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[bookmark: _Toc166109092]ABSTRACT
The human resource processes have significantly evolved over the last few years. Many organisations have adopted technology to improve their HR processes and management. National Health Service (NHS) is also currently using technology in its HR processes to streamline workflow, increase collaboration, and reduce turnover. The NHS is also employing technology to empower its HR department to have more control over employees. It is using technology to improve the overall structure of the company’s HR processes. This systematic review provides the details about how NHS is using technology in HR to improve research and development, increase employee performance, and bring a change in how the NHS operates. 
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[bookmark: _Toc166109093]CHAPTER 1: INTRODUCTION
1.1. [bookmark: _Toc152316978][bookmark: _Toc152338764][bookmark: _Toc166109094]Background 
In the last 100 years, organizations have been managed by professional management. In the management revolution that began during the 1850’s, the manager was defined as an individual who leads the firm, sets a direction, and oversees employees. The early oil companies and railroads were managed in this manner. Then Fredrick Taylor gave a new definition to the organization, citing it as a system that comes before the people. In the traditional model, employees are considered resources that need to be managed. The management assigns them the work and they completed it. The various talent management, recruitment, evaluation and training programs are developed by human resources (HR) (Shenton, 2022). 
By definition, HR means people are only resources, just like capital and machines. HR is about managing people. In the old model of management, system always came before the human resources (Wang, et al., 2017). Fredrick focuses on making organizations system-oriented and he claimed that the management’s goal was to make people as predictable as machines or physical assets.
Over the period of last fifty years, this model has become obsolete. One of the most renowned model is of Toyota’s production system. It pioneered the notion that people were more valuable than systems and any employee working on the production line could point out any problems in the system and stop the line as soon as any error occurred. Toyota showed that this approach led to major improvements in employee well-being, quality of production, and productivity (Ahmed, 2020). Thus, the era of management as supervisors shifted and HR gained more value. 
Today’s high-performance organizations have a highly interconnected workforce and information is shared instantaneously. Employees are hired for their deep expertise and rewarded for their hard-work. They work on various fast-changing programs. The traditional HR models are no longer effective to manage employees and the entire workforce in the fast-paced environments. Technology must be implemented in HR functions to empower managers, build customer centric teams and address the evolving needs of the workforce. 
Human resources (HR) technology, including applicant tracking systems, payroll software, and HR management systems, plays a crucial role in automating repetitive operations, hence alleviating the administrative workload faced by HR workers. This enables individuals to concentrate on the strategic elements of human resource management. The utilization of technology is of utmost importance in the recruitment process. The utilization of online job boards, social media platforms, and applicant tracking systems has been found to enhance the efficiency and effectiveness of the hiring process. HR technology also facilitates talent management (Sivathanu & Pillai, 2020). It encompasses activities such as performance evaluations, employee growth and development, and succession strategizing. The utilization of HR technology facilitates enhanced communication and interaction among employees and the organization. Intranet platforms, collaboration tools, and employee self-service portals facilitate convenient access to information, communication, and engagement activities. HR technology offers a range of technologies that facilitate data analytics, enabling HR managers to acquire valuable information pertaining to workforce trends, employee performance, and various other significant indicators. The utilization of a data-driven strategy facilitates the process of making well-informed decisions and engaging in strategic planning inside the company. The increasing prevalence of remote work has necessitated the integration of HR technology to facilitate virtual collaboration, communication, and performance management. Various technological tools such as video conferencing, project management software, and virtual collaboration platforms play a pivotal role in enabling remote work and accommodating flexible work arrangements. HR is responsible for managing confidential employee data (Webster, 2012). The use of technology aids in maintaining adherence to data protection requirements. HR technology solutions commonly incorporate security protocols to safeguard sensitive employee information.
The National Health Service (NHS) is an extensively funded healthcare system in the United Kingdom that operates on a public basis (Maniatopoulos et al., 2020). The organization was founded in 1948 with the primary mandate of delivering healthcare services to the population of the United Kingdom. The NHS provides extensive medical services, encompassing hospital care, general practitioner (GP) services, dental treatment, and several other healthcare provisions. This research focuses on NHS and will determine the importance of the use of technology in human resource management within the NHS sector. 
1.2. [bookmark: _Toc152316979][bookmark: _Toc152338765][bookmark: _Toc166109095]Problem Statement
The lack of integrated and effective HR technology impeded the capacity of NHS to streamline recruiting, talent management, and overall workforce optimization. Consequently, there is a notable escalation in the administrative workload, a suboptimal level of employee engagement, and a deficiency in data-driven insights that are essential for making strategic decisions. A strategic initiative is required to eradicate obsolete methods and inefficiencies in conventional HR processes, hence facilitating the implementation of simplified solutions driven by technology. HR transformations are consistently undertaken to ensure alignment with the organization's evolving requirements (Verduyn, 2023). The deployment of contemporary HR technology solutions is vital in addressing the demand for improved efficiency, enhanced employee experiences, and the support of the NHS in attaining its organizational objectives.
1.3. [bookmark: _Toc166109096]Research Rationale 
Traditional HR practices have become outdated and are no longer enough to cater to the requirements of organisations today. Businesses expect a lot more from HR professionals due to the advancement in technology (DiRomualdo, et al., 2018). Apart from manage HR processes, they must track activity of employees and overall productivity to improve processes. Different applications can help HR professionals improve their work. Implementation of HR technology is also important for healthcare organizations like the NHS. This research is devised to focus on NHS and determine whether the organization has incorporated technology in its HR processes. It will help to evaluate if the NHS is using technology to automate HR functions like training and development, payroll management, compensation, performance management, and talent acquisition and management. 
1.4. [bookmark: _Toc152316980][bookmark: _Toc152338766][bookmark: _Toc166109097]Research Aims
The main aim of the research includes determining the importance of technology within human resource management in the NHS sectors.
1.5. [bookmark: _Toc152316981][bookmark: _Toc152338767][bookmark: _Toc166109098]Research Objectives
The following are the objectives of the research:
· To assess the current state of technology adoption in HRM within the NHS and identify the key technological tools and practices in use.
· To investigate the impact of technology-driven HRM practices on the recruitment and selection processes in the NHS. 
· To analyze the influence of technology in improving employee engagement within the NHS
· To analyze the influence of technology in improving employee development within the NHS 
· To analyze the influence of technology in improving employee retention within the NHS.
1.6. [bookmark: _Toc152316982][bookmark: _Toc152338768][bookmark: _Toc166109099]Research Questions
The following are the research questions:
· What are the current technology-driven HRM practices in the NHS sector, and how have they evolved over time?
· How does technology enhance the recruitment and selection processes in the NHS, and what are the resulting benefits and challenges?
· What role does technology play in improving employee engagement within the NHS?
· What role does technology play in improving employee development within the NHS?
· What role does technology play in improving employee retention within the NHS?
1.7. [bookmark: _Toc152316983][bookmark: _Toc152338769][bookmark: _Toc166109100]Significance of the Study 
There is an increasing level of apprehension among both the general public and policymakers regarding the existing and anticipated insufficiencies in the healthcare workforce. It is estimated that these shortages will escalate to around 12.9 million healthcare professionals worldwide by the year 2035 (PAHO, 2013). The escalating need for long-term medical attention and a growing prevalence of professional exhaustion within the healthcare workforce drives the aforementioned concern. Notwithstanding these issues, several health organizations continue to adhere to antiquated HR methods, perceiving HR technologies as simple auxiliary instruments rather than revolutionary remedies. Accurately estimating the size of the healthcare workforce poses a challenge for many individuals.
Human Resource Information Systems (HRIS), which have demonstrated efficacy in several industries for the enhancement of personnel selection, management, development, and retention, are frequently regarded as potential remedies for the deficiencies observed in HR systems and practices inside healthcare companies (Tursunbayeva et al., 2015). The HRIS is anticipated to support a whole employee life-cycle, encompassing several stages such as recruitment and selection, payroll administration, benefits management, performance assessment, and career and succession planning (Mclaren, 2018). Nevertheless, there has been a lack of focus on the implementation and consequences of HR-related new technologies within healthcare organizations, leading to a dearth of information on this topic in the field of health literature. Moreover, the World Economic Forum has classified the swift technological progress witnessed in recent decades as the fourth industrial revolution. This revolution has brought forth a range of technologies that hold promise for their utilization in the field of HR management and development. However, extant research on HR technology in the healthcare sector predominantly concentrates on particular categories, notably Artificial Intelligence (AI).
Health organizations worldwide are undergoing a paradigm shift in their operational framework, switching from a fee-for-service approach to a fee-for-outcome one. This calls for prioritizing efficiency, patient satisfaction, and health results. The role of HR is of paramount importance in the context of this business model. In order to effectively facilitate this innovation, HR duties must extend beyond mere administrative tasks. The World Health Organization (WHO) has previously specified strategic practices that should be in accordance with the organization's overarching strategy (Bach, 2000). These practices should also be reinforced by the utilization of human resources technology and the implementation of actionable analytics. The process of HR transformation, which has been observed in numerous multinational corporations in recent decades, is currently seeing an increased rate of progress within the healthcare sector.
The recruitment process for healthcare professionals is frequently characterized by a protracted timeframe, typically spanning from 18 to 24 months (Cogin et al., 2016). With the current upward trend in the employment rate within the health workforce, which stands at 19%, coupled with the imminent risk of employee shortages, healthcare firms are re-evaluating their recruitment methods to streamline the process of identifying and recruiting appropriate workers. Significant enhancements have been observed as a result of even slight alterations to the recruiting process, such as the implementation of automated candidate communication or the optimization of reference information collection. The Newcastle upon Tyne NHS Hospital Foundation Trust (UK) serves as an exemplary example of the successful deployment of a recruiting checklist. This checklist effectively provides applicants with comprehensive information regarding the necessary papers required for interviews (Cogin et al., 2016). The execution of this strategy led to a significant decrease in recruitment time, surpassing a 50% reduction. Consequently, this resulted in a substantial saving of 25,000 working days within a six-month timeframe.
1.8. [bookmark: _Toc152316984][bookmark: _Toc152338770][bookmark: _Toc166109101]Brief Research Methodology 
The research methodology utilized in this research is secondary research. It is generally referred to as desk research (Green & Cohen, 2021). This methodology entails the integration and analysis of essential concepts, patterns, and viewpoints pertaining to the importance of the use of technology in HRM within the NHS sector. The research is built upon a solid foundation of previously published information and scholarly works. This approach enables a thorough examination of the topic and promotes a deep understanding of the intricate aspects related to sustainable initiatives within the healthcare sector. In order to acquire pertinent insights, the research will employ many sources of secondary data, encompassing government publications, websites, books, journal articles, and reports disseminated by the NHS. The inclusion of a wide range of sources facilitates a comprehensive examination of the topic at hand. 
The secondary data that has been gathered will be subjected to analysis using a thematic approach. The process entails the methodical arrangement and classification of data into distinct themes, which aids in identifying, analyzing, and understanding intrinsic patterns, themes, and insights (Clarke & Braun, 2017). The primary objective of the data analysis is to uncover key principles pertaining to the utilization of technology in the HRM procedures inside NHS organizations. This methodology not only adds to the current pool of knowledge but also offers significant perspectives for healthcare professionals, policymakers, and researchers who are interested in the convergence of HRM, technology, and economics in the realm of technological initiatives inside healthcare organizations.
1.9. [bookmark: _Toc152316985][bookmark: _Toc152338771][bookmark: _Toc166109102]Structure of the Rest of the project
Chapter 2 will be literature review, which will start with an overview of the importance of investigating prior research pertaining to the selected subject matter. This chapter aims to provide a comprehensive and critical evaluation of existing research themes and issues, specifically focusing on identifying literature gaps. Furthermore, it will underscore the significance and necessity of doing the current study. A formal literature review is a scholarly and rigorous examination of a particular topic, grounded in empirical evidence and characterized by comprehensive analysis (Winchester & Salji, 2016). The research will introduce a conceptual framework that integrates essential theories to establish the fundamental basis for further investigation. The concluding section of this chapter will provide a summary of the significant findings obtained from the comprehensive examination of relevant literature, establishing a foundation for the subsequent chapters.
In the subsequent section, Chapter 3, the research methodology, an introductory segment that emphasizes its pivotal significance in guaranteeing the validity and dependability of the investigation, shall be provided. Research methodology refers to a structured and organized approach utilized to address a research challenge (Indeed, 2023). The research philosophies and assumptions that have been selected will be rationalized, subsequently leading to an examination of the suitability of the study design. This chapter will examine several research methodologies and analyse their compatibility with the research topics. It will provide comprehensive elucidations of the selected data-gathering methodologies and the ethical considerations that have been taken into account. The chapter will conclude with a thorough overview that combines the research technique's essential components.
Chapter 4 of this study will be the findings, analysis, and discussion chapter. The academic presentation will begin by providing a well-organized overview of the research findings, highlighting key outcomes. The outcomes are presented in the results section (UNI, 2023). A comprehensive examination will ensue, delving into discerned patterns, trends, and interconnections. The ensuing discourse will establish a connection between these empirical observations and the existing body of scholarly work, offering perceptive analyses and resolving any incongruities encountered during the investigation.
Chapter 5, conclusions and recommendations, will provide a concise overview of the primary findings, deriving inferences from the extent to which the research questions have been addressed. The study's outcomes will inform the provision of practical and theoretical advice. This chapter will thoroughly examine the limits encountered during the research process and provide recommendations for future research. These proposals will be based on the insights gained from the current study and will aim to overcome the identified limitations.
[bookmark: _Toc152316986][bookmark: _Toc152338772][bookmark: _Toc166109103]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc152316987][bookmark: _Toc152338773][bookmark: _Toc166109104]2.1. Introduction 
Within the field of research, the literature review is an essential cornerstone that provides a complete review of existing evidence that is relevant to the research question or investigation (Mccombes, 2023). The purpose of this chapter is to create the framework for the succeeding chapters of the research by attempting to investigate, critique, and incorporate a wide variety of opinions from academic experts. Through an examination of the development of human resource management practices, the literature review traces the historical origins of these practices as well as their progression. By examining the complexities of conventional approaches to HRM, it acknowledges the value of these approaches while simultaneously emphasizing the transformative impact of contemporary practices that are driven by technological breakthroughs. By examining the existing body of literature, the purpose of this chapter is to shed light on the paradigm shifts that have occurred as a result of globalization, information technology, and the incorporation of electronic recruitment into human resource management procedures. 
[bookmark: _Toc152316988][bookmark: _Toc152338774][bookmark: _Toc166109105]2.2. Research Areas
[bookmark: _Toc152338775][bookmark: _Toc166109106]2.2.1. Traditional HR Practices
HR practises can be classified into four distinct categories: Core, traditional, peripheral, and idiosyncratic. The core practices are essential and influential for gaining strategic advantages, contributing to a company's uniqueness. Although traditional practices are essential for achieving success, they do not differentiate organizations from their competitors. Peripheral practices are standardized and provide a limited competitive edge. Idiosyncratic practices are distinctive to a company but may not directly contribute to its worth. Conventional HR practices, such as recruiting, selecting, training, and evaluating performance, involve administrative tasks and provide support to workers inside the operational framework (Lepak et al., 2005). These practices are commonly considered policy-related practices, such as performance appraisal, training, and compensation. The advent of globalization and information technology has resulted in substantial transformations in traditional human resource management methods, hence causing fundamental alterations in industrial relations. According to Mellam et al. (2015), state-owned enterprises had poor employee performance when using traditional HRM practices, whereas private enterprises had great performance by implementing modern HRM practices.
Traditionally, HR has been characterized as the pragmatic discipline of monitoring the personnel in organizational administration and company management. It encompasses a set of methods and regulations that influence the mindset, actions, and productivity of employees (Hameed, et al., 2019). HR employs various processes, methods, procedures, and systems to enable staff to accomplish their objectives, hence improving their valuable contributions to the organization and aligning with good leadership and people management.
Both passive and active job seekers typically favour online applications over traditional methods due to the time and cost savings, as well as the ability to explore a broader array of career opportunities. Additionally, it enables job seekers to explore corporate websites in order to form initial impressions and evaluations of the organization. Historically, organizations relied on relatively basic technology, such as newspaper advertisements and employee referrals, to find and recruit suitable people (Okolie & Irabor, 2017). Additional traditional methods employed for recruitment encompass radio, television, hand delivery/dispatch riders, handbills, postal services, and courier service. Nowadays, the conventional methods of recruitment have been transformed by the internet revolution. Large and small-sized organizations have embraced e-recruitment as the latest trend.
[bookmark: _Toc152316989][bookmark: _Toc152338776][bookmark: _Toc166109107]2.2.2. Human Resource Technology within the Healthcare Sector
Numerous health organizations continue to use outdated HR practices and view HR technologies as tools that only assist with current methods. Furthermore, the World Economic Forum has designated the recent technological advancements as the fourth industrial revolution, following steam, mass production, and electronics eras (Meskó et al., 2018). The incorporation of technology into HR has resulted in the introduction of a multitude of benefits, including the transformation of conventional procedures and the improvement of overall efficiency. The automation of typical HR duties is one of the key benefits, as it frees HR professionals from the load of dull administrative responsibilities. Because of this, they are able to concentrate on strategic projects, which helps them develop a role inside organisations that is more proactive and value-driven. Technology makes it possible to streamline recruiting processes, which in turn enables the speedy discovery of potential applicants through application tracking systems and artificial intelligence, ultimately resulting in a reduction in the amount of time it takes to hire someone.
Furthermore, technology has brought about a revolution in personnel management by giving sophisticated tools for evaluating performance, developing skills, and planning for succession. HRIS that are hosted on the cloud help to improve accessibility by enabling real-time data management and analysis, which ultimately results in more informed decision-making. Amplification of employer branding has occurred as a result of the ubiquity of social media platforms in human resources, which has made it simpler to attract and engage top talent.
Health organizations initially implemented HRIS in the 1960s to mechanize cumbersome payroll processes.  Currently, the majority of health organizations utilize it to facilitate essential HR functions. Data suggests that certain health organizations utilize HRIS to facilitate more strategic HR practices, including employee recruitment, performance management, learning and development management, as well as succession or workforce planning (Tursunbayeva, et al., 2017). Another example of a technology breakthrough is employee self-service portals, which enable individuals to freely manage their human resources-related duties. This helps to cultivate a culture that values transparency and autonomy. The introduction of analytics in human resources has also made it possible to gain data-driven insights into workforce trends, which is beneficial to strategic workforce planning. In a nutshell, the use of technology into human resource management practises not only speeds up operational operations but also enhances the strategic contributions made by HR experts, thereby forming a landscape that is more adaptable and sensitive to human capital management.
The primary objective of HRIS was to mechanize manual operations that relied on paper.   Nevertheless, the current focus is not solely on automating specific jobs but rather on enhancing overall productivity by facilitating improved performance for both people and teams.   Productivity is commonly quantified as the ratio of Gross Domestic Product to the number of hours worked. The NHS has undertaken a significant real-time experiment in utilizing technology for staff engagement in 2021 (NHS Employers, 2021). The traditional approach to enhancing productivity has typically involved achieving economies of scale or investing in advanced equipment. However, a modern perspective also recognizes the importance of working more intelligently and empowering individuals to optimize their time usage. Recent technological advancements are facilitating novel approaches to work, such as smart, tele, remote, or agile working. 
Prior to the emergence of the COVID-19 pandemic, there were high expectations that investments in technology would bring about a significant transformation in the healthcare sector.  Increased technological expenditures would be crucial in augmenting team cooperation, strengthening performance, and bolstering efforts to engage and retain employees. Just 41% of HR executives and 34% of nurses firmly believe that their organization now offers them the necessary tools and resources to maximize their performance. Moreover, most hospital HR administrators are utilizing Human Capital Management (HCM) systems to monitor employees' talents, certifications, and licensures effectively, streamline the recruitment process, and seamlessly integrate payroll (Hammell, 2022). Although these technologies may facilitate the tasks of certain HR executives, a mere 21% of HR executives, 12% of IT personnel, and 11% of nurses express a high level of satisfaction with the HCM technologies employed by their respective organizations.  
Healthcare providers encounter formidable human resources obstacles. Prior to the COVID-19 epidemic, the healthcare industry was already grappling with shortages of doctors and nurses, decreasing employee retention rates, employee burnout, and continuously increasing labour expenses. Unresolved, these difficulties can potentially jeopardize the health and life of patients, as well as the emotional welfare of personnel and the financial stability of healthcare systems (Jackley, 2023).  Although the list of HR difficulties in the sector is extensive, the solutions are interconnected, meaning that enhancing one aspect might improve another. Improved training can contribute to the retention of healthcare professionals, bolster workplace safety, and ensure compliance with privacy regulations. Healthcare HR teams require robust tools to address their extensive array of difficulties effectively. 
One of the solutions to HR problems in the healthcare industry is the Oracle Fusion Cloud Human Capital Management that empowers healthcare providers to design, implement, oversee, and enhance HR procedures strategically to foster a compassionate environment, mitigating employee exhaustion and minimizing staff attrition (Oracle, 2023). This comprehensive solution integrates all HR processes inside a health system, providing a unified data source that enables HR teams to make informed decisions and proactively address changing workforce requirements.  It enhances growth prospects for medical and non-medical professionals and facilitates employees' acquisition of new skills through personalized, role-specific learning and user-friendly performance management and career development tools, all consolidated on a single platform. It allows developing staffing strategies that enhance operational efficiency and patient care quality while mitigating the negative effects of burnout. Oracle Fusion Cloud HCM  enhances self-service capabilities by allowing employees to access HR systems, including their records, both at their workplace and remotely through mobile devices. Moreover, HR personnel can utilise technology to expedite the hiring process and secure top-tier applicants while using online communication technologies to gather employee input and establish a cooperative atmosphere that fosters staff retention. 
[bookmark: _Toc152338777][bookmark: _Toc166109108]2.2.3. Technology in HR Enhances Recruitment and Hiring
Recruitment is an essential aspect of human resource management. Historically, work was characterized by individuals devoting their lives to certain occupations such as blacksmithing, farming, or medicine. Over the course of time, there has been a gradual expansion in variety, knowledge, and abilities, resulting in a wider range of jobs and a more intricate recruitment environment for both individuals seeking employment and recruiters (Abdul, et al., 2020). In recent times, the conventional method of hiring has experienced substantial changes by utilizing technologies such as social media, applicant tracking systems, Artificial Intelligence (AI), and blockchain to improve the process of recruiting talented individuals. Due to the difficulties in finding suitable candidates, numerous firms have implemented e-hiring as a means to transform their recruitment procedures. While certain firms may still struggle with technology decisions and execution, the incorporation of social media has not only enhanced the employer brand and appeal but has also rendered the recruitment process more dynamic, relational, and genuine (Carrillat, et al., 2014).
Integrating technology into human resources is simpler than expected due to user-friendly software and recruiting tools that are easily accessible, along with readily available technical help. The utilization of e-recruiting has become increasingly popular and is projected to experience extensive adoption in the near future, resulting in favorable effects on the recruitment process. Social technologies are frequently utilized in different areas of organizations, including human resource management. They play a role in facilitating recruitment and applicant selection, similar to how they are used in communications, sales, and marketing (Tufts, et al., 2015). Social media provides a convenient venue for job postings, improves visibility, conveniently organizes hiring information, reduces screening processes, and helps identify appropriate candidates. Despite the potential rise in job applications and associated workload, e-recruiting maintains a positive overall effectiveness. In addition, it improves various aspects of the recruitment process. This is achieved by utilizing platforms like LinkedIn, Facebook, and Twitter for job advertisements, attracting applicants, and conducting pre-screening (Caers & Castelyns, 2011).
Although the traditional recruitment process is still important, it is being challenged by technology-driven, mobile-first solutions that are inventive and dynamic. In order to appeal to technologically proficient individuals from Generations Y and Z, brands must actively interact with them on the platforms and digital environments that they frequently use (Tyfting, 2019). Numerous firms have effectively adjusted by incorporating technology into work environments and procedures, thereby enhancing assistance for contemporary, mobile- and technology-oriented employees.
[bookmark: _Toc152338778][bookmark: _Toc166109109]2.2.4. Technology in HR Improves Employee Engagement
HR management is currently experiencing a significant shift in today's business environment, which is heavily influenced by digital technology. The incorporation of technology is revolutionizing traditional HR practices, leading to increased productivity and higher employee engagement. Organizations are increasingly realizing the importance of improving their HR procedures and fostering a productive work environment. Consequently, the integration of technology has emerged as a crucial strategic priority (Bella, et al., 2023). The absence of wireless technology has resulted in a decline in the quality of healthcare facilities, less employee involvement, and communication deficiencies. The Internet enhances efficiency and intellectuality in both job and daily life. The Internet of Things (IoT) is a network of interconnected devices that have been endowed with unique IDs in recent years. The advancement of AI and IoT enables employees to create proficient and anticipatory services and solutions in the field of HR practices (Paul & Singh, 2023). 
Artificial intelligence has a wide range of skills, including the ability to relieve staff of monotonous and repetitive activities and to speed up data analysis in order to quickly recognize patterns and determine insights. It provides HR professionals with tools and insights that are effective, allowing them to improve employee engagement. The recruiting process can be made more efficient with the use of artificial intelligence by analyzing resumes, carrying out preliminary screenings, and matching prospects with job criteria. By doing so, not only is time saved, but it also guarantees that the appropriate individuals are brought on board. It is now much simpler to address and provide accurate responses to the questions that employees have regarding HR due to Chabot's that AI drives. This helps to ensure that employees feel supported and valued by the organization. These Chabots can function around the clock, giving rapid support, and they are a fantastic tool for managing employees (Sharma, 2023). Organizations are required to make employee engagement a top focus in order to comply with modern HR practices. AI-driven solutions are becoming increasingly popular among HR leaders and professionals as a means of addressing the challenges of modern workplaces. Artificial intelligence may revolutionize the way in which organizations engage their people by providing efficiency, accuracy, and insights driven by data. However, in order to ensure that AI-driven HR solutions improve employee engagement while also retaining trust and openness, it is vital to find a balance between technological innovation and ethical issues. Human resource professionals have the chance to define the future of work by cultivating settings in which employees are not only productive but also deeply engaged and fulfilled. This opportunity arises as AI continues to advance.
[bookmark: _Toc152338779][bookmark: _Toc166109110]2.2.5. Challenges in adopting Technology in HR 
For the past three decades, one of the most significant factors that have contributed to the evolution of HR has been the growing utilization of information technology for the purpose of gathering, storing, and utilizing data for decision-making purposes. The nature of occupations and the relationships between persons and organizations have been altered as a result of technological advancements, particularly the World Wide Web. This has led to the transformation of essential human resource activities in organizations. For instance, it has made it feasible for organizations to post job openings on the Internet, and it has also made it possible for individuals to submit their applications for jobs online. Furthermore, in order to provide employees with training, businesses are increasingly turning to a variety of technological platforms. According to the findings of research conducted by Stone and Deadrick (2015), the utilization of technology to facilitate human resource procedures often results in an increase in efficiency and a reduction in the costs connected with HR transactions. Romero et al. (2003) argued that there is no clear evidence that it helps human resources professionals fulfill their major goals of attracting, motivating, and retaining bright individuals. However, other researchers argued that this is not the case. Researchers have maintained that there are a number of limitations connected with using existing technologies to manage HR operations. This is the case despite the fact that the use of technology in the field of HR has been associated with enhanced efficiency and cost savings. For example, information technologies are frequently static and employ communication mechanisms that only allow for one-way contact. As a consequence of this, the technologies may be impersonal and rigid, and they may also produce an artificial divide between managers and their staff members. In the same vein, the use of technology for training purposes could be less engaging than the utilization of conventional methods, and it might not provide trainees with the opportunity to practice or obtain feedback. In addition, technology has the potential to transfer the work that is typically performed by human resources departments to line managers or employees, which may result in a decrease in the overall productivity of organizations.
[bookmark: _Toc152316990][bookmark: _Toc152338780][bookmark: _Toc166109111]2.2.6. Impact of Technology on HRM 
The conventional approach to Human Resource Management (HRM) predominantly emphasizes the execution of administrative duties inside an organization, including collecting employee data, supervising individual performance, and enforcing organizational policies. On the other hand, the modern HR manager needs to comprehensively comprehend the business plan and develop a corresponding human resources management strategy to improve service delivery. Furthermore, they are anticipated to serve as strategic allies to the top management team. HR practitioners need to use technology that enables organizational transformations and creates a favorable environment for developing creative and knowledge-driven organizations. The incorporation of Information Technology (IT) into HRM began in the last decade of the 20th century. The term e-HRM originated in the late 1990s, coinciding with the growth of e-commerce. E-business approaches encompass the internal implementation that enables a more efficient and effective flow of information and approach to managing human resources (Ruël & Bondarouk, 2008).   Advanced information technology allows organizations to effectively manage an expanding array of HRM operations, improving the availability of information and knowledge and assisting HRM professionals in attaining a strategic position to achieve a greater competitive advantage. 
An HRIS enhances strategic personnel planning by offering insights into labor requirements, predictions of supply and demand, staffing needs, separations, and development. Furthermore, it provides information regarding the costs associated with training programs and the job performance of individuals undergoing training (Kovach, et al., 2002). Incorporating communication and information technology has bolstered the efficacy of HR applications, resulting in the creation of an HRIS. 
Both HR departments and corporate leaders are observing the influence of technology on HR (Feffer, 2020).  Implementing contemporary HR technologies, such as Human Capital Management (HCM), greatly impacts the duties and roles of HR professionals. As technology becomes increasingly important, it offers support and occasionally takes over certain activities that were historically handled by HR personnel. Within significant organizations, there has been a shift in the allocation of traditional HR roles. Frontline managers are now responsible for managing personnel management, while HR takes on the role of an HR business partner (HRBP). An HRBP, or Human Resources Business Partner, is a highly skilled HR professional who prioritizes the needs of the organization's customers. They have a deep understanding of the organization's vision and goals. They execute policies that align with the organization's objectives and efficiently implement the HR strategy. The evolution of work roles has had a significant impact on the prevalence of HR generalist and HR specialist positions, resulting in a decrease in their prominence. The HR competencies have been modified due to the shift towards new roles and the integration of cutting-edge HR technologies.  In the twenty-first century, HR competencies have evolved from those in the twentieth century, mainly because technology-related skills have become essential. This transformation is backed by institutions such as SHRM and the HR Certification Institute (HRCI). In the era of social media, it has become crucial to have communication skills that involve creating and sharing content on different media platforms for the purpose of human resources objectives (Waddill, 2020).
[bookmark: _Toc152316992][bookmark: _Toc152338781][bookmark: _Toc166109112]2.3. Conceptual Framework 
[bookmark: _Toc152316993][bookmark: _Toc152338782][bookmark: _Toc166109113]2.3.1. Resource-Based View
The company's resource-based view (RBV) has emerged as a highly effective theoretical framework for strategic management (Davis & DeWitt, 2021). The RBV is a strategic management concept that prioritizes a company's internal resources and capabilities as the main factors determining its competitive advantage and success. The RBV theory argues that resources, which can be physical and non-physical, are the primary factors enabling a company to maintain a long-term competitive edge. The RBV emphasizes that resources vary in value, rarity, inimitability, and non-substitutability (VRIN), and enterprises need to hold such resources to achieve and maintain a competitive advantage.
The RBV acknowledges a range of resource categories, including tangible assets, intellectual capital, corporate culture, expertise, and technology proficiencies. Furthermore, it highlights the significance of dynamic capabilities, which refers to a company's capacity to adjust and reorganize its resources in order to respond to evolving market circumstances effectively. An advantage of the RBV is that it focuses on utilizing productive resources to obtain economic rents and qualities that contribute to long-term profitability rather than being a theory solely about organizations. According to the RBV, managers have a proactive role in choosing and utilizing resources and skills, leading to a significant reliance on previous decisions (Miller, 2019)
[bookmark: _Toc152316994][bookmark: _Toc152338783][bookmark: _Toc166109114]2.3.2. Technology Acceptance Model (TAM)
The technology acceptance model (TAM), developed by Fred Davis over 25 years ago, has emerged as a prominent paradigm for studying the factors influencing users' willingness to adopt technology. TAM has been evident in elucidating users' behaviour towards technology (Marangunić & Granić, 2015). The perceived usefulness factor pertains to the user's conviction that the adoption of a specific technology would improve their overall performance and productivity. Users are more inclined to embrace technology if they consider it advantageous in efficiently accomplishing their objectives or jobs. Perceived ease of use pertains to the user's subjective assessment of the difficulty in utilizing the technology (Dosajh & Sujlana, 2012).
HR practitioners must be able to utilize technology for HR practices and employ e-HR/web-based channels to provide value to their clients. The rate of technological advancement will persistently increase. HR may capitalize on these shifts by implementing automation in HR procedures and enhancing its efficacy in engaging with both internal and external clients.   Furthermore, through assimilating cutting-edge technology, HR can cultivate a progressive perception that will facilitate the acquisition of esteem from sceptical colleagues. Organizations increasingly expect HR departments to have a more strategic role (Lawler & Mohrman, 2003). The TAM has been extensively employed in diverse settings to examine consumer acceptance of various technologies, ranging from software programs to mobile devices and online platforms.   It has offered significant perspectives for designers, developers, and organizations seeking to introduce new technologies by highlighting the significance of user perceptions in the adoption process. 
[bookmark: _Toc152316995][bookmark: _Toc152338784][bookmark: _Toc166109115]2.3.3. Institutional Theory
Within the realm of current organizational study, institutional theory presents itself as a significant approach. A wide and varied corpus of theoretical and empirical work that is related by a similar emphasis on cultural understandings and shared expectations is included in this body of work. According to David et al. (2019), institutional theory is frequently utilized in order to provide an explanation for the adoption and development of formal organizational structures. These structures include written regulations, standard practices, and novel forms of organization. It was in the 1950s and 1960s that the perspective first emerged, and its origins may be traced back to the writings of Max Weber on the subject of legitimacy and authority.
The institutional theory has been increasingly popular as a compelling explanation for both human and organizational behaviour. It has also gained importance in recent years. This theory has been synthesized and compared in a variety of other ways (Dacin et al., 2002). It is a dynamic theory that has been described. The focus of the institutional theory is to take into consideration the most fundamental and enduring components of social organization. The mechanisms by which structures, such as schemas, rules, norms, and routines, come to be established as authoritative recommendations for social behavior are taken into consideration in this study. It investigates the processes by which these components are produced, disseminated, adopted, and adapted throughout space and time, as well as the processes by which they become obsolete and defunct. Students of institutions are required to pay attention not just to consensus and conformity but also to conflict and change in social structures (Ritzer, 2004). This is despite the fact that the subject matter of the course is ostensibly about maintaining order and continuity in social life. 
[bookmark: _Toc152316996][bookmark: _Toc152338785][bookmark: _Toc166109116]2.3.4. Conclusion of Chapter
The need for a strategic approach in human resource management is highlighted by this literature review, which also highlights the necessity for organizations to adjust to the shifting dynamics of the workforce. Specifically in the area of recruiting, the incorporation of technology into human resource management processes has emerged as a focus point, illustrating the revolutionary implications that technology has on traditional practices. This chapter acts as a compass, directing the research towards a nuanced exploration of the interrelationships between human resource management practices and technology breakthroughs. It does this by synthesizing and analyzing the available literature. 


