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[bookmark: _Toc161132443]1. Introduction
[bookmark: _Toc161132444]1.1 Defining Work Environments:
Integrating hybrid models in the workplace represents a significant shift from traditional employment paradigms. This is particularly relevant in organisations such as the NHS, where the need for physical presence has historically been essential, contrasting with companies like SSE that have adapted to incorporate in-person and virtual work environments, thus addressing individual needs (McCulloch, 2022). In 2022, UK data indicated a 24% adoption of hybrid working among adults, with 78% reporting an improved work-life balance. However, this trend also revealed a socioeconomic gap, with less access to flexible work among lower-income earners and specific age groups (ONS, 2022).
Remote work practices are gaining momentum, as StandOut CV (2023) reports nearly half of the UK workforce is engaging in remote work, highlighting the increasing expectation for workplace flexibility—a benefit now commonly offered by employers. Post-pandemic, the CIPD (2023b) observed a rise in flexible work requests, with 40% of companies receiving more such inquiries and 83% implementing hybrid models, correlating with higher job satisfaction. Still, 6% of workers left their jobs due to a lack of flexibility.
Research by POST (Hobbs and Mutebi, 2022) underscores the advantages of flexible work, such as improved productivity and employee satisfaction. Yet, this transition has challenges, including intensified work and blurring professional and personal life boundaries.
TechUK (2023) evaluates the economic impact of hybrid work at £13.5 billion annually, underlining its significance for individual organisations and the national economy, influencing recruitment and retention strategies.
The effects of hybrid work are shown in more detail in Figures 1 and 2, which show the differences between traditional and hybrid work settings. They also show the different hybrid work models and how they are used in real-life workplaces like the NHS and SSE.
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Figure 1: The four hybrid models (Unleash 2021)
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Figure 2: Home vs Office (Titus 2021)
[bookmark: _Toc161132445]1.2 The Importance of Managing People:
The management of people is a cornerstone of organisational success. Effective people management involves a comprehensive set of functions beyond mere hiring. It encapsulates developing a conducive work culture, implementing robust training and development programmes, crafting retention strategies, and more. This multifaceted discipline is essential for fostering a motivated workforce that can navigate the complexities of their respective work environments (CIPD, 2023).

[bookmark: _Toc161132446]1.3 The Organisations for Study:
The National Health Service (NHS) is considered a traditional work environment due to its focus on on-site involvement, consistent patient care, and operational readiness (Newdick, 2005). In contrast, Scottish and Southern Energy (SSE) provides an intriguing alternative to the NHS as it functions in the energy sector with a blended work model. 
According to SSE (2024), their approach offers valuable insights into managing a geographically dispersed workforce and leveraging technology for enhanced efficiency and collaboration (Czako, 2020). Newdick (2005) noted that "the organisation's personnel management strategies prioritise on-site involvement, uniform patient care, and operational preparedness" in the case of the NHS.

[bookmark: _Toc161132447]1.4 Rationale for Selection:
The strategic importance of Human Resources (HR) in the healthcare and energy sectors is paramount when dissecting the competitive dynamics via Porter's Five Forces framework (Grundy 2006). This comparative study uses the NHS and SSE as examples to examine how different work environments affect HR strategy. The energy sector can operate remotely, whereas the healthcare sector has strict requirements for in-person service. This option provides a thorough understanding of managing people within a variety of organisational contexts by allowing the exploration of HR strategies across various sectors, sizes, and operational scopes.
[bookmark: _Toc161132448]2. HR Strategies in Different Work Environments
[bookmark: _Toc161132449]2.1 Adaptation to Work Environment:
In the traditional work environment of the National Health Service (NHS), the emphasis is on reliability, punctuality, and direct human contact to deliver patient care effectively (Hyde et al., 2013; Truss, 2003). According to Hyde et al. (2013), "patient care is delivered best through direct human contact," necessitating a physically present workforce within healthcare facilities.
On the other hand, Scottish and Southern Energy (SSE) operates in an industry that allows for greater flexibility in terms of work location. SSE's HR strategy leverages this flexibility by offering hybrid work models that expand their talent pool beyond geographical constraints (SSE, 2019). As SSE states, they can structure work in bursts of focused activity regardless of physical location due to robust digital infrastructure that supports remote collaboration and communication

