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[bookmark: _Toc137830191]Difference between HR in private sector and HR in public sector
[bookmark: _Toc137830192]Orientation 
The human resources practices in the public sector are not very different than private sector however, the prevailing differences impacts significantly upon the efficiency of the human resources policies and practices in the organisation. The orientation of the public sector human resources practices is primarily upon employee fairness and wellbeing and maintaining the good relations with the trade unions. However, the private sector human resources policies and practices are primarily driven by the improvement in the overall organisation performance. The government organisations are using soft model which is primarily focusing upon the employee wellbeing. However, the private sector organisations are using hard model focused on overall organisational performance and improvement in the performance of the organisation consistently (Bloom et al., 2020).
[bookmark: _Toc137830193]Pay scale
The human resources practices in the public organisations are driven by the decision-making power and authority that the individuals’ employees possess rather than the metric driven. For example, the pay scale in the private sector is driven by performance rather than the decision-making authority. It is important to also address the change of the external and internal environment in which both public and private sector operates. Due to the equal treatment and employee wellbeing, in most public organisations, the payment to the employees working at the same level will be paid equally. However, in private organisations, the employees are paid based on their performance. To reward the employees based on their performance, private sectors follow various remuneration schemes including incentives, fringe benefits, and individual bonus schemes. However, public organisations focus upon paying the employees equally rather than based on their performance (Kravariti and Johnston,2020).
[bookmark: _Toc137830194]Influence of external environment 
The private sector organisations are more influenced by the labour market competition and prevailing competition in their respective industry. The focus of the private sector organisation has shifted towards the employee inclusion and development of skill for the employees to climb the ladder of success and achieve their interpersonal goals while performing well for the organisation. However, the skill development in not the primary focus for the public sector organisations. Resulting in the issues of lack of top manager and lack of skills that are needed in the managers to deal with the ever-changing external environment. The core difference between the human resources policies and practices in the private and public sector organisations is due to the use of different models for managing people at work (Fletcher et al., 2020). 
[bookmark: _Toc137830195]Job security 
Public organisations’ focus on employee wellbeing helps in increasing the job security amogst the public organisation employees. However, due to the emphasis on performance, the job security amongst the employees in private organisation is very low. In public organisations, employees possess equal opportunities to participate. The participation of the employees is fostered through management committees, joint consultation, and regular meetings between supervisors and workgroups. The employee participation and job security in the private organisations are driven by the organisational policies and culture prevailing (Borst et al., 2020).
[bookmark: _Toc137830196]Determining the effectiveness of HR strategy
Since the Human resource’s function is very complex, measuring the HR effectiveness requires multi-layer plan for measuring the effectiveness of HR policies and practices in the industry. Human resources effectiveness for the sector can be measured through identifying and assessing the outcomes due to the HR practices, HR services provided to the employees and efficiency prevailing in the sector due to the HR practices and policies (Hamilton and Sodeman, 2020).
[bookmark: _Toc137830197]HR outcomes
One of the most crucial HR outcomes for measuring the effectiveness of prevailing HR practices is the employee engagement, employee job satisfaction and pay rates to the employees. The employee engagement prevails only when the organisational culture and HR practices are fostering the employees to participate in the decision making and share their inputs. With the prevelance of the employee engagement and employee participation, the sector will be able to assess the prevailing level of employee satisfaction. If in a sector employees are not satisfied, they will not be able to perform well. In fact employee dissatisfaction will reduce the employee motivation. Additionally, the payment made to the employees in terms of their remuneration and the incentives contributes to increasing the job satisfaction as well as the employee motivation. Comparing the employee remuneration with other sectors will help in identifying the effectiveness of remuneration policies prevailing in the sector. Apart from the employee payment and satisfaction, employee absenteeism and retention are also very crucial elements for assessing the HR effectiveness. In the organisation ans sector where the employees are not happy and motivated, the prevelance of employee churn rate is very high. Employees shift their job in case they are not satisfied with their prevailing job. The metrics like Employee net promoter score can be used to assess the willingness of the employees to recommend the workplace to their peers (Ni et al., 2020).
[bookmark: _Toc137830198]HR services
The core aim of the HR department is to deliver the services to the employees where the employees can be addressed as the customers of the organisation. To measure the HR effectiveness, it is important for the HR to measure the relationship and policies of HR. the measurement of HR services can be a great way to assess the effectiveness of the HR practices in the sector. Training interventions conduced in the sector can help in assessing the HR practices in the sector. The training interventions will help in assessing the quality of essential HR services including employee productivity, satisfaction and retention. Employee on boarding is also very crucial process. The induction of the employees plays important role in helping the employees to take charge of their role in the organisation. Assessing the HR services helps in understanding the effectiveness of prevailing HR practices. Assessing the HR services effectiveness through the revenue generated by the employees and training metric to understand the impact of training given to the employees will help in assessing the HR effectiveness in the sector (AlHamad et al., 2020).
