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INTRODUCTION
This report is on human resource management, HRM strategic human resource management SHRM. The difference in public and private sector and how the public sector is more likely to outsource the public sector HRM to the private sector. The effectiveness of HR strategy in organizations. How HR can help individuals to develop themselves for the purpose of the job that they do. And the various way HR strategy try to keep employees motivated and satisfied in their job and to retain that employee in that job for years to come. Without useful strategic HRM most organization would not last long. According to (Carnevale, 2020) organizations are currently confronting an enormous challenge of unprecedented magnitude because of the recent COVID-19 outbreak ("Coronavirus (COVID-19)", 2020), a challenge that requires individuals to enter and directly manage unfamiliar environments while also changing their staff members in previously unseen technological, physical characteristics, and socio-psychological ways. Through leaders to swiftly tackle the "unknown territory  as they attempt to support their employees in modifying and coping with the profound alterations taking place in their professional and social setting, the COVID-19 pandemic has generated an extremely difficult conditions for the management of human resources (HRM). This report examines the strategic ways that HRM can be more efficient in organization setting and to bring out a better organization climate for present and future employees of organization.
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From 1997 to 2010, the new labor government's public arrangement empowered associations between associations from all areas to run public administrations to stay aware of worldwide patterns (Bishop, 2011). Incorporating privately owned businesses into organization plans with the National Health Services has been viewed as an impetus for workforce re-design and change by encouraging the scope of private sector type HRM (Bishop, 2011). Within the private and public HRM sector this difference is all well to apparat. 
Profit orientation, competition, and efficiency are typical characteristics of private ownership in the private HRM sector (Poor, 2021). In addition to trying to become involved in other core services, the private sector is now heavily involved in many of the current developments in health care infrastructure (Bishop, 2011). Specialists have likewise highlighted conceivable state level monetary promptings, for example, moving dangers to the private sector and diversifying sources of investment and borrowing (Bishop, 2011).
The public HRM sector is fundamentally bureaucratic structure of stringent regulations and rigid hierarchy. Within the public HRM industry, using both local and national budgets to supply universally accessible and uniform public and community services to the masses. Over the past thirty years, political rhetoric about public services has emphasized market mechanisms, competition, entrepreneurialism, performance measures, decentralization, and increasing efficiency (Bishop, 2011). 
EFFECTIVENESS of HR STRATEGY in ORGANIZATION
[bookmark: _Int_2E0JcBPW](HRM) private sector on the effectiveness when it comes to performance strategies and how managers apply different methods to improve the performance of the employees consider the fact of motivation understanding and explaining motivation in general, and especially motivation within organizations, is essential to human activity, the topic of motivation must be implicitly questioned when discussing strategies to improve performance (Ratiu & Leonina-Emilia, 2013). Many leaders agree that maintaining motivation is particularly crucial and difficult. The problems that might occur include: how do you encourage individuals to accomplish everything you are asking them to accomplish, or exactly how can you guarantee employees are effective with no continual direct supervision? Investors in People, a non-profit organization, conducted a study (www.managementtoday.com.uk) that found that 43% of UK (United Kingdom) employees want to change jobs in the next year because 30% of them lack motivation at work (Ratiu & Leonina-Emilia, 2013). When asked about the reasons why they were unable to find motivators at work, 28% of employees who took part in the study said that the lack of support from superiors was a major factor. Additionally, 18% expressed dissatisfaction with the amount of work they had to do, 18% said that they were underpaid, and 17% said that a lack of career planning and development guidance was their primary source of demotivation. Those who have already spent two years in the same position see their percentage rise to 24% (Ratiu & Leonina-Emilia, 2013). 
According to (Ratiu and Leonina-Emilia, 2013) workers who want to live a decent and comfortable life are motivated by compensation, bonuses, and other amenities offered by the company. In addition, there are individuals who continue to work despite providing this level of comfort to many generations. We are aware that work allows some of them to socialize and interact with others while also posing a challenge for them. Supervisors ought to know that these individuals’ motivations for execution includes in giving an assortment of testing work or social prizes (public acknowledgment of the worth of work performed) on the grounds that they cannot be spurred by cash or other monetary motivations. 
According to (Johnson and Scholes, 2002) strategic management in terms of the three primary components listed below.
1. Comprehending an organization's strategic position, which is related to management's comprehension of
· the influence that the outside environment has on an organization's strategy.
· the strategic ability of the organization; and.
· the expectations and influence of its most important stakeholders.
2. Management makes strategic decisions regarding potential future strategies to gain a competitive advantage (or organizational effectiveness, in the case of non-profits or public sector organizations). 
3. Managing change and "transforming strategy into action" within the organization by creating the right structures, processes, and resources. 
It is difficult to comprehend strategy and formulate strategy. As a result, there are no universally accepted definitions or explanations for the processes involved (Millmore, et al 2007).
HR strategies are a requirement directly incorporated into achieving individual performance and organizational effectiveness. Business strategy that connects the internal and external environments to the central human resource management strategy that connects employee performance improvement strategies for effectiveness of HRM strategies in organization. When organizations take on the following that when effectiveness of HRM seems to be working. 
