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[bookmark: _Toc223706781]Introduction
This report will critically assess the HR issues of Guy's and St Thomas NHS Foundation Trustbased on the technological development, talent recruitment and retention, and the DEI. This will examine the efficacy of modern HR practises followed to deal with such issues and will critically examine the importance of departmental managers in ensuring that they are implemented immediately and persistently based on pertinent human resource management theories and organisational experience.
Guy's and St Thomas NHS Foundation Trust is the largest healthcare organisation in the UK that provides high-quality care facilities to many patients.This organisation has a competitive and technologically dynamic environment employing a very diverse workforce. The speed of digitalisation, the lack of staff and growing demands in the fields of diversity, equity and inclusion have exacerbated the human resources management issues within the organisation.
[bookmark: _d8v04md7jyiv][bookmark: _Toc223706782]1. An explanation of specific factors
[bookmark: _x5fncznjjrwo][bookmark: _Toc223706783]1.1 Meeting up with Technological Advancement
One of the biggest and most developed healthcare organisations in the United Kingdom is Guy's and St Thomas NHS Foundation Trust. This healthcare organisation has approximately 23,000 employees and offers annual healthcare services to over 2.6 million patients (Whinnett, 2026). Over the last few years, the healthcare organisations have undergone a digital revolution. Electronic health records, artificial intelligence diagnosis software, telemedicine apps and digital patient management software are only gaining momentum (NHS, 2025). These are becoming crucial in enhancing healthcare service facilities. 
The adoption of digital technologies has a number of advantages. It enhances patient safety, can make clinical decisions faster, and makes the workforce more productive due to automated work (Gupta, 2022). Nevertheless, some problems are also present. The fear of poor confidence in digital systems is likely to make many employees opposed to technological change. Also, training programmes and IT infrastructure may be expensive.  Hence, to keep updated with different digital skills, HR departments must encourage constant digital skills improvement and conduct regular training so that the staff will not be left behind and feel competent and confident in their use of new healthcare technologies.
[bookmark: _qgqhhzyf4ic0][bookmark: _Toc223706784]1.2 Talent Acquisition and Retention
Talent acquisition and retention remain significant challenges in the UK healthcare industry. Talent acquisition and retention are critical issues in the UK healthcare industry. There is a severe shortage of the workforce in the NHS, and the vacancy rates can be constituted by approximately6.7% of all healthcare workers (NHS, 2026). Nursing shortages occur in many hospitals, and this places an additional burden on the employees. Burnout and turnover are the usual results of excessive workloads and emotional stress factors in the staff of such organisations as Guy's and St Thomas.
Various reasons determine talent management within healthcare organisations. One, the level of competition in the healthcare field worldwide is high in terms of qualified professionals, mainly nurses and specialised clinicians (Kuhlmann et al., 2024). Due to the high salary or better working conditions that are available in other countries, a lot of healthcare workers move to other countries. Second, due to the COVID-19 pandemic, the healthcare professionals were under additional stress and workload, which has impacted the retention levels. Thirdly, the specialised medical skills are increasingly demanded in digital health, advanced diagnostics, and specialised surgery. Therefore, to sustain the performance of the workforce, the HR departments must develop the most effective recruitment practises, career management systems, and employee welfare practises.
[bookmark: _wsq9et2hkj5m][bookmark: _Toc223706785]1.3 Diversity, Equity and Inclusion (DEI)
Diversity, equity, and inclusion (DEI) are essential in contemporary healthcare organisations.  Most hospitals in London, such as Guy's and St Thomas' NHS, have more than 45% ethnically diverse staff (NHS, 2025). Despite this variety, there is still a lack of representation in the top leadership levels, and gender imbalance in the leadership roles still prevails. There are a number of issues that impact DEI in healthcare organisations. These are discrimination in the workplace, inequality in pay, and unequal opportunities to get promoted. This may have a bad impact on the motivation, job satisfaction and organisational commitment of the staff. 