[bookmark: _Toc166109117]CHAPTER 3: RESEARCH METHODOLOGY
3.1. [bookmark: _Toc166109118]Introduction 
Research methodology is essential for a study that requires research work. Moreover, it gives legitimacy and further provides scientifically sound findings. Through research methodology, the researcher is able to gather a detailed plan that can help them keep the overall research on track and further make the process smooth, manageable, and effective. According to Indeed (2023), research methodology is defined as a way of explaining how researchers intend to carry out their research and help them construct a systematic plan to resolve a research problem and have a deeper insight into the approaches to the research to ensure reliable and valid results and address the aims and objectives. 
Through research methodology, the researcher is able to include necessary approaches, methods, and designs that are required in order to construct practical and detailed research. Moreover, it encompasses what data the researcher needs to collect and from where, along with how it is being collected and further analysed. Based on the evidence, the research methodology is partially significant in achieving and clarifying the key research aims (Kilani & Kobziev, 2016). Moreover, the aim of research methodology is to give a clear idea of what methods or processes are going to be applied within the research. Also, it discusses the research problem in order to be addressed. According to Bhaskar and Manjuladevi (2016), through research methodology, one is able to identify research questions, examine the ethical implications, and further describe the design of the research along with appropriate data. 
This chapter delves into the methodology of the research, highlighting key aspects necessary for a comprehensive research methodology. It covers research philosophy, method, design, data collection methods, and other essential research practices. These elements contribute to an effective research methodology and assist in planning well-structured research with all necessary and appropriate data. Research methodology enables researchers to systematically address the research problem, guided by various steps adopted in studying the problem and the logic behind it (Patel & Patel, 2019). 

