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[bookmark: _Toc161743793]Executive Summary
The study "A Comparative Case Study Between Traditional and Hybrid Work Environments" explores the impact of work settings on HR management, comparing the NHS's traditional model with SSE's hybrid approach. It highlights the shift towards hybrid work, its benefits, and the socioeconomic disparities it introduces. The analysis covers HR strategies in adaptation, recruitment, training, and development within the NHS and SSE, examining the influence of organisational size, reach, and sector on HR policies. Critical HR issues such as employee engagement, performance management, and diversity are discussed, along with the role of AI in shaping future HR practices. The conclusion emphasises the need for HR policies to align with organisational goals and industry specifics, suggesting advanced analytics and digital upskilling as future strategies. This summary encapsulates the key findings and recommendations, reflecting on the strategic HR management differences in traditional vs. hybrid work environments.
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[bookmark: _Toc161743795]1.1 Defining Work Environments:
Implementing hybrid models in the workplace signifies a substantial departure from conventional employment frameworks. This is especially important in institutions like the NHS, where physical presence has traditionally been crucial; in contrast, corporations like SSE have adjusted to include in-person and virtual work settings to meet individual requirements (McCulloch, 2022). In 2022, research from the UK showed that 24% of adults have adopted hybrid working, and 78% have reported experiencing an enhanced work-life balance. The trend also highlighted a socioeconomic disparity, showing that lower-income earners and certain age groups have less access to flexible work (ONS, 2022).
StandOut CV (2023) reports that about 50% of the UK workforce currently participates in remote work, emphasising the increasing demand for workplace flexibility, a perk often offered by businesses. After the pandemic, the CIPD (2023) noted an increase in requests for flexible employment, with 40% of employers reporting more inquiries and 83% adopting hybrid models, which were associated with increased job satisfaction. However, 6% of employees resigned because of insufficient flexibility.
POST (Hobbs and Mutebi, 2022) conducted a study highlighting flexible work's benefits, including increased productivity and higher employee satisfaction. However, this shift presents difficulties, such as increased workload and blending professional and personal life boundaries.
TechUK's 2023 assessment quantifies the economic influence of hybrid work at £13.5 billion per year, emphasising its importance for individual organisations and the overall national economy, impacting recruitment and retention tactics.
Figures 1 and 2 provide a detailed comparison between traditional and hybrid work contexts, illustrating the effects of hybrid work. They also demonstrate several hybrid work models and their use in real-world settings, such as the NHS and SSE.
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Figure 1: Home vs Office (Source: Titus 2021)Bottom of Form
Figure 2: Home vs Office (Titus 2021)
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Figure 2: The four hybrid models (Source: Unleash 2021)
[bookmark: _Toc161743796]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: _Toc161743797]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. Figure 3 shows the NHS (Traditional) and SSE (Hybrid/Remote) organisational logos.
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Figure 3: NHS (Traditional) and SSE (Hybrid/Remote) (Thomson 2016 & SSE PLC 2024)
[bookmark: _Toc161743798]1.4 Rationale for Selection:
The strategic importance of Human Resources (HR) in the healthcare and energy sectors is paramount when dissecting 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.
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[bookmark: _Toc161743801]3.1 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). SSE states they can structure work into bursts of focused activity regardless of physical location due to robust digital infrastructure that supports remote collaboration and communication.