In spite of such difficulties, diversity may imply numerous advantages. A diverse workforce enhances communication and cultural knowledge with patients, making it easier to perform better in terms of healthcare services. It is also able to promote innovation and creativity, because workers would have a variety of views and experiences (Linnéusson et al., 2022). However, cultural differences can also cause misunderstanding or conflicts if they are not dealt with.  Therefore,  HR should foster a culture of inclusion in the organisation, equality in career and proper recruitment procedures. Proper diversity training and inclusion leadership approaches can help develop a culture of respect in a workplace.
[bookmark: _d6lga282ydvg][bookmark: _Toc223706786]2. Evaluating different contemporary HR practices
[bookmark: _v2elivwojif5][bookmark: _Toc223706787]2.1 HR Practices to Address Technological Advancement
Digital technologies are increasingly becoming significant in healthcare organisations in enhancing service delivery. HR practices in Guy's and St Thomas' NHS Foundation Trust adopt several modern HR practises that facilitate technological improvement. Continuous professional development (CPD) programmes are one of them because they assist employees to upgrade their digital skills and accommodate novel healthcare technologies (Merry et al., 2023). Besides that, organisations offer online training and e-learning software, which enables employees to understand how to operate electronic health records and electronic patient management systems. Based on that, it can be stated that the mentioned organisation follows the Learning Organisation Theory to encourage these practises because of its emphasis on constant learning and sharing of knowledge in organisations. 
On the other hand, Online training packages are quite costly and labour-intensive, particularly when operating a large healthcare facility. Employees can also be resistant to changing the technology, especially when they are not accustomed to the digital system. Therefore, Kotter's Change Management Model can be followed to bring the technological changes.  This change management model can enable the staff to adjust to new healthcare technologies (Graves et al., 2023). Thus, HR practices of Guy's and St Thomas' NHS Foundation Trust can address technological advancement. 
[bookmark: _bp09esrsx0ft][bookmark: _Toc223706788]2.2 HR Practices for Talent Acquisition and Retention
Guy's and St Thomas' NHS Foundation Trust is a popular organisation which follows modern HR practices to overcome workforce shortage and enhance staff dedication.  Moreover, the well-being programmes for the employees are employed to assist in the mental and physical well-being of the medical professionals (NHS, 2025). The development of leadership programmes is another strategy adopted by many healthcare organisations to equip the future leaders and enhance internal career advancement. The HR practises can be discussed in terms of Herzberg's Two-Factor Theory, which reveals that recognition, growth and meaningful work, among other factors, enhance employee satisfaction and motivation at the workplace (Shinde, 2025). The NHS has already made initiatives to improve staff wellbeing and international recruitment programmes to recruit and retain healthcare professionals.
Another aspect of the Strategic HRM Model is that it gives more importance to aligning the HR strategies to organisational objectives to attain sustainable performance (Bamakhrama and Alqarni, 2024). These aspects have several advantages, such as better job satisfaction of the employees, fewer staff turnovers, and a higher rate of organisational commitment. Though implementing wellbeing programmes and flexible working arrangements are costly, this is the primary limitation.
[bookmark: _v8gcb5q43wb6][bookmark: _Toc223706789]2.3 HR Practices for Diversity, Equity and Inclusion (DEI)
The HR departments of Guy's and St Thomas' NHS Foundation Trust have strong HR practices that support inclusive recruitment strategies. Healthcare organisations are implementing diversity training programmes to support cultural differences and reduce discrimination in the workplace (Perrigino and Jenkins, 2023).  The Equity Theory prioritises staff well-being policies and reward systems. The theory improves equity and equality in employment opportunities, which enhances the satisfaction and trust of the employees. Guy's and St Thomas' NHS Foundation Trust encourage diversity and tends to gain a good reputation and increased trust among the population, especially in state-owned hospitals.
On the other hand,  diversity training programmes do not always work efficiently to change unconscious bias in employees. Cultural resistance to organisational change may also be displayed by some of the staff as well (Islam et al., 2022). In addition, the effective policy of diversity may be complicated and needs firm leadership within large organisations. As an example, Guy's and St Thomas' NHS Foundation Trust introduced the Workforce Race Equality Standard (WRES) so that equality with respect to race can be tracked and thrived in healthcare organisations.