3.2. [bookmark: _Toc166109119]Research Philosophy and Assumptions 
The researcher will use interpretivism as the research philosophy within the study. Based on evidence, interpretivism is considered an approach which involves researcher to interpret element of the study, thus the research philosophy integrates human interest within a study (Business Research Methodology, 2023). Interpretive researchers have strong beliefs and assume that access to reality can be done only with the help of social constructions including languages, consciousness, shared meaning, and instruments. 
Interpretivism is associated with a natural approach of data collection that can be done through interviews and observations. Moreover evidence shows that interpretivism within a research is considered to be a philosophical position and research method which helps in analysing events within the society depending on particular value-system of the society or culture they occur in (Chowdhury, 2014). The aim of interpretivism research philosophy is to understand not just the lives but also experiences of a person and empathetically identify reasons for why they act the way they do. Interpretivism is conducted within secondary researches and rely on questioning and observations to discover or generate an effective and detailed understanding of a phenomenon being investigated (The University of Nottingham's, 2023). 
There are multiple methods of conducting interpretivism research including ethnography, narrative analysis, interviews, and participant observations. On the other hand, interpretivism research philosophy is beneficial within the research since it helps researcher produce data high in validity. It helps a researcher to produce complex research such as a cross-cultural studies that can be studied in a deeper detail (StudySmarter, 2023). 
3.3. [bookmark: _Toc166109120]Research Type
The research type that will be used by the researcher in the study is deductive research. Deductive research is an effective type of research in which the researcher starts with a theory or it can be also through hypothesis and then further implements tests with the help of observations and data collection. According to Streefkerk (2023), in deductive research type, the researcher tends to test an existing theory. Deductive research may involve a hypothesis that may be tested through different methods. The researcher may collect the data and test the hypothesis along with analysing and testing the data gathered within the research study. The reasoning within deductive research includes the use of existing information, knowledge, important and relevant facts which helps the researcher to construe a valid conclusion (Damyanov, 2023). 
Deductive researches are majorly connected with scientific investigation in which researcher studies what other have done, go through existing theories depending on the phenomenon that is relevant to the current study and then finally test hypothesis which emerge from the existing theories. According to Kim (2021), in deductive research, the researcher is able to narrow information from a general to a more specific level and is connected with scientific investigation. It gives the researcher a scientific way of thinking and acting and develop an effective approach within the overall research. Based on evidence, deduction research type is effective within management studies and helps in suggesting changes within the research which assists the researcher to develop an effective overall research (Woiceshyn & Daellenbach, 2018).
3.4. [bookmark: _Toc166109121]Research Design 
The research design that will be applied within the research is qualitative research. Qualitative research is an effective research design that is commonly used within studies, papers, and different researches. According to Busetto et al, (2020), qualitative research involves the study of the nature of phenomena and is a relevant method in terms of answering question of why something are left un-observed, assessing complex multi-component interventions, and tends of focus on intervention improvements. This specific research design helps the researcher to ask question that are or cannot be easily put into number. It helps the researcher find everyday realities of specific phenomenon and study significant question (Cleland, 2017). 
According to Abdullah (2019), the qualitative research design has been opted after a thorough literature examination. It include interviews, diaries, and also contain focused groups which is commonly applied within researches to conduct academic and psychological research. Moreover, this research design includes that involvement of human being and their real experiences and examples on a particular aspect or regarding a particular thing. It is a beneficial research design which helps not just the researcher to develop a deeper understanding of the experience, context, and the phenomena the research but also the audience involved within the qualitative. On the other hand, the qualitative research also encourages to answer questions that cannot be put into numbers to understand real time experiences (Busetto, et al., 2020). Qualitative researches are exploratory and helps in explaining how a specific phenomenon is operate within a specific context. 
Qualitative research significantly provide more flexible approach to the researcher and the data gathered qualitative research allows the researcher to be far more speculative about the areas required within the selected investigation (Vaughan, 2021). On the other hand, this research design allows data capture to be prompted by a researcher instinctive. There are evidence which indicates that by conducting qualitative research, a researcher can have a more holistic understanding regarding a particular subject (AI, 2023). Qualitative research and the data gathered within this particular research is descriptive and can be observed, interpreted, and expressed in words. 
3.4.1. [bookmark: _Toc166109122]Systematic Review 
This study will be undertaken as a systematic review to thoroughly examine the significance of technology in HRM within the NHS sector. A systematic review is a rigorous research approach employed to thoroughly collect, assess, and integrate available information pertaining to a specific topic (Turney, 2022). The review will follow specific criteria to discover, assess, and combine relevant literature. This study employs a rigorous methodology to comprehensively analyse the role and influence of technology in HRM practices in the NHS. The study intends to give significant insights for scholars, practitioners, and policymakers in the healthcare sector.
3.4.2. [bookmark: _Toc166109123]Inclusion Criteria
In the context of a study, analysis, or review, the term "inclusion criteria" refers to the specific conditions or features that must be satisfied in order for a particular item to be approved for inclusion (Nikolopoulou, 2022). For the purpose of ensuring that the items chosen are pertinent, appropriate, and in line with the aims of the study, the researchers have created these criteria. The selection of articles that were published within the past twenty years was one of the inclusion criteria for this systematic review. This was done to ensure that the articles were relevant to the most recent study on the subject. This particular time range was selected in order to take into account the most recent shifts and changes in the area of interest. In addition, the only articles taken into consideration for inclusion were those that were published in the English language. Furthermore, in order to maintain the integrity and rigor of the academic community, the review took into consideration only those articles that have been subjected to peer review. In order to guarantee the authenticity, trustworthiness, and academic integrity of the study findings, publications that have been peer-reviewed are subjected to a comprehensive evaluation by researchers who are experts in the field. Only publications that other researchers have examined were included in the study. This was done with the intention of reducing the possibility of bias and ensuring that the literature that was chosen was of high quality and credible. It was with great care that these inclusion criteria were developed in order to guarantee that the papers picked for the study were not only recent but also pertinent and of high academic quality. By adhering to these criteria, the study hoped to produce a comprehensive and authoritative evaluation of the literature on the subject, which would ultimately increase the credibility and validity of the findings and conclusions of the research.
3.4.3. [bookmark: _Toc166109124]Exclusion Criteria
The application of exclusion criteria allows for the elimination of elements that do not satisfy particular standards or that are not pertinent to the aims of the proposed research (UTH, 2023). With the use of these criteria, researchers are able to eliminate elements that have the potential to create bias, confuse the analysis, or diminish the validity of the findings. In order to guarantee the selection of publications that were of high quality, timely, and relevant, as well as those that met the standards of academic research, the exclusion criteria for this study were created. Due to the fact that the study was primarily concerned with modern research and the most recent developments in the field, articles that were older than twenty years were not taken into consideration. Furthermore, non-English language articles were not included in the analysis because they were not written in English. Because of its extensive use in academic discourse and its accessibility to an audience from all over the world, English was selected as the language of inclusion. Additionally, articles that had not been subjected to peer review were not taken into account under any circumstances. 
3.4.4. [bookmark: _Toc166109125]PRISMA Diagram 
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3.5. [bookmark: _Toc166109126]Search Strategy 
The data for the current systematic review will be collected through secondary sources. Secondary sources include books, journal articles, websites, reports, and other material that is openly accessible on the internet. These sources help the researcher to understand more about a person’s life, a particular topic, scientific area, or a phenomena as well as how and why these historical event take place. Based on evidence, secondary sources offer a detailed interpretation of information gathered from primary sources (University at Albany, 2023). Some of the other examples of secondary sources includes biographies, literary criticism, reviews of books, movies, and recordings. 
Through secondary sources within research study, the researchers are able to gather second-hand information and commentary from other researchers. It helps the researcher to gather an increased and relevant information for the research through secondary sources on a particular subject (Streefkerk, 2023b). It helps in undertaking different point of views and information on the research topic. Through secondary sources a researcher is able to gather relevant and authentic information which add accuracy and relevancy within the overall research paper. Secondary sources are easily accessible and a researcher can collect information from them without requesting ethical approval as long as the researcher gives credit to the original author. According to Intellspot (2023), through secondary sources the researcher regardless of the area of work such as in business, marketing, research or other it help the researcher to optimize the current and future results. 
There are advantages of secondary sources such as it gives ease of access to the researcher while researching on a particular topic. It also allow the researcher to generate a new insight to previously collected and researched data and analysis on different topics. It gives full access to the researcher to collect the data relevant to its research topic and there is a huge amount of secondary data available on the internet (Intellspot, 2023). According to Mora (2022), through secondary sources, a researcher develops a better understanding regarding competitive landscape and it helps them have a deeper insight into general trends in an industry of product category. 
Different databases were accessed to find relevant sources. JSTOR, Emerald Insights, EBSCOhost, Sage Journals, and ProQuest Central were primarily searched to find relevant articles that refer to the importance of technology in HR processes. Keywords that were used in the search include human resource management, NHS HRM, HRM practices, human resources practices in HRM, technology in HRM, HRM technology practices, and implementation of technology in HRM. Moreover, ‘AND’ and ‘OR’ operators were also used to refine the search. 
3.6. [bookmark: _Toc166109127]Ethical Considerations 
Ethical considerations are essential within modern research study (Yip, et al., 2016).  It also helps researcher follow an authentic way of conducting researches. Some of the important ethical considerations in a secondary research include: 
[bookmark: _Toc166108801][bookmark: _Toc166109128]To give credit to the author or researcher
The researcher needs to give credit to the author whose research is used within the study to add relevant information that can help support the study. Based on evidence, giving credit to the author is essential because it helps avoid plagiarism within the research and helps the reader understand which written content is from a source and which represents the researcher's ideas (Annesley, 2010). When the researcher gives credit to the original author, they establish reliability of the information. Adding citations for the original research shows that the ideas are not the author’s own words but are proven by research. It increases the validity of the research. Readers can also access the original source to check whether the information presented by the author is credible (Holy Family University, 2023). It also reduces the risk of bias in a research. 
[bookmark: _Toc166108802][bookmark: _Toc166109129]To avoid irrelevant and unauthentic sources
When using secondary sources as evidence in a research study, it is essential for the researcher to check the relevancy and authenticity of sources. Some websites are not reliable and their information should not be used in a research study. For example, information on the Wikipedia may not be true. Similarly, personal blogs should not be used as sources as the information on these blogs may not be reliable. Only relevant and authentic sources should be used in a research study. Moreover, relevant information supports the author’s main idea, and assists in answering the research question (Peshkm et al., 2011). Therefore, it is essential only to use relevant information to avoid biases within the study and help the researcher to construct practical and relevant overall research.
3.7. [bookmark: _Toc166109130]Conclusion of the Chapter
This particular chapter has given a more profound insight regarding all of the necessary research approaches, designs, methods, and ways of data collection required within the research study. The chapter helps in understanding and delivering descriptive knowledge in the research regarding the necessary research methodology involved within the overall research. The chapter has highlighted the approach and method of research that the researcher will conduct and different aspects regarding each of the research approaches and designs that will be applied within the overall research. It helps the audience understand the ways and processes that the research will use to conduct a practical, robust, relevant, and accurate research study. 