[bookmark: _Toc137830199]HR efficiency
HR requires to reduce the cost of their services and operations to increase its efficiency. Spending the large amount of money for the recruitment of the employees that are low in skills and expertise will increase the cost of HR services for the organisations. The prevelance of reduced employee retention will result in the more frequent recruitment opportunities in the organisation. Hiring the ineffective employees reflects the ineffective HR practices in the organisation. Additionally, it is important for the sector to compare the cost employee training with the impact that the training has created on overall performance of the organisation and employees (Yusliza et al., 2019).
[bookmark: _Toc137830200]Develop employees to achieve strategic goals
Followings are the strategies that can be used for developing the employees to achieve the strategic goals of the organisation:
[bookmark: _Toc137830201]Training and development 
Employee training and development helps in the skill development through the pedagogies like lectures, hands-on-exercises, videos, podcasts, simulations, and individual/group-based assignments. The classroom and online session help the employees in understanding the importance of strategic goals. Ensuring employee participation in the open forums like YouTube videos, educational blogs and posts on peer-group platforms like LinkedIn helps in keeping the employees update themselves. With the changes in the external environment, the organisation is also adopting the change in their processes. The employee updating is very essential to ensure that they understand the role of strategy and the achievement of long-term goals for the organisation. Upgradation of employee skills and development of new abilities and skills requires the employees to undergo the training intervention which helps in achievement of organisational goals (Aguinis et al., 2020).
[bookmark: _Toc137830202]Job rotation 
The employee job rotation allows the employees to alter or swap their roles with their colleagues for few days. This is part of the on-the-job training for the employees. Organisations who are trying to achieve their strategic goals can adopt the job rotation to ensure that all the employees in the department understand the roles and importance of each team members. The job rotation will also help in creating additional skill amogst the employees. Through job rotation, the organisation will be able to create the backup. In case the employee is not present, there will be some other team member who can do the job temporarily. Job rotation will allow the employees to learn something new and contributes to their personal development. Job rotation will also allow the employees to be empathetic to each other as they are aware about the challenges that they face while doing their job. Job rotation will also help in moving the employees beyond their present roles and responsibilities which will help in creating better ambition for the employees (Hamadamin and Atan, 2019).
[bookmark: _Toc137830203]Coaching and mentoring 
Through coaching and mentoring, it is possible for the organisation to inculcate the required skills in the individual employees. Though coaching and mentoring is a time-consuming process, it allows the employees to understand the future of the organisations and what are the available opportunities in terms of career development for them. Coaching and mentoring will allow the employees to gain the understanding more effectively due to one-to-one interaction with their mentors. Coaching is one of the on-the-job training method which allows the employees to learn from the real situation prevailing in the organisation (Fatimah et al., 2020).
[bookmark: _Toc137830204]Career planning
Career planning is very crucial methodology for the employee development to achieve the strategic goals of the organisation. The organisations who are planning to focus upon the growth in future through strategic planning also focuses upon the individual career development for the employees. Career planning will help the employer to initiate the long-term association with the employees. If the organisations are focusing upon the career planning of the employees, employees will feel safer and more secure in their job resulting in the high level of commitment. Under the career planning, organisation can link their goals with the individual interpersonal goals of the employees. This will help in achievement of strategic goals through motivating the employees for the achievement of their personal career goals (Chams and García-Blandón, 2019).
[bookmark: _Toc137830205]Organisational climate factors affecting the effectiveness of HR strategy
[bookmark: _Toc137830206]Competition
Competition prevailing in the respective sector and industry will require the human resources department to work more effectively to attract the more talented workforce. The payment policies and the employee compensation plan are heavily influenced by the level of competition in the industry. For example, if in a sector, the number of jobs available are increasing, the employees will need to get highly paid and more effective jobs. Hence, the bargaining power of the employees will increase. In such situations, HR requires to pay close attention to the prevailing practice sin the industry and align the organisational practices with the industry standards (Kim and Park, 2020).
[bookmark: _Toc137830207]Government regulations 
Organizations need to comply with the existing rules and regulations enforced by the local and national government. The human resource department is affected heavily by the government legislations. The labour laws, working hours and minimum wages affect the policies and practices prevailing in the organisation. The respected government regulations influence the practices and policies in terms of employee health and safety, industrial relations and equal employment opportunities. The human resources department needs to alter their policies and practices based on the change recommended by the government in the labour laws (Waheed et al., 2019).
