders. The discussion that follows examines these theories and considers how they might be used to evaluate the efficacy of HR practices in the public sector.

                                                 AGENCY THEORIES
                                  
     
            PRINCIPAL AGENT THEORY              STAKEHOLDER THEORY

According to the principal-agent theory, the public sector can assess the efficacy of an HR strategy by looking at how successfully the HR function fulfils its job as an agent for the principal (such as the government or a public organization). The HR department must ensure that its operations are in line with the strategic goals of the company and that resources are used effectively to achieve the desired results (Bovaird & Löffler, 2009).
The effectiveness of HR strategy in the public sector can be evaluated using several factors. These variables include the degree to which HR professionals are empowered, the availability of performance metrics to monitor HR results, and the level of accountability for HR outcomes (Bouckaert & Halligan, 2008). These variables also include the consistency with which organizational objectives and HR activities are aligned. The review can be aided by performance agreements, crucial performance measures, and standardized reporting procedures.
The Stakeholder Theory emphasizes the need of taking into consideration the requirements and interests of many parties with an interest in the organization, such as workers, citizens, elected officials, unions, and community organizations. The efficiency of an HR strategy in the public sector is determined by how well it balances the divergent interests of these stakeholders and improves overall organisational performance (Freeman, Harrison, Wicks, Parmar, & De Colle, 2010).

To evaluate the effectiveness of an HR strategy based on the stakeholder theory, a thorough stakeholder analysis is required. This analysis includes the identification of significant stakeholders, an understanding of their concerns and challenges, and an assessment of how HR operations affect stakeholder engagement and satisfaction. Use conversations, focus groups, surveys, and feedback systems to solicit input from stakeholders and ascertain their perceptions of the effectiveness of HR strategy (Brewster et al., 2016).

Agency theories like Principal-Agent Theory and Stakeholder Theory are taken into consideration while evaluating the effectiveness of HR strategy in the public sector. These concepts underline the need of aligning HR initiatives with business goals, ensure resource efficiency, and consider the needs and expectations of various stakeholders. By putting these concepts into action, ECC will be able to assess the effectiveness of its talent pipeline program and other HR strategies in addressing the shortage of senior HR posts and, ultimately, improving the efficacy of HR practices in the public sector.



· Human Resources train workers to meet strategic objectives.

The principles of the resource-based theory are consistent with the crucial responsibility of helping people spread to achieve strategy goals, which are under the jurisdiction of HR departments. The competitive advantage of a corporation, according to resource-based theory, is derived from its unique resources and talents, notably its human resources. In the case of East Coast County (ECC), addressing the lack of strategic HR partnering competency in the public sector requires a focused approach to developing employees who can fill senior HR roles and support the organizational strategic goals.

HUMAN RESOURCE MANAGEMENT


Talent Acquisition and Development
Performance Management and Incentives

Development of successful leadership
Foster a Learning Culture
Determine and Develop Core Competencies





To successfully develop people and align their abilities with strategic goals, HR may employ a variety of methods based on resource-based philosophy:
1. Determine and Develop Core Competencies: HR must determine the core competencies that ECC must possess to flourish in the public sector. Core competencies are distinctive skills or bodies of knowledge that offer an organization a competitive advantage (Prahalad & Hamel, 1990). By recognizing key capabilities, HR may create training and development plans that improve workers' abilities and expertise in these crucial fields.

2. Talent Acquisition and Development: HR should emphasize talent acquisition and development efforts to meet strategy objectives. This entails making concerted attempts to hire people who have the appropriate business connection skills and competencies. Human resources should fund training and development programs to improve employees' strategic thinking, problem-solving, and leadership skills (Wright, McMahan, & McWilliams, 1994).

3. Performance Management and Incentives: It is vital for success to match individual and team performance with strategy goals. Human resources may build performance management systems that set clear expectations and provide frequent feedback. HR may encourage employees to align their activities with ECC's strategic goals by linking performance evaluation and remuneration to strategic outcomes (Lepak & Snell, 1999).

4. Foster a Learning Culture: Building a culture of learning is essential for continual employee development. A culture of learning, exchanging knowledge, and creativity may be promoted with the aid of HR. This may be achieved by establishing mentoring programs, encouraging cross-functional collaboration, and providing opportunities for ongoing training and development (Grant, 1996).