[bookmark: _Toc153450513][bookmark: _Toc166109131]CHAPTER 4: FINDINGS / RESULTS, ANALYSIS AND DISCUSSION
[bookmark: _Toc153450514][bookmark: _Toc166109132]4.1. Summary of the Research 
The chapter is mainly based on analysing the result and then discussing the outcome of the research further in a detailed manner to provide a comprehensive overview about the use of technology in the NHS. Based on evidence, analysis is one of the most crucial parts of any research (University of Pretoria, 2023). Furthermore, the chapter has a deeper insight into the results gathered and will involve the interpretation of data collected with the help of analytical and logical reasoning. According to Jose State University (2020), being able to summarize and analyse research is essential, which not only helps showcase the profession but also helps readers develop a better understanding and know the overall outcome of the report.
The chapter will give a better insight into the results of the overall research and the findings gathered. Moreover, it will also discuss the results and the findings that are collected using different sources of secondary research approaches. Furthermore, data analysis in research is considered an illustrative method of applying the correct statistical and logical techniques (QuestionPro, 2023). The key motive of result analysis is the act of studying something in detail in order to discover and understand more about the research, as well as sharing opinions and judgments after the main findings (Cambridge Dictionary, 2023).
The chapter will also discuss the results along with evidence-based information that will add relevancy to the overall research and help make the research authentic. Moreover, the result section presents the findings of the study while analysing the data. The primary purpose of the result section is to use the data collected to answer the research questions (University of Southern California, 2023).
[bookmark: _Toc166109133]4.2. Table of Findings 
	Citation 
	Methodology 
	Purpose 
	Findings 
	Themes