[bookmark: _Toc137830208]Economic factors 
Economic changes in the global and national market influences the HR roles regarding termination, recruitment, compensation, and remuneration. The level of employment opportunities prevailing in the national global market will determine the remuneration policies in the organisation. If the employment opportunities are reducing tin the country, the organisation will pay lesser salary and benefits to the employees. With the increase in the employment levels, the organisation may alter their policies to attract the new talent. The economic conditions in the country influences the HR policies and practices significantly. Economic conditions are one of the biggest external influences for the HR policies and practices (Pecino et al., 2019). 
[bookmark: _Toc137830209]Advancement in technology 
Technological advancements are very crucial external environment factor in present scenario. Looking at the advancements in the technology and frequency of launch of new technologies impacting the organisation and employees, the technology plays important role. With the advancement in technology, the roles and responsibilities of the employees are evolving. Additionally, the candidate with the advanced technology exposure is in more demand rather than the less technology savvy employees. The influence of the technology is increasing in every sector and hence the technology advancement is important factor influencing the HR practices and effectiveness (Anwar and Abdullah, 2021).


References
Aguinis, H., Villamor, I. and Gabriel, K.P., 2020. Understanding employee responses to COVID-19: a behavioral corporate social responsibility perspective. Management Research: Journal of the Iberoamerican Academy of Management, 18(4), pp.421-438.
AlHamad, A., Alshurideh, M., Alomari, K., Kurdi, B., Alzoubi, H., Hamouche, S. and Al-Hawary, S., 2022. The effect of electronic human resources management on organizational health of telecommuni-cations companies in Jordan. International Journal of Data and Network Science, 6(2), pp.429-438. 
Anwar, G. and Abdullah, N.N., 2021. The impact of Human resource management practice on Organizational performance. International journal of Engineering, Business and Management (IJEBM), 5.
Blom, R., Kruyen, P.M., Van der Heijden, B.I. and Van Thiel, S., 2020. One HRM fits all? A meta-analysis of the effects of HRM practices in the public, semipublic, and private sector. Review of Public Personnel Administration, 40(1), pp.3-35.
Borst, R.T., Kruyen, P.M., Lako, C.J. and de Vries, M.S., 2020. The attitudinal, behavioral, and performance outcomes of work engagement: A comparative meta-analysis across the public, 
Chams, N. and García-Blandón, J., 2019. On the importance of sustainable human resource management for the adoption of sustainable development goals. Resources, Conservation and Recycling, 141, pp.109-122.
Fatimah, Y.A., Govindan, K., Murniningsih, R. and Setiawan, A., 2020. Industry 4.0 based sustainable circular economy approach for smart waste management system to achieve sustainable development goals: A case study of Indonesia. Journal of Cleaner Production, 269, p.122263.semipublic, and private sector. Review of Public Personnel Administration, 40(4), pp.613-640.
Fletcher, L., Bailey, C., Alfes, K. and Madden, A., 2020. Mind the context gap: a critical review of engagement within the public sector and an agenda for future research. The International Journal of Human Resource Management, 31(1), pp.6-46.
Hamilton, R.H. and Sodeman, W.A., 2020. The questions we ask: Opportunities and challenges for using big data analytics to strategically manage human capital resources. Business Horizons, 63(1), pp.85-95.
Hamadamin, H.H. and Atan, T., 2019. The impact of strategic human resource management practices on competitive advantage sustainability: The mediation of human capital development and employee commitment. Sustainability, 11(20), p.5782.
Kim, E.J. and Park, S., 2020. Transformational leadership, knowledge sharing, organizational climate and learning: an empirical study. Leadership & organization development journal, 41(6), pp.761-775.
Kravariti, F. and Johnston, K., 2020. Talent management: a critical literature review and research agenda for public sector human resource management. Public Management Review, 22(1), pp.75-95.
Ni, P., Wang, X. and Li, H., 2020. A review on regulations, current status, effects and reduction strategies of emissions for marine diesel engines. Fuel, 279, p.118477.
Pecino, V., Mañas, M.A., Díaz-Fúnez, P.A., Aguilar-Parra, J.M., Padilla-Góngora, D. and López-Liria, R., 2019. Organisational climate, role stress, and public employees’ job satisfaction. International journal of environmental research and public health, 16(10), p.1792.
Waheed, A., Miao, X., Waheed, S., Ahmad, N. and Majeed, A., 2019. How new HRM practices, organizational innovation, and innovative climate affect the innovation performance in the IT industry: A moderated-mediation analysis. Sustainability, 11(3), p.621.
Yusliza, M.Y., Norazmi, N.A., Jabbour, C.J.C., Fernando, Y., Fawehinmi, O. and Seles, B.M.R.P., 2019. Top management commitment, corporate social responsibility and green human resource management: A Malaysian study. Benchmarking: An International Journal.




 
1

image1.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David