[bookmark: _it6ldskogx2l][bookmark: _Toc223706790]3. Critical Evaluation of the Role of Departmental Managers
[bookmark: _xv1mc13bq7ys][bookmark: _Toc223706791]3.1 Leadership and Change Implementation
Departmental managers are important in facilitating effective HR practises in healthcare organisations like the Guy's and St Thomas NHS Foundation Trust.  According to Transformational Leadership Theory, a leader motivates employees through a vivid vision that motivates them to be innovative in their work (Kludacz-Alessandri et al., 2025).  The mentioned healthcare organisation may follow this theory to implement contemporary practices as a matter of urgency.  On the contrary, Guy's and St Thomas NHS Foundation Trust may follow Kotter's Change Management Model to bring any change in the HR strategy efficiently. This change management model emphasises the relevance of communication, empowerment, and commitment of leaders to the changes in the course of their implementation (Graves et al., 2023). Hence, managers need to be good change agents who convey their message assertively, offer encouragement and investor confidence to fasten the HR strategies.
[bookmark: _g0w1kr3tt99a][bookmark: _Toc223706792]3.2 Monitoring and Performance Management
The departmental managers also have the obligation to observe whether the HR practises are being effectively implemented in their departments or not. Proper performance management systems assist managers in assessing the performance of their employees as well as making sure that the organisational objectives are met (Kosklin et al., 2022). In organisations like Guy's and St Thomas' NHS Foundation Trust, managers operate within a setting in which they monitor the performance and quality of services of the staff members by using Key Performance Indicators (KPIs), employee feedback exercises and formal performance appraisal exercises.
The Balanced Scorecard model can be followed to measure the performance of an organisation. Through this method, the managers can align the goals of employees with the general organisational strategies (Betto et al., 2022). Consequently, managers need to make sure that performance evaluation mechanisms are just, transparent and supportive, as well as fostering employee improvement and constant enhancement.
[bookmark: _la13pvah22ea][bookmark: _Toc223706793]3.3 Creating an Inclusive and Supportive Work Environment
The departmental managers are also essential in providing inclusive and supportive work environments (Linnéusson et al., 2022). Managers in different organisations, like Guy's and St Thomas' NHS Foundation Trust, should seek to foster equality, respect and cooperation between employees with various cultural and professional diversities.  Flexible management style and accommodating communication are other ways through which they can contribute to the well-being of employees. However, a few managers might not provide adequate training on diversity management, which would restrain the efficacy of the inclusion initiative. In that case, healthcare organisations need to invest in leadership programmes to support DEI.
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[bookmark: _a7v4nuqtc763][bookmark: _Toc223706795]4.1 Conclusion
In summary, it can be stated that the key human resource challenges of Guy's and St Thomas NHS Foundation Trust include technological advancement, the acquisition and retention of talent, and diversity, equity and inclusion. Although this organisation has embraced the current, theory-based HR practices. This healthcare organisation can follow HR theories for better employee management. The departmental managers come out as the key to translating the HR strategy into practice, especially in the urgency and accountability drivers. Finally, the future work of organisations is based on enhanced managerial leadership, the introduction of accountability systems and the consistency of HR programmes to workforce ability and engagement.
[bookmark: _vmkvnfk4aru5][bookmark: _Toc223706796]4.2 Recommendations
· Making KPIs for people management, such as digital training completion, is part of the performance appraisal of departmental managers to ensure accountability.
· Implementing leadership development is necessary at Guy's and St Thomas NHS Foundation Trust to follow transformational leadership and inclusive leadership behaviour to instil uniformity in HR execution.
· Creating some digital and professional training to invest in the capability gaps and minimise technological change opposition among the workforce.
· Increasing the flexibility of working and promotional decisions so that equity is maintained and trust in the psychological contract is not lost.
· Improving the cooperation of HR and line managers via frequent feedback systems to assist in the effective and timely implementation.
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