[bookmark: _Toc161132450]2.2 Recruitment:
The NHS recruitment process is designed to cater to the specific requirements of healthcare delivery, with a focus on local talent pools that possess the necessary qualifications and willingness to work in a demanding patient-facing setting. This emphasis on recruiting locally serves practical purposes and demonstrates the NHS's dedication to community and public service. According to NHS England (2024), recruitment campaigns underscore the vital societal role of NHS staff, highlighting the need for unwavering commitment and a strong sense of calling.
On the other hand, SSE's recruitment strategy can target a global talent pool due to its hybrid work policy. This broader approach enables SSE to attract individuals with diverse skill sets and backgrounds, which can be advantageous for an energy sector undergoing rapid transformation and adopting a more global perspective. Top candidates seeking more flexibility may find SSE's option of remote work to be particularly alluring, giving SSE an advantage in luring talent in the cutthroat labour market (SSE Recruitment 2024).

[bookmark: _Toc161132451]2.3 Onboarding and Training:
Due to healthcare services ' technical and sensitive nature, the onboarding and training protocols at the NHS are primarily hands-on and interactive. According to NHS England (2022), new hires undergo extensive in-person training to familiarise themselves with procedures, equipment, and high standards of patient care, focusing on skill acquisition and cultural assimilation into the ethos of public service.
On the other hand, at SSE, a more hybrid approach is taken for onboarding and training, with virtual sessions becoming increasingly common. Online simulation tools and digital learning platforms that offer a variety of training experiences support this shift. As SSE (2024) states, virtual onboarding allows new employees to engage flexibly with their roles and pace their learning, showcasing the company's forward-thinking approach towards integrating technology into HR operations.

[bookmark: _Toc161132452]2.4 Development:
Career development within the NHS is often characterised by a clear progression path, emphasising professional qualifications and continuing education. According to HealthCareers (2024), development opportunities in the NHS are closely tied to the organisational hierarchy and structured training programmes.
In contrast, SSE's approach to employee development can be more individualised and self-directed thanks to technology that enables employees to access a wide range of development resources remotely. SSE's employees may have more autonomy in shaping their career paths, taking advantage of online courses, webinars, and cross-functional projects not limited by their physical location (SSE Career 2024).
According to SSE's HR strategies, SSE takes advantage of a flexible and electronically integrated workplace" (SSE Career 2024). This contrasts with the NHS's reliance on a consistent physical workforce for crucial health services. Due to the flexibility of SSE's strategy, they are free to hire a diverse workforce and provide cutting-edge training and development opportunities.
[bookmark: _Toc161132453]3. Approach to HR by Size, Reach, and Sector
[bookmark: _Toc161132454]3.1 Size Influence on HR Policies:
The NHS, described as one of the world's greatest employers, faces challenges in effectively managing its large workforce. Due to its sheer size, the organisation relies on traditional HR practices to ensure consistency and fairness. According to Gerhart et al. (2000), standardising HR processes such as recruitment, training, and performance reviews is crucial for operational efficiency and maintaining public trust in care within the NHS.
On the other hand, despite having a substantial workforce, SSE may be able to provide more personalised HR services than the NHS. Kinnie et al. (2005) and Townsend et al. (2016) suggest that SSE's HR strategy is more adaptable, allowing for the customisation of policies such as career development plans, flexible work arrangements, and personalised performance management. The company's smaller size enables it to respond quickly to employee needs and foster a more engaging workplace environment.

[bookmark: _Toc161132455]3.2 Reach and Impact on HR:
With the goal of providing equal healthcare services across the UK, the NHS's national focus significantly impacts its HR policies. According to Kooij et al. (2012), the NHS must ensure that its recruitment, training, and retention methods cater to a diverse range of professions within the organisation, all working towards the common goal of public service.
On the other hand, SSE's multinational operations require a global HR strategy to manage its workforce effectively. Salas-Vallina et al. (2020) state that as the energy sector becomes increasingly globalised, SSE must adjust its HR practices to recruit international talent and navigate different cultural and legal contexts. This adaptation is necessary to align HR strategies with workforce expectations and organisational objectives.

