
Introduction to Public Sector Human Resource Management (HRM)

Key concepts, objectives, and distinctive features of HRM in government and non?profit

organizations.

1. What Is Public?Sector HRM?

Aspect Definition

Scope
Management of people who work for government agencies, public institutions, and

non?profit bodies that deliver public services.

Core

Functions

Recruitment, selection, training & development, performance management,

compensation, employee relations, workforce planning, and compliance with laws

and regulations.

Goal

Align the public workforce with the mission of delivering high?quality, equitable

services to citizens while ensuring accountability, transparency, and fiscal

responsibility.

2. Why Public?Sector HRM Differs From Private?Sector HRM

Dimension Public Sector Private Sector

Mission
Service to the public good, equity, and

policy implementation.

Profit generation and market

competitiveness.

Funding
Tax?based budgets, grants, and

appropriations; subject to political cycles.

Revenue from sales, investments,

and shareholders.

Legal

Framework

Strict statutory rules (civil service laws,

labor statutes, collective?bargaining

agreements).

More flexibility; governed mainly by

contract law and market norms.

Job Security
Higher tenure protection, civil?service

classifications.

Employment often at?will;

performance?based turnover.

Political

Influence

HR decisions can be affected by elected

officials, policy changes, and public

scrutiny.

Decisions driven by business

strategy and shareholder value.
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Dimension Public Sector Private Sector

Stakeholders
Citizens, elected officials, unions, oversight

bodies.

Customers, investors,

shareholders, regulators.

3. Core HR Functions in the Public Sector

3.1 Workforce Planning & Forecasting

Objective: Ensure the right number of staff with appropriate skills to meet policy goals.

Tools: Demographic analysis, workload modeling, succession planning, and scenario

forecasting.

Outcome: Balanced staffing levels that avoid both shortages and excesses.

3.2 Recruitment & Selection

Principles: Merit?based, transparent, and non?discriminatory processes.

Methods: Open competitive exams, structured interviews, competency?based

assessments, and internal mobility programs.

Legal Requirements: Compliance with equal?employment?opportunity statutes, affirmative

action policies, and civil?service rules.

3.3 Training & Development

Focus Areas: Policy implementation, regulatory compliance, leadership, digital skills, and

customer service.

Delivery: In?house academies, e?learning platforms, partnerships with universities, and on

?the?job rotations.

Evaluation: Pre? and post?training assessments, performance metrics, and impact on

service delivery.

3.4 Performance Management

Approach: Results?oriented, linked to strategic objectives and public outcomes.

Components: Goal setting, regular feedback, performance appraisals, and performance?

based incentives (where permitted).
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Challenges: Balancing quantitative targets with qualitative public?service values.

3.5 Compensation & Benefits

Structure: Salary grades, step increases, locality pay, and statutory benefits (pension,

health, leave).

Equity Concerns: Pay parity with private sector, internal equity across agencies, and cost?

containment.

Incentives: Hard?to?fill allowances, performance bonuses, and non?monetary recognition.

3.6 Employee Relations & Labor Relations

Key Actors: Public?sector unions, employee associations, labor boards,

Introduction to Public Sector Human

Resource Management

Page 3 | Back to Ynet StudyHub Page 3 | Back to Ynet StudyHub 

https://ynetstudyhub.com
https://ynetstudyhub.com