DEVELOPMENT of EMPLOYEES.
· Development of employee’s career.
(Ratiu and Leonina-Emilia, 2013) state although career planning is regarded as an essential component of career management and a key component of the human resource strategy, practice demonstrates that managers do not accord it sufficient importance, considering it to be a pointless waste of time and resources. When employees can see that they are progressing in their career they are more likely to work efficiently. According to (Ratiu and Leonina-Emilia, 2013) one of the strategies that would be determined to improve their work performance is career planning and development. (Ratiu and Leonina-Emilia, 2013) also state making employees aware that they have a future in the organization. Employees will devote personal time to preparing for potential promotions as the best way to retain them. 
Planning Training for Employees
Keeps employees efficiently trained for the purpose of that job will help the employee work with more performance. (Harrington, 2001) contends that without profession arranging, there is a gamble that the organization have a labor force underused, disheartened, mistake inclined and relocating towards other organizations. To improve employee performance, businesses ought to establish specific procedures that seek to capitalize on the human potential (knowledge, experience, and skills) newly acquired from these programs (Ratiu and Leonina-Emilia, 2013).
Mentoring and Coaching 
Can be positive for employees in knowing they have an individual there for them. According to (Luecke, 2004) Managers and supervisors use coaching, an interactive process with three components, to develop staff capacity through collaboration or to resolve performance issues: individual challenge, individual assistance, and technical support. Coaching aims to improve a person's professional performance, break unpleasant habits, and help them achieve their full potential so they can perform at their best (Ratiu and Leonina-Emilia, 2013).
Performance evaluations
Can have beneficial effects for employees if they are found to be performing to the best of their ability on the other hand performance evaluation can also make employees feel demotivated if the performance evaluation is not up to the standards of the organization. According to (Ratiu et al, 2011) several studies that looked at how feedback affects performance concluded that people perform better when they get immediate and frequent feedback than when they do not. The fact that most organizations lack an efficient method for giving employees performance feedback, feedback shortcomings play a significant role in the issues associated with low performance. Even organizations that notify workers of output and quality indicators twice a year genuinely provide them with knowledge; nonetheless, these communications have insignificant effect on enhancing workplace activity. Feedback is therefore an essential component of an individual's performance and growth, and as a result, an organization must first decide whether the feedback will be developmental or evaluative and tied to promotion and reward.
[bookmark: _Toc138265983][bookmark: _Toc138269746][bookmark: _Toc138271576]RECOGNIZING the EMPLOYEES
Rewarding financially 
Giving  a bonus, financial reward for reaching targets, and a pay day bonus would give some employees the incentives to work more effectively to get financial recognition within the organization.
Sharing the profits,
If more organizations were to share the profits with their employees the employees would be more loyal and motivated within that organization.
Organizational setting 
For employees to be effective at their job the organization environment needs to match that of the individual for the individual to feel comfortable and to stay 
Work enhancement 
employees having a fulfilling job that is mentally simulating and rewarding for the individual would have beneficial effectiveness for the organization.
Adaptable work (balance between serious and fun activities)
employees need to know that when taking on a career, they will be able to have an excellent work life balance and be able to leave the job at the organization.

 
[bookmark: _Toc138265984][bookmark: _Toc138269747][bookmark: _Toc138271577]Involving the Staff Members
Workplace integration of professional and social life 
Team building exercises, excursions, day trip activities, social gathering, bonding the organization employees together making a more effective work force in performance (Ratiu & Leonina-Emilia, 2013).
[bookmark: _Toc138265985][bookmark: _Toc138269748][bookmark: _Toc138271578]DEVELOPMENT of EMPLOYEES to ACHIEVE HR STRATEGY GOALS
According to (Schuler, 1992), a research professor at the Stern School of Business at the University of New York in New York City. His interests include the convergence of competitive advantage and HR challenges, worldwide human resources management, strategy for human resources, and entrepreneurial. The five guiding concepts form the basis of human resource management. The five P's stand for the study of philosophy, policies, programs, practices, and processes.
The Philosophy of Human Resources is reflected in statements that define the culture and values of a company > demonstrates how to appreciate and treat other individuals. A company's statement of corporate values will often outline its approach to human resources. In this regard, each of the Forest Products organization's (FPC) four declarations of value defines the organization’s philosophy regarding the importance of employees to the company and the way employees deserve to be overseen.
· People are grown, accountable people who are keen to participate. 
· Individuals are dependable guardians of the environment and commit oneself to the highest standards of honesty and corporate ethics.
· The workplace atmosphere is built on a foundation of respect for one another, satisfaction with oneself, and opportunities for growth of everybody.
· Individuals understand that in order to achieve our obligations to our customers, collaboration, cooperation, and a tidy, secure, well-kept workplace are crucial.