	Tursunbayeva (2019)
	Secondary-research based
	The research aims to examine the insufficient consideration of the consequences of HR technological disruptions, specifically HRIS, in healthcare organizations. The purpose of the article is to investigate the application of HR technologies in healthcare environments, the possible advantages they provide, and the difficulties they pose.
	The results indicate that HRIS can provide remedies for personnel deficiencies and enhance HR operations in healthcare institutions through the provision of practical analytics. However, it is imperative to exercise appropriate utilization. This entails achieving a harmonious equilibrium between innovation, productivity, legal and ethical considerations, and guaranteeing the well-being and contentment of healthcare workers. 
	1. Overview of human resource technology disruptions
2. Impact of technology disruptions on human resource management
3. Challenges and opportunities for healthcare organizations
4. Adoption and integration of technology in HR processes
5. Role of technology in improving HR efficiency and effectiveness
6. Potential implications for workforce planning and development

	(Li, et al., 2023)
	Explorative qualitative analysis
	This research aims to examine the effects of integrating artificial intelligence (AI) into the healthcare industry on human resource (HR) practices and organizational performance. 
	The findings indicate that the implementation of AI-driven technology has a beneficial effect on human resource management (HRM) procedures inside healthcare organizations, resulting in enhancements in both financial and organizational results. AI tools in hospitals specifically enhance HR performance, raise efficiency, improve result quality, and produce superior financial performance by optimizing the balance between cost and quality of treatment. Although substantial investments are necessary, AI is seen as a vital asset for attaining a competitive edge in the healthcare industry. Furthermore, the research emphasizes the significance of recruiting competent HR personnel and utilizing artificial intelligence to optimize HR procedures, therefore enhancing the overall competitiveness and performance of the organization.
	1. Theoretical Framework: Understanding the Impact of AI on HR Performance
2. Methodology: Research Design and Data Collection Methods
3. Implementation of AI in HR Processes: Recruitment, Training, Performance Management, etc.
4. Analysis of AI Impact on HR Performance Metrics (Efficiency, Accuracy, Employee Satisfaction, etc.)
5. Challenges and Barriers to AI Adoption in HR within Healthcare Institutions
6. Case Study: AI Implementation in a Healthcare Institution in the United Arab Emirates

	(Sehrawat & Brahma, 2018)
	Secondary-research based
	This research work aims to offer an understanding of the prospective state of recruitment and selection procedures in organizations as a result of advancing technology patterns.
	The findings indicate that the integration of technology in recruiting and selection procedures has seen substantial advancements in recent years, motivated by the objective of reducing time and expenses while attaining optimal and productive outcomes. Organizations are progressively embracing sophisticated technological methods to recruit and keep the most suitable people for job positions. Nevertheless, the article highlights the significance of upholding an equilibrium between technological tools and human engagement in the recruitment process to guarantee a favourable candidate experience.
	1. Role of social media and online platforms in recruitment
2. Virtual interviews and assessment tools for remote hiring processes
3. Data-driven decision-making in recruitment through analytics and predictive modelling
4. Challenges and limitations of technology in recruitment and selection
5. Ethical considerations and bias mitigation strategies in tech-driven hiring processes


	(Sahni, 2021)
	Quantitative research 
	This study aims to investigate employee engagement among the millennial workforce in Saudi Arabia. 