[bookmark: _Toc161743802]3.2 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: _Toc161743803]3.3 Onboarding and Training:
The onboarding and training procedures at the NHS are predominantly hands-on and interactive due to healthcare services' technical and sensitive nature. According to a report by NHS England (2022), new employees go through extensive in-person training sessions to become familiar with protocols, equipment, and the high standards of patient care. This training focuses on acquiring and assimilating skills into the public service ethos. Conversely, SSE takes a more hybrid approach to onboarding and training, with an increasing use of virtual sessions. Online simulation tools and digital learning platforms offer diverse training experiences to support this shift. SSE (2024) noted that virtual onboarding enables new hires to engage with their roles and adjust their learning pace, reflecting the company's progressive stance on incorporating technology into HR functions. Schematics for the Onboarding Process (Shutterstock 2024) and Employee Training (Masud 2021) can be seen in Figures 4 and 5, respectively.
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Figure 4: Onboarding Process (Shutterstock 2024)
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Figure 5: Employee Training (Masud 2021)
[bookmark: _Toc161743804]3.4 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: _Toc161743805]4. Approach to HR by Size, Reach, and Sector
[bookmark: _Toc161743806]4.1 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: _Toc161743807]4.2 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: _Toc161743808]4.3 Sector-Specific Concerns:
Healthcare and the NHS must comply with rigorous rules and ethical standards that influence the organisation's human resources (HR) strategies since staff must follow professional and patient care protocols. NHSProviders (2024) highlights the importance of credentials, background checks, and up-to-date training programmes in the employment process to fit with medical practice and patient safety trends. SSE functions within the regulated energy sector, offering greater flexibility than the healthcare industry. SSE Career (2024) states that SSE can revolutionise HR procedures by introducing remote teams and alternate work arrangements, leveraging technology to manage performance and engagement in ways that may not be accessible to the NHS.
Due to the large scale and characteristics of the NHS, a uniform and regulated human resources approach is required to guarantee equitable access to healthcare services. SSE can use its worldwide reach and strong position in the energy industry to implement a global and adaptable HR strategy that can quickly adjust to market changes and technological progress.
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[bookmark: _Toc161743810]5.1 Employee Engagement Strategies:
Employee engagement is a primary goal in the high-pressure NHS setting to minimise staff burnout and ensure efficient patient care delivery. The NHS has introduced resilience training, staff support initiatives, and well-being surveys to aid its personnel (NHS England, 2023). Despite these measures, the continual demand for healthcare professionals necessitates continuous worker engagement and motivational innovation.
SSE's hybrid work approach improves work-life balance by offering flexible hours and remote work, increasing job satisfaction (SSE Recruitment, 2024). SSE's strategy involves frequent meetings and adaptable work schedules, which enhance productivity and boost staff involvement. The company's digital technology and expanded geographical reach may enhance career advancement opportunities, potentially boosting employee engagement.

[bookmark: _Toc161743811]5.2 Performance Management Adaptations:
Performance management in the NHS should align with patient care, emphasising patient outcomes, service delivery, and adherence to healthcare protocols (NHS England, 2023). The system should assess these results to support the enhancement and career growth of the healthcare industry. The system needs to be strong enough to manage the intricacies of healthcare delivery and flexible enough to deal with staff performance problems.
SSE's performance management procedures may vary from those of the NHS because of operational realities unique to an energy company. SSE focuses on project delivery, efficiency, and innovation in its performance metrics. These techniques can promote creativity, successful project delivery, and operational efficiency at SSE (SSE, 2019). SSE can create customised performance goals using the hybrid work model to promote sustainability and market growth.

[bookmark: _Toc161743812][bookmark: OLE_LINK1][bookmark: OLE_LINK2]5.3 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 is 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: _Toc161743813]6. Impact of Technological Advancements
[bookmark: _Toc161743814]6.1 AI in HR:
Artificial Intelligence is becoming more critical in Human Resources Strategy, but its use differs between industries and companies. The National Health Service (NHS) uses artificial intelligence (AI) to simplify intricate operations such as scheduling and payroll for its large workforce, thereby enhancing patient care. NHS England (2022) stated that AI technologies have enabled the automation of administrative tasks, freeing healthcare workers' time to concentrate on providing high-quality patient care.
AI assists in assessing employee performance data, identifying well-being patterns, and forecasting staffing needs, ultimately improving decision-making processes. The NHS must ethically implement AI to prevent compromising staff privacy or patient well-being (Sutherland, 2023).
SSE and similar organisations may utilise AI more widely in their HR operations to achieve a competitive edge through innovation. SSE can enhance recruitment procedures by utilising AI technologies for talent identification and streamlining onboarding processes. SSE uses AI-driven analytics to assess employee engagement and productivity in a hybrid work setting. SSE can improve HR strategies to match corporate goals. Artificial intelligence is becoming more critical in human resources strategy, but its use differs between industries and companies. The National Health Service (NHS) uses artificial intelligence (AI) to simplify intricate operations such as scheduling and payroll for its large workforce, thereby enhancing patient care. NHS England (2022) stated that AI technologies have enabled the automation of administrative tasks, freeing healthcare workers' time to concentrate on providing high-quality patient care.
AI assists in assessing employee performance data, identifying well-being patterns, and forecasting staffing needs, ultimately improving decision-making processes. The NHS must ethically implement AI to prevent compromising staff privacy or patient well-being (Sutherland, 2023).
SSE and similar organisations may utilise AI more widely in their HR operations to achieve a competitive edge through innovation. SSE can enhance recruitment procedures by utilising AI technologies for talent identification and streamlining onboarding processes. SSE uses AI-driven analytics to assess employee engagement and productivity in a hybrid work setting. SSE can improve HR strategies to match corporate goals better (Murugesan et al., 2023). (Murugesan et al., 2023).