[bookmark: _Toc161132456]3.3 Sector-Specific Concerns:
Healthcare and the NHS are subject to strict regulations and ethical standards, which impact the organisation's human resources (HR) initiatives, as employees must adhere to professional and patient care guidelines. According to NHSProviders (2024), "Credentials and background checks are emphasised in the hiring process, with comprehensive training programmes regularly updated to align with medical practice and patient safety trends." On the other hand, SSE operates in the energy sector, which is also regulated but offers more flexibility than healthcare. SSE Career (2024) claims, "SSE can innovate HR procedures, such as implementing remote teams and alternative work arrangements, utilising technology for managing performance and engagement that may not be available to the NHS."
The size and nature of the NHS necessitate a standardised and controlled approach to HR to ensure equal access to healthcare services. In contrast, SSE can leverage its global presence and position in the energy sector to adopt a more globalised and flexible HR strategy that allows for rapid adaptation to market conditions and technological advancements.
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[bookmark: _Toc161132458]4.1 Employee Engagement Strategies:
In the high-pressure NHS environment, where delivering patient care efficiently is critical, employee engagement is a top priority to prevent staff burnout. The NHS has implemented resilience training, staff support programs, and well-being surveys to support its workforce (NHS England, 2023). Despite these measures, the constant pressure on healthcare professionals calls for ongoing innovation in staff engagement and motivation.
In contrast, SSE’s hybrid work model promotes a better work-life balance through flexible schedules and remote work, significantly enhancing job satisfaction (SSE Recruitment, 2024). SSE’s approach includes regular check-ins and flexible hours, contributing to a productive atmosphere and increased employee engagement. The company’s use of digital technologies and broadened geographical presence also open up further career development, potentially increasing employee engagement levels.

[bookmark: _Toc161132459]4.2 Performance Management Adaptations:
NHS performance management must align with patient care, focusing on patient outcomes, service delivery, and compliance with healthcare procedures (NHS England, 2023). The system should measure these outcomes to facilitate continuous improvement and professional development within the healthcare sector. It must be robust enough to handle the complexities of healthcare delivery while also being adaptable to address personnel performance issues.
SSE's performance management practices may differ from those of the NHS due to operational realities specific to an energy firm. SSE emphasises project delivery, efficiency, and innovation in their performance measures. These systems can encourage creativity, successful project completion, and operational efficiency at SSE (SSE, 2019). SSE can establish personalised performance objectives supporting sustainability and market expansion with the hybrid work model.

[bookmark: _Toc161132460][bookmark: OLE_LINK1][bookmark: OLE_LINK2]4.3 Diversity and Inclusion:
Both organisations need diversity and inclusion (D&I) programmes, but their methods and results vary. The NHS, as a public-sector enterprise, has a mission to reflect the variety of the population it serves. D&I activities are crucial to creating an inclusive workplace where all employees feel valued and can participate fully. Mentoring, diverse leadership, and targeted recruitment are examples. The NHS must guarantee that these programmes lead to significant change at all levels (NHS Leadership Academy 2023; NHS England 2023). 
For SSE, D&I are part of its corporate social responsibility goals. As a private company, SSE may hire a diverse workforce that innovates and reflects its customers. SSE may offer unconscious bias training, employee resource groups, and educational alliances to expand talent pipelines. To make D&I part of its DNA, SSE must integrate it into its corporate culture (Macrae 2024). 
In conclusion, the NHS and SSE prioritise employee engagement, performance management, and diversity and inclusion, but their strategies depend on their sectors' pressures and opportunities. The NHS supports workers during patient care, while SSE's hybrid work strategy fosters balance and creativity. Both corporations must adjust their HR practices to meet labour and community duties.
[bookmark: _Toc161132461]5. Impact of Technological Advancements
[bookmark: _Toc161132462]5.1 AI in HR:
AI increasingly plays a crucial role in HR strategies, with its implementation varying across industries and organisations. For instance, the National Health Service (NHS) utilises AI to streamline complex tasks like scheduling and payroll for its extensive workforce, ultimately improving patient care. According to NHS England (2022), "AI technologies have allowed us to automate administrative processes, freeing up valuable time for healthcare professionals to focus on delivering high-quality patient care."
Additionally, AI aids in analysing employee performance data, recognising well-being trends, and projecting staffing requirements, ultimately enhancing decision-making processes. However, it is vital for the NHS to adopt AI ethically to avoid jeopardising staff privacy or patient well-being (Sutherland, 2023).
On the other hand, companies like SSE may leverage AI more extensively in their HR functions due to the competitive advantage gained through innovation. SSE can optimise recruitment practices using AI technologies, from identifying candidates to facilitating onboarding processes. Furthermore, AI-driven analytics enable SSE to monitor employee engagement and productivity within a hybrid work environment. This allows SSE to enhance HR strategies and align them with organisational objectives (Murugesan et al., 2023).