	The study's findings suggest that Saudi adolescents have a commendable level of employee engagement. An evident and substantial correlation was found between the attributes of a work, the level of contentment derived from it, and the dedication exhibited toward the organization. Employee involvement was found to be a substantial and partial mediator in the relationship between work qualities, job satisfaction, and organizational commitment. Nevertheless, the findings did not demonstrate statistical significance for the variable of turnover intentions.
	1. Assessment of organizational strategies to enhance engagement among millennial workforce
2. Discussion of the implications for HR management practices targeting millennial employees
3. Recommendations for fostering a more engaged millennial workforce
4. Contribution to the existing literature on employee engagement within the context of generational diversity


	(Satata, 2021)
	Secondary–based research
	This review article provides a concise overview and analysis of the impact of employee engagement on enhancing work performance in organizational settings.
	The literature study findings suggest that employee engagement exerts a substantial influence on individual work performance. The analysis references multiple research that indicates a strong correlation between elevated levels of employee engagement and improved individual performance. Furthermore, job expectations and job resources are seen as aspects that might enhance employee engagement, resulting in enhanced work quality and job satisfaction.
	1. Factors Influencing Employee Engagement
2. Strategies and Interventions for Enhancing Employee Engagement
3. Measurement and Assessment of Employee Engagement
4. Relationship between Employee Engagement and Work Performance


	(Ali, et al., 2022)
	Quantitative research
	The aim of this study is to examine how work-life balance (WLB) may mediate the association between emotional exhaustion (EE) and innovative work behaviours (IWBs), as well as how psychological empowerment (PE) may moderate this relationship.
	The finding indicates that individuals who are deeply committed are more inclined to demonstrate innovative work behaviours and keep a healthy work-life balance. The connection between employee engagement (EE) and innovative work behaviour (IWBs) is partially influenced by work-life balance (WLB), suggesting that the extent to which employees are engaged affects their inventive behaviours by means of attaining a harmonious equilibrium between work and personal life. Furthermore, the correlation between employee empowerment (EE) and psychological empowerment (PE) reinforces the impact of engagement on employees' innovative work behaviours (IWBs), indicating that PE amplifies the influence of engagement on fostering innovative behaviours.
	1. Mediating Role of Work-Life Balance:
2. Importance of balancing work and personal life
3. Influence on employee engagement and innovative work behaviour
4. Moderating Role of Psychological Empowerment:
5. Impact of feeling empowered in the workplace


	(Jeve, et al., 2015)
	Cross-sectional study
	This study aims to evaluate the present degree of staff engagement at one of the largest teaching hospitals in the UK.
	The findings suggest that two aspects of employee involvement, namely vigour and dedication, exhibit a considerable decrease when compared to a global database. However, the level of absorption, which is the third dimension, is considerably more than that of the comparison group. These findings provide insight into the working culture within the NHS and identify areas where staff engagement methods could be enhanced.
	1. Leadership styles: Exploration of the impact of different leadership styles on employee engagement levels.
2. Job satisfaction: Discussion of the relationship between job satisfaction and employee engagement.
3. Work environment: Evaluation of the role of the work environment in fostering or hindering employee engagement.
4. Implications for practice: Recommendations for strategies or interventions to enhance employee engagement within the NHS.


	(Bilderback & Miller, 2023)
	Secondary research based 
	This research article aims to highlight the significance of employee development programs (EDPs) in contemporary enterprises and to offer practical recommendations for implementing efficient EDPs based on the framework of social exchange theory (SET).
	The study's findings indicate that organizations can adopt Employee Development Programs (EDPs) to cultivate a more unified workforce, resulting in improved employee engagement, productivity, satisfaction, and retention. Organizations can derive present and future benefits by cultivating interdependent connections between managers and employees through successful EDPs. The study underscores the dynamic character of employee development in response to shifting business environments and technological progress, emphasizing the imperative for organizations to adjust and allocate resources towards EDPs. Furthermore, the study emphasizes the significance of harmonizing EDPs with organizational requirements and goals in order to attain success.
	1. Adaptability and Innovation: Continuous learning and development encourage employees to adapt to changes in the business environment and contribute innovative ideas and solutions.
2. Competitive Advantage: Businesses that prioritize employee development often have a competitive edge by attracting and retaining skilled employees and maintaining a culture of continuous improvement.
3. Employee Satisfaction and Well-being: Development programs contribute to employee satisfaction and well-being by providing opportunities for personal and professional growth, leading to higher job satisfaction and morale.
4. Alignment with Organizational Goals: Effective employee development programs are aligned with the organization's strategic objectives, ensuring that training and development efforts contribute to business success.


	(Rodriguez & Walters, 2017)
	Secondary research based
	The article aims to offer brief information regarding the concept of employee training, development, performance, and evaluation. It also covers the reasons, effects, methodologies, benefits, and guidelines for establishing effective employee training and development possibilities.
	The findings underscore the significance of employee training and development as essential instruments for optimizing employee performance and attaining organizational objectives. Effective training and development opportunities are crucial for employees to maximize their performance, resulting in heightened customer happiness, superior product and service quality, and more employment retention through increased job satisfaction. Furthermore, the article emphasizes that employees who receive thorough training and professional development are more proficient, productive, content, driven, and inventive in their work environment. 
	1. Adaptation to Technological Advances
2. Continuous Learning Culture
3. Evaluation and Feedback Mechanisms
4. Employee Engagement and Retention

	(Dachner, et al., 2021)
	Secondary research based
	This review aims to thoroughly evaluate the existing employee development literature and suggest improvements for advancing scholarship to more accurately depict employees as proactive agents in their own growth.
	The findings indicate that current development research predominantly relies on theories of learning and motivation. However, it is crucial to acknowledge employees as entrepreneurial actors in their development. This finding emphasizes the significance of integrating theories pertaining to production and human capital into the literature on development. 
	1. Agile Talent Development
2. Leadership Development
3. Employee Engagement and Wellbeing
4. Personalized Learning Paths

	(Arulsamy, et al., 2023)
	Primary and secondary research-based.
	The primary aim of the study is to investigate the interplay between training, development, and performance, as well as the variables that influence Employee Training & Development (ETD) in order to enhance Employee Performance (EP).
	The findings of the research indicate that corporate culture that places emphasis on ongoing learning and individual growth cultivates an atmosphere in which employees are inspired and incentivized to actively engage in training and developmental programs. Employers who provide concrete support, allocate resources, and foster a favourable learning environment are more likely to observe active participation from employees, leading to improved performance. 
	1. Analysis of training effectiveness
2. Identification of training needs
3. Role of HR in facilitating training and development
4. Training program design and implementation
5. Employee engagement and motivation through training initiatives


	(Babatunde & Onoja, 2023)
	Secondary research-based.
	This study aims to enhance understanding and provide clear explanations on employee retention and the techniques employed to retain employees. 
	The study's findings determine that human resource professionals and organizational management face a substantial problem in attracting and maintaining suitable talents for appropriate positions. To ensure the retention of dedicated employees, it is necessary to apply a range of tactics, as there are no universally accepted human resources approaches for efficiently managing employee retention. 
	1. Identification of Effective Strategies: Analyses empirical data or case studies to identify retention strategies that have been proven effective in reducing turnover rates.
2. Tailoring Strategies to Employee Needs: Emphasizes the importance of understanding the unique needs and preferences of employees in designing retention initiatives.
3. Communication and Engagement: Highlights the role of effective communication and employee engagement in fostering loyalty and commitment.
4. Leadership and Management Practices: Explores the impact of leadership styles, management practices, and organizational culture on employee retention.


	(Lepak, et al., 2005)
	Secondary research based 
	The aim of this study is to establish a contingency framework that outlines the organizational structure of HR departments in implementing their HR practices. 
	The research’s findings present a contingency model that categorizes three specific methods for implementing HR practices: internal delivery, contracting, or partnership. This statement asserts that the strategic direction of a company and the predominant role orientation of its HR department impact the classification of HR processes as either essential or non-essential. 
	1. Contingency Factors: Identification and exploration of contextual factors that influence the effectiveness of HR practices, such as organizational culture, industry, size, technology, and strategy.
2. Framework Development: Presentation of a proposed contingency framework for the delivery of HR practices, outlining its components and structure.
3. Case Studies or Empirical Evidence: Illustrative examples or empirical research findings demonstrating the application and effectiveness of the contingency framework in real-world organizational settings.
4. Practical Implications: Discussion of practical implications for HR practitioners and managers in designing and implementing HR practices tailored to specific organizational contexts.


	(Carrillat, et al., 2014)
	Primary and quantitative research 
	This study aims to examine the strategies that organizations might employ to leverage social media platforms, such as Facebook, in order to efficiently attract and acquire highly qualified job candidates.
	The study's findings suggest that job hopefuls had greater compensation expectations when they interacted with recruitment communications using active cognitive processing. Moreover, candidates exhibited a higher positive disposition towards the sponsoring employer when the activation messages emphasized the employer's brand rather than a particular event. 
	1. Social Media Recruitment: Exploration of the effectiveness of using Facebook as a platform for recruitment activities.
2. Recruitment Strategies: Analysis of different strategies employed on Facebook to attract potential candidates.
3. Engagement Metrics: Examination of metrics used to measure the effectiveness of recruitment efforts on social media platforms.
4. Candidate Response: Discussion on the response and engagement of potential candidates to recruitment initiatives on Facebook.


	(Abdul, et al., 2020)
	Primary and secondary research based on both quantitative and qualitative 
	The aim of this research is to offer valuable insights into the current methods of utilizing technology in the recruitment process
	The study's findings reveal numerous significant discoveries. Recruitment technology is extensively employed. However, its level of acceptance varies among various organizations. Furthermore, it has been observed that recruitment technology has generally enhanced the recruitment process. Furthermore, technology has primarily assumed a more prominent role in the initial phases of recruiting procedures, such as the identification and evaluation of potential candidates, as opposed to the subsequent stages, such as conducting interviews and fostering applicant involvement. 
	1. Mobile recruitment: With the increasing use of mobile devices, recruitment technologies are adapting to mobile-friendly platforms and applications to cater to on-the-go job seekers.
2. Employer branding: Technology allows organizations to showcase their employer brand through company websites, social media, and online reviews, influencing candidates' perceptions and attracting top talent.
3. Remote recruitment: Virtual recruitment tools enable remote hiring processes, allowing recruiters to access talent worldwide without geographical limitations.
4. Cost-effectiveness: Technology can reduce recruitment costs by eliminating the need for traditional advertising, travel expenses for interviews, and paperwork through digitalization.


	(Okolie & Irabor, 2017)
	Secondary research based.
	The primary aim of this study is to examine the general patterns in the utilization and implementation of e-recruitment while also pinpointing the prospects and obstacles encountered by both job searchers and employers. 