[bookmark: _Toc161743815]6.2 Long-term Impacts:
The influence of Artificial Intelligence (AI) and technology on the workforce and job roles at the National Health Service (NHS) and Scottish and Southern Energy (SSE) is significant. Murugesan et al. (2023) state that AI and technology substantially impact the workforce in businesses, leading to a need for more experts with sophisticated problem-solving skills and emotional intelligence as automated activities become more common. Baum (2017) highlights the importance of improving digital literacy and providing additional skills to employees to effectively use technology and adjust to changing work environments.
Khogali and Mekid (2023) suggest that integrating technology at SSE could create new job prospects in cybersecurity, data analysis, and energy innovation. Staff must undertake thorough professional development and training to shift to a digital workplace environment properly.
Various scholars, such as Murugesan et al. (2023), have highlighted the problem of integrating the human-centric elements of HR with the efficiency benefits of AI in organisations. The NHS and SSE must actively oversee this transition process to ensure that technology improves human capabilities rather than weakens them.
Ultimately, as Artificial Intelligence becomes more integrated into HR strategies at the NHS and SSE, it is essential for these organisations to actively manage the transformation process to prepare their staff for technological advancements, as suggested by research conducted by Murugesan et al. and Baum, Khogali, & Mekid.
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[bookmark: _Toc161743817]7.1 Summary of Findings:
Varying operational circumstances have resulted in notable differences in HR practices between the NHS and SSE. The NHS utilises a standard HR organisation due to the significance of healthcare. The primary objective is establishing an on-site team to address urgent patient care needs. SSE utilises a hybrid HR strategy that leverages technology and remote work to attract and manage a varied, worldwide talent pool. The strategic differences highlight the importance of aligning HR policies with company objectives, employee needs, and industry characteristics.

[bookmark: _Toc161743818]7.2 Innovative Recommendations:
The NHS should use advanced analytics for workforce planning to better predict staffing demands and patient care trends. Programmes 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: _Toc161743819]7.3 Future Preparedness:
Both firms must emphasise HR flexibility to adjust to the fast-paced workforce and technological developments. This involves promoting a continuous learning and innovation culture where HR policies evolve to align with new trends and employee expectations. The NHS and SSE must predict employee needs and use their technical capabilities.

[bookmark: _Toc161743820]7.4 Final Notes
The NHS and SSE should utilise ethical technologies for data-driven decision-making and personnel management. Data may inform HR strategy and decision-making, while ethical considerations ensure that technological advancements support human labour without infringing on privacy or autonomy. Both firms must ensure that their HR strategies are forward-thinking in preparing people for future possibilities and problems and adaptable to new trends.
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pincipaloffices, with it
scope for working remotely.
The costof real estate is
nighest, as companies would
continue renting out office:
space for on-site
collaboration.

Thereis no company
“headquarters” and all
employees work
remotely. The cost of
real estate is negiigible.
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Factor NHS (Internal) NHS (External) SSE (Internal) SSE (External) 



Strengths 



-Emphasis on 
reliability, 
punctuality, and 
direct human 
contact for effective 
patient care (Hyde 
et al. 2013; Truss 
2003). 



- High public service 
ethos and dedication 
to community 
healthcare (NHS 
England 2024). 



- Flexibility in work 
location and 
leveraging 
technology for 
efficiency (SSE 2019). 



- Capability to attract a 
global talent pool due to 
hybrid work policies (SSE 
Recruitment 2024). 



Opportunities 



- Career 
development tied to 
structured training 
programs and clear 
progression paths 
(HealthCareers 
2024). 