5. Development of successful leaders: Implementing the objectives of a plan requires good leaders. High-potential workers can be spotted by HR, who can then offer them leadership training courses (Avolio, Walumbwa, & Weber, 2009). These courses may help people develop their leadership abilities, foster strategic thinking, and get them ready for future senior HR positions.

By putting these strategies into practice, HR may improve employees' abilities, expertise, and skills, aligning them with ECC's strategy goals, and creating a durable competitive advantage in the public sector.



· Organisational climate factors affect the effectiveness of HR strategy.

The effectiveness of HR strategy is influenced by a variety of organisational climate factors that influence the working environment and employee experience. These factors have a big impact on how satisfied employees are with their work environments inside the firm. In the context of East Coast County (ECC), certain organisational environment traits may have an impact on the effectiveness of HR strategy:
1. Support and Alignment of Top Leadership: The support and alignment of top leadership are essential for the HR strategy's success. When leaders actively support them and underline their importance, employees are more likely to regard HR efforts as legitimate and helpful (Eisenbeiss, Knippenberg, & Boerner, 2008). Strong leadership support fosters a conducive organisational environment that encourages staff engagement and devotion to the implementation of HR strategy.

2. Contact and Transparency: Open and sincere channels of communication make it simpler to disseminate information about HR strategy and promote employee engagement. When staff members are well-informed on the aims, objectives, and anticipated results of HR efforts, they are more likely to understand their part in promoting the strategy and experience a sense of ownership (Armstrong-Stassen & Schlosser, 2008). Furthermore, trust is fostered and employee loyalty to the organisation is increased via open communication.

3. Employee Participation and Involvement: Employer-sponsored HR programmes can be more effective when employees are involved in their conception and implementation. When given a say in decision-making, employees are more engaged and more likely to support HR initiatives (Pohler & Schmidt, 2016). When involved in pertinent methods, such as focus groups, feedback procedures, or involvement in cross-functional teams, employees may contribute their expertise and skills to the creation of HR initiatives.

4. Organisational Culture: A company's culture has an impact on how HR strategies are seen and integrated into daily operations. A culture that places a strong focus on employee development, teamwork, and innovation improves the performance of HR initiatives (Biron, Farndale, & Paauwe, 2011). An inclusive culture that values diversity and inclusion may also produce a positive work environment that encourages employee engagement and satisfaction.

5. Systems of Reward and Recognition: The existence of successful reward and recognition initiatives inside a business encourages the desirable behaviours that are following HR strategy. Employee motivation and engagement are raised when their contributions to HR goals and objectives are acknowledged and celebrated (Wright & Nishii, 2004). These systems can provide both monetary and non-monetary incentives, including promotions, public recognition, or opportunity for personal growth.
By emphasizing specific organisational climate traits, ECC may create a work environment that supports the effectiveness of its HR strategy. Employees who like their work for the company, feel encouraged, involved, and appreciated are more likely to actively participate in HR activities, add to the talent pipeline, and help ECC achieve its strategic HR partnership goals.























CONCLUSION

In conclusion, using agency theories like Principal-Agent Theory and Stakeholder Theory, it is possible to assess the efficacy of HR policies in the public sector. ECC can evaluate the success of its talent pipeline programme and other HR strategies by coordinating HR activities with business objectives, maintaining resource efficiency, and considering the requirements and expectations of different stakeholders. The resource-based paradigm underlines the importance of staff development for the achievement of strategic goals. HR may identify key competencies, try to improve them, prioritise hiring and developing personnel, implement performance management and incentives, foster a culture of learning, and cultivate capable leaders. By aligning employees' competencies, experience, and skills with ECC's strategic goals, HR may create a lasting competitive advantage in the public sector. How well HR strategy is implemented is also influenced by factors impacting the organisational atmosphere. Senior leadership support and alignment, communication, and openness, employee engagement and involvement, organisational culture, and reward and recognition systems all have a significant impact on the environment that supports the effectiveness of HR efforts. By placing a strong emphasis on these components, ECC may create a workplace that promotes employee engagement, happiness, and active participation in HR activities. By comprehending the differences between HR in the private and public sectors, assessing the efficacy of HR strategies using agency theories, training employees to meet strategic objectives based on the resource-based theory, and fostering an organisational culture that supports the efficacy of HR strategies, ECC can address the lack of strategic HR partnering competence in the public sector. By executing these strategies, ECC can strengthen the effectiveness of its HR strategy, create a talent pipeline, and effectively fill senior HR jobs to support organisational growth and serve its clients in the public sector.
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