[bookmark: _Toc161132463]5.2 Long-term Impacts:
The impact of artificial intelligence (AI) and technology on the staff and employment positions at the National Health Service (NHS) and Scottish and Southern Energy (SSE) is substantial. According to Murugesan et al. (2023), AI and technology significantly affect the workforce in both organisations, requiring an increase in professionals with advanced problem-solving skills and emotional intelligence as routine tasks become automated. Moreover, Baum (2017) emphasises enhancing digital literacy and upskilling employees to effectively utilise technology and adapt to evolving work structures.
According to Khogali and Mekid (2023), adopting technology at SSE might lead to new employment opportunities in cybersecurity, data analysis, and energy innovation. To successfully navigate this transition, staff must undergo comprehensive professional development and training to prepare for a digital workplace environment.
However, as pointed out by various scholars, including Murugesan et al. (2023), there is a challenge in blending the human-centric aspects of HR with the efficiency gains offered by AI within these organisations. It is essential for both the NHS and SSE to proactively manage this transformation process to ensure that technology enhances rather than diminishes human strengths.
In conclusion, as AI continues to integrate into HR strategies at the NHS and SSE, it is crucial for these organisations to actively oversee the transformation process to equip their personnel for technological advancements in line with research conducted by Murugesan et al. and Baum, Khogali, & Mekid.
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[bookmark: _Toc161132464]6. Conclusion and Recommendations
[bookmark: _Toc161132465]6.1 Summary of Findings:
Different operational contexts have led to significant disparities in NHS and SSE HR methods. Due to the importance of healthcare, the NHS uses a typical HR organisation. Its main goal is to have a team on-site to meet urgent patient care needs. In contrast, SSE adopts a hybrid HR strategy that uses technology and remote work to attract and manage a diverse, multinational talent pool. These strategic contrasts emphasise the necessity for HR practices to match company goals, employee demands, and industry traits.

[bookmark: _Toc161132466]6.2 Innovative Recommendations:
The NHS should use advanced analytics for workforce planning to predict staffing demands and patient care trends better. Programs that build employee resilience reduce stress and boost job satisfaction. Creating a thorough digital upskilling programme helps prepare SSE employees for the future of work. SSE might also pioneer AI-driven performance management systems to personalise staff development.

[bookmark: _Toc161132467]6.3 Future Preparedness:
Both companies should stress HR flexibility to adapt to rapid workforce and technology changes. This includes fostering a constant learning and innovation culture where HR rules adapt to new trends and employee expectations. The NHS and SSE must anticipate worker demands and seize technological potential.

[bookmark: _Toc161132468]6.4 Final Notes
The NHS and SSE must use ethical technologies for data-driven decision-making and people management. Data may drive HR strategy and decision-making, and ethical issues ensure that technological breakthroughs assist human labour without compromising privacy or autonomy. Both companies must also ensure that their HR strategies are proactive in preparing employees for future possibilities and challenges and reactive in responding to new trends.
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