- Increasing demand 
for healthcare 
professionals 
necessitates 
innovation in 
employee 
engagement and 
motivation (NHS 
England 2023). 



- Individualized and 
self-directed 
employee 
development 
facilitated by 
technology, allowing 
access to a wide 
range of resources 
remotely (SSE Career 
2024). 



- Diverse workforce 
innovation reflecting a 
global customer base 
(Macrae 2024). 



Workforce 



- Extensive in-
person training 
sessions focusing on 
protocols, 
equipment, and 
patient care 
standards (NHS 
England 2022). 



- Rigorous 
regulations and 
ethical standards in 
healthcare impact 
HR strategies 
(NHSProviders 
2024). 



- A hybrid approach 
to onboarding and 
training uses virtual 
sessions, online 
simulation tools, and 
digital learning 
platforms (SSE 2024). 



- Regulation in the energy 
sector provides more 
flexibility than 
healthcare, allowing 
remote teams and 
alternate work 
arrangements (SSE Career 
2024). 



Skills/Training 



- Training focused 
on acquiring skills 
that align with the 
public service ethos 
(NHS England 2022). 



- Continuous training 
is required to keep 
up with medical 
practice and patient 
safety trends 
(NHSProviders 
2024). 



- Use online courses, 
webinars, and cross-
functional projects to 
shape career paths 
(SSE Career 2024). 



- AI and technology 
demand advanced 
problem-solving skills and 
emotional intelligence, 
highlighting the need for 
digital literacy and 
additional employee 
training (Murugesan et 
al., 2023; Baum, 2017; 
Khogali and Mekid, 
2023). 



Political N/A 



- Healthcare policies 
and government 
regulations directly 
affect operational 
and strategic 
decisions 
(NHSProviders 
2024). 



N/A 



- Energy policies and 
global geopolitical 
dynamics influence 
business operations 
(Czako 2020). 



Economic N/A 



- Funding and 
resource allocation 
challenges impact 
service delivery and 



N/A 



- Global economic trends 
affect energy demand 
and investment in 
infrastructure (TechUK 
2023). 











HR functions (NHS 
England 2024). 



Social N/A 



- Demographic 
changes and public 
health trends dictate 
healthcare needs 
and workforce 
requirements (ONS 
2022). 



N/A 



- Social expectations for 
sustainability and 
corporate responsibility 
shape company policies 
and brand image (SSE 
Recruitment 2024). 



Technological N/A 



- Adopting AI and 
digital tools to 
enhance patient care 
and administrative 
efficiency (NHS 
England 2022). 



N/A 



- Rapid technological 
advancements in the 
energy sector necessitate 
continual adaptation and 
innovation (Murugesan et 
al., 2023). 



Legal N/A 



- Compliance with 
healthcare 
regulations, 
employment laws, 
and patient privacy 
standards is critical 
(NHSProviders 
2024). 



N/A 



- Regulatory compliance 
in energy production, 
environmental standards, 
and labour laws (Czako 
2020). 



Environmental N/A 



- Environmental 
health concerns and 
sustainability 
practices influence 
healthcare provision 
and policies (NHS 
England 2024). 



N/A 



- The energy sector's 
impact on and response 
to climate change and 
environmental 
sustainability is a 
significant concern 
(TechUK 2023). 



 










Factor  NHS (Internal)  NHS (External)  SSE (Internal)  SSE (External) 

Strengths 

-Emphasis on 

reliability, 

punctuality, and 

direct human 

contact for effective 

patient care (Hyde 

et al. 2013; Truss 

2003). 

- High public service 

ethos and dedication 

to community 

healthcare (NHS 

England 2024). 

- Flexibility in work 

location and 

leveraging 

technology for 

efficiency (SSE 2019). 

- Capability to attract a 

global talent pool due to 

hybrid work policies (SSE 

Recruitment 2024). 

Opportunities 

- Career 

development tied to 

structured training 

programs and clear 

progression paths 

(HealthCareers 

2024). 

- Increasing demand 

for healthcare 

professionals 

necessitates 

innovation in 

employee 

engagement and 

motivation (NHS 

England 2023). 

- Individualized and 

self-directed 

employee 

development 

facilitated by 

technology, allowing 

access to a wide 

range of resources 

remotely (SSE Career 

2024). 