Policies for Human Resources, which is expressed as a set of shared values > lays forth principles for dealing with challenges relating to people in company and HR initiatives combines initiatives to facilitate. People-related issues are business challenges that include individuals who affect the organization's present and future prosperity. It may be necessary to hire brilliant individuals, boost employee efficiency, or reduce medical expenses, among other benefits which may result from the strategy requirements of the company. In addition to people-related company worries consist of the requirement to develop an elite group that includes international leaders, the need for a flexible along with skilled staff under evolving circumstances, and the need to reduce the frequent turnover of youthful, competent staff members that are not able to advance in their careers due to the lack existing opportunities for advancement (Schuler, 1992). 
Programs for Human Resources. conceived as Human Resources Strategies > organizing activities that encourage change to address an important business problem involving people. HR programs, which are shaped by policies on human resources, are coordinated HR activities designed expressly to launch, distribute, and maintain strategic organizational transformation initiatives required by the strategic company requirements. (Schuler, 1992) states that human resource programs for instance, a fortunate development occurred when Ford's strategic decision to place an emphasis on quality at the plant level and top management simultaneously in the early 1980s.
Practices in Human Resources, for positions in leadership, management, and operations > inspires the necessary behaviors of a role. The three types of organizational functions that make up the framework of the human resource practice component of human resource strategy leadership roles these include setting goals, bringing people together, encouraging, and motivating people, and bringing about significant and beneficial change. Statements like these are used to define and measure leadership roles. In business dealings, act honestly and ethically. When you interact with other people, act with integrity. Managerial roles are the conventional tasks of organizing, arranging, assigning duties, preparing, and guiding. Ensure all the goals are fully acknowledged. Tell individuals up front what is non-negotiable. Provide the new task the proper orientation. Roles in an operation. These are the positions required to produce goods or provide services. According to (Schuler, 1992) when the behaviors associated with the roles, whether they are management, operational, or leadership-related, are recognized, HR procedures may be designed to cue and encourage role performance. Some HR practices explicitly link job behaviors to strategic needs; however, many HR practices are applied in organizations without respect to organizational strategy. Think of a business that has identified the need to increase quality, for instance. HR procedures might include suggestions for encouraging group problem-solving, instruction in statistical quality control methods, and other things.
Human resources processes, for other activities' formulation and execution > outlines the steps required for performing these actions. The "how" of identifying, formulating, and conducting the various other Human Resource activities is the subject of this Human resource process section. In other words, CEOs' engagement in transformation influences them to encourage greater employee involvement in developing strategies to satisfy strategic business goals (Schuler, 1992).
[bookmark: _Toc138265986][bookmark: _Toc138269749][bookmark: _Toc138271579]Organizational climate factors affecting the effectiveness of HR strategy.
According to (Rogg, 2001) this is not unexpected given that earlier research has not properly analyzed the mediating function of HR outcomes that influence organizational performance regardless of the HRM strategy used. The type of organizational climate that an organization experiences is one such aspect. (Sani, 2012) states organizational climate and psychological climate are two components that are possible. Organizational environment focuses on how employees see one another and their own company. (Rogg, et al. 2001) argue employee attitudes and behaviors are influenced by climate, which in turn affects organizational effectiveness. According to (Sani, 2012) this essential function that executives perform is in creating a climate that adheres to values. This report identified four sorts of climate categories which have an impact on the efficacy of HR strategy are 1) a lack of tension along with elevated levels of reluctance to adjust are referred to as group climate. 2) The climate for progress is also devoid of conflict and opposition to change. Here, the climate welcomes variety that demonstrates a greater spirit of enthusiasm towards the external world. 3) An external commitment to achievement as assessed by external indicators and rivalry leads to the rational goal climate's minimal susceptibility to change. 4) The internal process climate is likewise very tense and resistant to transformation because it views transformation as a danger to the way activities are currently done. According to their findings, the ideas of strain and reluctance to transformation effectively express the fundamental elements of an organization and can potentially be employed as fundamental climate factors. (Farrell and Hurt, 2014) state developing HR strategy, staff member generation needs to be considered to comprehensively improve organizational climate. According to (Damoe, 2014) In light of the abovementioned this report addresses these challenges, including the organization climate as well as the means necessary to achieve strategic orientations, improved HRD, and successful HR results.


[bookmark: _Toc138265987][bookmark: _Toc138269750][bookmark: _Toc138271580]CONCLUSION
For HRM to be effective for the purposes of organizations they must train and develop individuals for the job even highly skilled employees who know the job already, also benefit from training and development sessions to keep everybody efficient at what they do and can achieve for themselves and the organization. According to (Damoe, 2014) the public sector intermediary impact of the organizational climate on the connection between HRM practices and HR outcomes.
· The link connecting HRM practices and HR results is considerable.
· That in (ECC), a positive organizational climate can lead to superior and more efficient HR outcomes. To accomplish their HR results, including goals for performance, organizations need consequently put a greater emphasis on organizational climate.
· The organizational climate does not always improve HR results even paired with recruiting, selecting, plus T&D. The process of selection, recruiting, and T&D may therefore require minimal thought. 
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