	Key findings recognise that e-recruitment has greatly revolutionized the recruitment process since its introduction in the 1980s. Companies benefit from several advantages, such as cost reduction, time savings, expedited processes, increased outreach, and enhanced talent matching. The implementation of e-recruitment encompasses more than simply technological aspects. It necessitates a recruiting system that can successfully attract suitable individuals, a selection process that relies on reliable criteria, and interaction with current systems to provide efficient tracking.
	1. E-recruitment Practices: It likely discusses the various practices and strategies involved in e-recruitment, such as online job postings, social media recruitment, and applicant tracking systems.
2. Opportunities of E-recruitment: The article may highlight the opportunities presented by e-recruitment, such as increased access to a wider pool of candidates, reduced recruitment costs, and improved efficiency in the hiring process.
3. Challenges of E-recruitment: It likely addresses the challenges and obstacles associated with e-recruitment, such as data privacy concerns, technological limitations, and the need for continuous adaptation to changing digital landscapes.
4. Best Practices and Recommendations: The authors may offer recommendations and best practices for organizations looking to implement or improve their e-recruitment strategies, based on their research findings and insights.

	(Mellam, et al., 2015)
	Primary and quantitative research
	This study aims to examine the influence of contemporary human resource management (HRM) strategies on employee performance as compared to conventional HRM approaches. 
	The study's findings demonstrate a notable disparity in employee performance between organizations that utilize conventional HRM approaches and those that utilize contemporary HRM practices. The study specifically revealed that the implementation of old HRM practices in state-owned enterprises (SOEs) resulted in subpar employee performance. In contrast, the adoption of modern HRM approaches in private enterprises (PEs) led to superior employee performance.
	1. Evaluation of traditional HRM practices
2. Evaluation of modern HRM practices
3. Factors influencing employee performance in Papua New Guinea
4. Importance of aligning HRM practices with organizational goals
5. Challenges faced in implementing modern HRM practices in Papua New Guinea

	(Bower, et al., 2009)
	Mixed-methods approach
	The primary aim was to identify and address barriers to recruitment in health research conducted in primary care settings.
	The study identified several barriers to recruitment, including lack of awareness among primary care staff and patients, time constraints, and competing demands on primary care practices. Recommendations were made to address these barriers, such as providing training for staff and implementing targeted recruitment strategies.
	1. Lack of awareness among primary care staff and patients 
2. Time constraints and competing demands on primary care practices
3. Recommendations for improving recruitment strategies

	(Massey & Williams, 2005)
	Qualitative case study
	To examine the implementation of change in an NHS Trust (CANDO program)
	The study found that the implementation of change within the NHS Trust, specifically through the CANDO program, was influenced by several key factors. It highlighted challenges encountered during the process, including resistance to change. Strategies employed to mitigate resistance were explored, with a focus on fostering organizational adaptability.
	1. Factors influencing change implementation
2. Challenges faced during change implementation
3. Strategies to overcome resistance to change
4. Impact of change initiative on organizational culture and performance

	(Macfarlane, et al., 2011)
	Case study
	The aim of the study is to explore the implementation of strategic human resource management in the context of healthcare system change.
	The study found that the implementation of strategic human resource management in the healthcare system change effort resulted in the development of a new workforce.
	Key themes identified include the role of strategic HR management in organizational change, workforce development strategies, and the impact on healthcare delivery.

	(Childs, et al., 2005)
	Literature review
	To identify barriers to effective e-learning for health professionals and students and propose solutions.
	Identified various barriers to effective e-learning, such as technical issues, lack of time, and lack of institutional support. Proposed solutions included improving infrastructure, providing training and support, and addressing organizational culture.
	- Technical barriers
 - Time constraints 
- Lack of institutional support 
 - Solutions: infrastructure improvement, training and support, organizational culture change.

	(Kao & Liebovitz, 2017)
	Literature review
	To explore the current state of consumer mobile health apps, identify barriers to their use, and propose future directions for development.
	The findings reveal several significant insights into consumer mobile health apps. Firstly, these apps have garnered substantial popularity due to their diverse features catering to health management. However, their widespread adoption faces barriers such as privacy apprehensions, regulatory gaps, and usability challenges. To address these barriers and shape the future trajectory of mobile health app development, the study suggests enhancing usability, integrating evidence-based practices, and prioritizing privacy and security measures.
	1. Popularity and Features of Consumer Mobile Health Apps
 2. Barriers to Adoption
3. Future Directions for Development

	(Reilly, 2018)
	Literature review
	The primary aim of Reilly's (2018) report was to investigate the impact of artificial intelligence (AI) on the human resource (HR) function within the National Health Service (NHS). Specifically, the study aimed to shed light on how AI implementation is influencing HR processes and organizational changes within the healthcare sector.
	The findings of the report indicate a growing trend of AI adoption within HR functions in the NHS, particularly in areas such as recruitment, performance management, and analytics. HR professionals perceive AI as both an enabler and a disruptor, recognizing its potential to streamline processes and improve decision-making while also expressing concerns about job displacement and ethical implications. Moreover, the study highlighted the importance of investing in staff training, infrastructure, and change management to effectively implement AI technologies and realize their full potential within NHS organizations.
	1. Adoption and Integration of AI in HR: Opportunities and Challenges
2. Ethical Considerations and Concerns
3. Organizational Changes and Adaptations

	(NHS England, 2022)
	Literature review of existing policies and practices
	-To assess the current state of flexible working arrangements within the NHS.
- To identify best practices and challenges related to flexible working.
- To propose recommendations for improving flexible working policies and practices in the NHS.
	The findings highlights a significant demand among NHS staff for greater flexibility in work schedules and locations, driven by factors such as achieving work-life balance, managing childcare responsibilities, and overcoming commuting challenges. Despite this demand, the availability and implementation of flexible working options vary across NHS trusts and departments. The report also identifies challenges faced by NHS managers in accommodating flexible working requests while maintaining operational effectiveness and service delivery. 
	- Demand for flexibility
-Organizational challenges
- Benefits and drawbacks


	(Parker & Grote, 2022)
	Literature review
	1. To explore the impact of automation, algorithms, and digital technologies on work design.
2. To examine why work design is increasingly crucial in a digitalized workplace environment.
	The study highlight the profound impact of automation, algorithms, and digital technologies on work design within contemporary organizational contexts. Through a comprehensive review of existing literature, the authors elucidate how these technological advancements significantly influence various aspects of work, including task allocation, job roles, and organizational structures. They emphasize the importance of proactive work design strategies in navigating the complexities of the digital age, emphasizing the need to balance technological innovations with human-centric principles. 
	1. Impact of automation and algorithms on work design. 
 2. Importance of proactive work design strategies in the digital age. 
3. Balancing technological advancements with human-centric work design principles.
 4. Implications of work design for employee well-being and performance in digitally transformed organizations.

	(Loretto, et al., 2010)
	Longitudinal study
	1. Investigate the impact of workplace change on employee mental health. 2. Examine longitudinal trends in mental health in relation to workplace changes.
	The study found that workplace changes significantly influenced employee mental health over time. Specifically, certain changes, such as restructuring and downsizing, had pronounced negative effects on mental well-being. These findings highlight the importance of considering the psychological impact of organizational changes on employees' mental health.
	1. Workplace change as a predictor of mental health outcomes.
 2. The longitudinal nature of mental health trends in response to workplace changes.

	(Powell, et al., 2012)
	Mixed-methods approach
	1. To examine the current state of talent management practices within the NHS managerial workforce.
2. To identify challenges and opportunities in talent management.
3. To explore perceptions of talent management effectiveness among managerial staff.
	Talent identification and development processes varied widely and often lacked alignment with organizational goals. 
	1. Inconsistent talent management practices
2. Resource constraints and organizational culture as barriers
3. Varied talent identification and development processes
4. Mixed perceptions of talent management effectiveness

	(East, 2014)
	Qualitative approach
	The primary aims of the report were threefold. Firstly, it sought to provide comprehensive guidance for developers regarding the design, development, and deployment of mobile healthcare applications tailored specifically to the needs and standards of the National Health Service (NHS). Secondly, the report aimed to address key considerations such as usability, security, and data protection, compliance with NHS standards, interoperability, and integration with existing healthcare systems.
	Firstly, it emphasized the importance of user-centred design, highlighting the necessity of ensuring that such applications meet the needs and preferences of both healthcare professionals and patients. Secondly, the report identified the significance of adherence to NHS standards and regulations, particularly regarding data security, privacy, and interoperability.
	1. User-Centred Design: Prioritizing usability and user experience to enhance the effectiveness and adoption of mobile healthcare applications.
2. Compliance and Security: Ensuring that applications comply with NHS standards and regulations, particularly concerning data protection and patient confidentiality.
3. Interoperability: Facilitating seamless integration with existing healthcare systems to maximize efficiency and utility for healthcare professionals and patients.
4. Collaboration and Partnership: Advocating for collaboration between developers, healthcare organizations, and regulatory bodies to address challenges and foster innovation in mobile healthcare app development.

	(Chambers, et al., 2012)
	Literature review
	The aim of the study was to identify and synthesize existing literature on the application of social network analysis in healthcare settings. Specifically, the authors aimed to explore the methodologies used, types of networks analysed, and outcomes assessed in these studies.
	The findings revealed diverse applications of SNA in healthcare, including the analysis of professional communication networks, patient-provider interactions, organizational structures, and knowledge transfer processes. The methodologies employed varied widely, ranging from qualitative to quantitative approaches. Key findings included the importance of network centrality, density, and connectivity in influencing healthcare outcomes.
	1. Applications of SNA in healthcare settings 
 2. Methodologies used in SNA studies 
3. Types of networks analysed (e.g., professional communication, patient-provider interactions)
 4. Outcomes assessed in SNA studies (e.g., organizational structures, knowledge transfer processes) 
 5. Key findings regarding network centrality, density, and connectivity

	(Xie, et al., 2016)
	Qualitative approach
	The study aimed to shed light on the various types of reverse exchange systems utilized, unravel the complexities surrounding their execution, and pinpoint areas ripe for improvement
	Challenges related to logistics, quality control, and stakeholder cooperation emerged as prominent themes, highlighting the complexities inherent in the implementation and operation of these systems. Despite these challenges, the study also uncovered several benefits associated with reverse exchange systems, including cost savings and environmental sustainability. 
	- Types of reverse exchange systems
- Challenges in implementation and operation
- Benefits of reverse exchange systems
- Opportunities for improvement and future research directions

	(Hendy, et al., 2005)
	Qualitative study
	To identify challenges in implementing the National Programme for Information Technology (NPfIT)
	The study found resistance to change among healthcare professionals, inadequate training and support for staff, challenges with interoperability and integration of IT systems, and poor communication and engagement with stakeholders. These findings highlight significant hurdles in implementing the National Programme for Information Technology (NPfIT) within NHS organizations.
	1. Resistance to change 
 2. Training and support 
 3. Interoperability and integration 
 4. Communication and engagement

	(Brady, et al., 2012)
	Qualitative approach
	The primary aim of the study was to investigate the utilization of mobile technology among healthcare professionals within the NHS context, specifically focusing on its role in infection control practices.
	Healthcare professionals reported using mobile devices to access guidelines, communicate with colleagues, and perform other relevant activities. The study identified several benefits associated with the use of mobile technology, including improved accessibility to information, enhanced communication, and increased efficiency in infection control practices. However, despite these advantages, challenges were also noted, such as concerns regarding data security and confidentiality, as well as the need for proper training and support for effective utilization of mobile technology.
	1. Adoption of Mobile Technology: Healthcare professionals are increasingly integrating mobile devices into their daily practices, leveraging their capabilities for infection control tasks.
2. Benefits of Mobile Technology: Mobile technology offers various advantages, including improved accessibility to information and enhanced communication, facilitating infection control efforts.
3. Challenges and Opportunities: While mobile technology presents opportunities for optimizing infection control practices, it also poses challenges related to data security, confidentiality, and the need for adequate training.