- Diverse workforce 

innovation reflecting a 

global customer base 

(Macrae 2024). 

Workforce 

- Extensive in-

person training 

sessions focusing on 

protocols, 

equipment, and 

patient care 

standards (NHS 

England 2022). 

- Rigorous 

regulations and 

ethical standards in 

healthcare impact 

HR strategies 

(NHSProviders 

2024). 

- A hybrid approach 

to onboarding and 

training uses virtual 

sessions, online 

simulation tools, and 

digital learning 

platforms (SSE 2024). 

- Regulation in the energy 

sector provides more 

flexibility than 

healthcare, allowing 

remote teams and 

alternate work 

arrangements (SSE Career 

2024). 

Skills/Training 

- Training focused 

on acquiring skills 

that align with the 

public service ethos 

(NHS England 2022). 

- Continuous training 

is required to keep 

up with medical 

practice and patient 

safety trends 

(NHSProviders 

2024). 

- Use online courses, 

webinars, and cross-

functional projects to 

shape career paths 

(SSE Career 2024). 

- AI and technology 

demand advanced 

problem-solving skills and 

emotional intelligence, 

highlighting the need for 

digital literacy and 

additional employee 

training (Murugesan et 

al., 2023; Baum, 2017; 

Khogali and Mekid, 

2023). 

Political 

N/A 

- Healthcare policies 

and government 

regulations directly 

affect operational 

and strategic 

decisions 

(NHSProviders 

2024). 

N/A 

- Energy policies and 

global geopolitical 

dynamics influence 

business operations 

(Czako 2020). 

Economic 

N/A 

- Funding and 

resource allocation 

challenges impact 

service delivery and 

N/A 

- Global economic trends 

affect energy demand 

and investment in 

infrastructure (TechUK 

2023). 
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Factor 
NHS 



(Internal) 
NHS (External) 



SSE 
(Internal) 



SSE (External) 



Social N/A 



- Demographic changes and 
public health trends dictate 
healthcare needs and workforce 
requirements (ONS 2022). 



N/A 



- Social expectations for 
sustainability and corporate 
responsibility shape company 
policies and brand image (SSE 
Recruitment 2024). 



Technological N/A 



- Adopting AI and digital tools to 
enhance patient care and 
administrative efficiency (NHS 
England 2022). 



N/A 



- Rapid technological 
advancements in the energy sector 
necessitate continual adaptation 
and innovation (Murugesan et al., 
2023). 



Legal N/A 



- Compliance with healthcare 
regulations, employment laws, 
and patient privacy standards is 
critical (NHSProviders 2024). 



N/A 



- Regulatory compliance in energy 
production, environmental 
standards, and labour laws (Czako 
2020). 



Environmental N/A 



- Environmental health concerns 
and sustainability practices 
influence healthcare provision 
and policies (NHS England 2024). 



N/A 



- The energy sector's impact on 
and response to climate change 
and environmental sustainability is 
a significant concern (TechUK 
2023). 



 










Factor 

NHS 

(Internal) 

NHS (External) 

SSE 

(Internal) 

SSE (External) 

Social 

N/A 

- Demographic changes and 

public health trends dictate 

healthcare needs and workforce 

requirements (ONS 2022). 

N/A 

- Social expectations for 

sustainability and corporate 

responsibility shape company 

policies and brand image (SSE 

Recruitment 2024). 

Technological 

N/A 

- Adopting AI and digital tools to 

enhance patient care and 

administrative efficiency (NHS 

England 2022). 

N/A 

- Rapid technological 

advancements in the energy sector 

necessitate continual adaptation 

and innovation (Murugesan et al., 

2023). 

Legal 

N/A 

- Compliance with healthcare 

regulations, employment laws, 

and patient privacy standards is 

critical (NHSProviders 2024). 

N/A 

- Regulatory compliance in energy 

production, environmental 

standards, and labour laws (Czako 

2020). 

Environmental 

N/A 

- Environmental health concerns 

and sustainability practices 

influence healthcare provision 

and policies (NHS England 2024). 

N/A 

- The energy sector's impact on 

and response to climate change 

and environmental sustainability is 

a significant concern (TechUK 

2023). 
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