	(Hussain, et al., 2020)
	Qualitative research
	The study aimed to delve into the experiences of ethnic minority employees within the UK National Health Service (NHS) concerning workforce diversity and diversity training. The researchers sought to explore the effectiveness of diversity training initiatives in addressing the challenges faced by ethnic minorities in the NHS workplace.
	Furthermore, ethnic minority employees often reported feeling marginalized and excluded in the workplace, which adversely impacted their job satisfaction and morale.
	1. Perceptions of workforce diversity initiatives.
 2. Effectiveness of diversity training.
 3. Experiences of ethnic minority employees in the UK NHS. 
4. Impact of workplace diversity on job satisfaction and morale.

	(Liddell, et al., 2008)
	Literature review
	To explore the impact of technology on patient care experiences within the NHS. To identify challenges and opportunities associated with technology adoption.
	Patients value the convenience and efficiency facilitated by technology, such as telemedicine and electronic health records. However, challenges like interoperability and access disparities need to be addressed for effective implementation.
	1. The transformative potential of technology in healthcare delivery.
2. Patient-centred care and the role of technology in meeting patient needs and preferences.
3. Barriers to effective technology implementation and strategies for overcoming them.

	(Kang & Exworthy, 2022)
	Systematic review
	The aim of the study was to explore the use of wearable in healthcare settings and their potential to empower users to take greater responsibility for their health and care. Specifically, the authors aimed to identify trends, challenges, and opportunities associated with the adoption and implementation of wearable in healthcare contexts.
	The scoping review findings suggest that wearable’s hold promise in empowering users by offering real-time health data, fostering self-management. Nonetheless, challenges persist regarding device accuracy, reliability, and privacy issues. Further research is imperative to assess wearable’s efficacy in enhancing health outcomes and patient engagement within healthcare contexts.
	1. Empowerment through real-time health data 
 2. Challenges of accuracy, reliability, and privacy
 3. Need for further research and evaluation

	(Ser, et al., 2014)
	Qualitative approach
	The aim of the study was to qualitatively explore the challenges and workarounds associated with the implementation of national electronic health records (EHRs) in early adopter mental health hospitals. Through their research, the authors sought to gain insights into the specific issues encountered during the implementation process.
	The findings of the study revealed that workarounds were prevalent among staff members as they navigated the complexities of integrating EHR systems into their workflow. Common challenges included the lack of integration with existing systems, concerns about usability, and the impact on both staff workflow and patient care. These findings shed light on the intricate nature of EHR implementation in mental health settings, highlighting the need for targeted strategies to address these challenges and optimize the utilization of electronic health records.
	- Lack of integration with existing systems 
 - Staff concerns about usability 
- Impact on workflow and patient care

	(Young & Aquilina, 2021)
	qualitative research
	The primary aim of the study is to investigate how VR technology is being utilized to facilitate rapid up skilling of healthcare professionals in response to the challenges posed by the COVID-19 pandemic.
	The study found that virtual reality (VR) technology effectively facilitated rapid up skilling of healthcare professionals during the COVID-19 pandemic. By immersing participants in realistic clinical scenarios, VR training sessions enabled swift acquisition of essential skills. Healthcare professionals reported high levels of engagement and increased confidence in their abilities post-training. 
	1. Effectiveness of VR for rapid up skilling.
 2. Engagement and confidence levels of healthcare professional’s post-VR training. 
3. Realism and simulation of clinical scenarios using VR technology.

	(Khan & Millner, 2023)
	mixed-methods approach
	The aim is to introduce readers to the concept of people analytics and its significance in contemporary HR management practices. Through a comprehensive exploration of this emerging field, the book seeks to provide HR professionals, managers, and organizational leaders with a practical guide for leveraging data-driven approaches to enhance their HR strategies.
	Among these findings are the identification of essential metrics and key performance indicators (KPIs) for HR analytics, illustrating the critical role of data in informing HR decision-making processes. The book also offers insights into successful implementation strategies through the presentation of real-world case studies showcasing organizations that have effectively leveraged people analytics to drive business outcomes and improve employee engagement and performance. Additionally, the book delves into the challenges and pitfalls associated with utilizing HR data, providing readers with practical guidance on overcoming barriers to effective implementation.
	1. KPIs for HR analytics


	(Conrad & Uslu, 2011)

	Qualitative research
	The aim study was to investigate the impact of 'Payment by Results' (PbR) on performance measurement and management within NHS Trusts.
	Firstly, PbR led to significant changes in performance measurement and management practices within NHS Trusts, shifting focus from traditional financial metrics to clinical and operational outcomes. This transition also influenced organizational culture, with a heightened emphasis on achieving targets and financial incentives. Additionally, the introduction of PbR brought about increased transparency and accountability in resource allocation processes. 
	1. Impact of PbR on performance measurement and management.
2. Changes in organizational practices and decision-making processes.
3. Shift in focus from financial to clinical and operational outcomes.
4. Influence of PbR on organizational culture, transparency, and accountability.
5. Challenges and tensions arising from the implementation of PbR in NHS Trusts.

	(Parker & Grote, 2022)
	Literature review
	The study aimed to examine why work design is increasingly important in a digital environment characterized by automation and algorithms.
	1. Work design plays a crucial role in shaping how automation and algorithms impact job performance and employee well-being.
 2. Effective work design can mitigate potential negative consequences of automation and algorithms, such as job displacement and deskilling
3. There is a need for organizations to focus on designing jobs that complement and leverage the capabilities of technology rather than simply replacing human workers.
	1. Importance of work design in the digital era
 2. Impact of automation and algorithms on work design
 3. Strategies for effective work design in the face of technological advancements

	(Woodrow & Guest, 2014)
	Qualitative research
	To investigate the challenges faced in implementing HR practices in addressing workplace bullying.
	1. Identification of challenges such as lack of clarity in HR policies, resistance from line managers, and inconsistent application of HR practices.
2. HR practitioners' frustration due to limited resources and difficulties in gaining line manager support.
3. Importance of organizational culture in influencing HR effectiveness.
	1. HR policy clarity and consistency
2. Line manager involvement and support
3. Resource constraints.
4. Organizational culture and its impact on HR effectiveness.

	(Rich & Miah, 2017)
	Literature review
	The aim of the study was to propose a critical research agenda for mobile, wearable, and ingestible health technologies, highlighting areas that warrant further investigation and scrutiny.
	The authors identified several key areas for future research, including the social implications of these technologies, their impact on health inequalities, and the potential for surveillance.
	- Social implications of mobile, wearable, and ingestible health technologies
 - Impact on health inequalities
 - Potential for surveillance

	(Wales, 2005)
	Qualitative study
	To investigate the management of knowledge to support the patient journey in NHS Scotland, examining both strategic vision and practical implementation.
	. Identified challenges in implementing knowledge management initiatives.
 2. Highlighted discrepancies between strategic vision and practical reality.
	1. Challenges in knowledge management implementation. 
 2. Discrepancies between strategic vision and practical implementation.

	(Dutta & Mishra, 2023)
	Qualitative research
	To explore the boundaries between human and technology agencies in using bots for mental health in organizations.
	- Identified the role of bots in promoting mental well-being.
- Explored the interaction between human and technology agencies.
	- The role of bots in mental health support.
 - Boundary negotiation between human and technology agencies.

	(Bucci, et al., 2019)
	Literature review
	To explore the impact of the digital revolution on mental health care, likely focusing on both benefits and challenges.
	The study likely identified various ways in which digital technologies are influencing mental health care, such as increased accessibility, new treatment modalities, and challenges related to privacy and ethics.
	- Increased accessibility of mental health services through digital platforms
- New treatment modalities enabled by digital technologies
- Challenges related to privacy and ethical considerations
- Implications for the future of mental health care delivery

	(Bryce, et al., 2022)
	Literature review
	To explore and understand how organizations and individuals demonstrated resilience in the face of uncertainty during the COVID-19 pandemic's early stages.
	The study likely identified various strategies and practices that organizations and individuals adopted to cope with uncertainty during the COVID-19 pandemic.
	- strategies adopted by organizations and individuals
 - Challenges faced during the early stages of the COVID-19 pandemic

	(Daniels, et al., 2022)
	Qualitative research
	To explore the impact of organisational and management practices on NHS staff wellbeing.
	Investing in organisational and management practices positively affects NHS staff wellbeing.
	- Importance of supportive leadership
- Effective communication
- Work-life balance
- Recognition and reward
- Professional development and training

	(Sauerteig, et al., 2019)
	Qualitative research
	To explore the perceptions of doctors regarding their health and wellbeing within the NHS.
	Doctors' health and wellbeing are often considered secondary to other priorities within the NHS.
	Doctors' perceptions of workload and stress
 - Organizational support for wellbeing 
- Impact of work culture on health

	(Ogbonnaya, et al., 2017)
	Comparative study
	To investigate the impact of high-performance work practices on:
- Employee health
- Employee well-being
	Integrated high-performance work practices:
- Positive impact on employee health and well-being
Isolated high-performance work practices:
- Varied impact on employee health and well-being depending on factors such as
- Implementation strategy
- Organizational culture
	1. Impact of integrated high-performance work practices on employee health and well-being
2. Varied impact of isolated high-performance work practices

	(Ganapathi & Duggal, 2023)
	Qualitative study
	Explore experiences and views of doctors working with Artificial Intelligence
- Understand their perceptions, challenges, and benefits of AI implementation
	- Experiences with AI: Positive/negative experiences, challenges, and opportunities
- Views on AI: Perception of AI's impact on healthcare, patient care, and workflow
- Adoption and acceptance: Factors influencing acceptance and integration of AI in practice
	1. Experiences with AI
2. Views on AI
3. Adoption and acceptance



4.2.1. [bookmark: _Toc166109134]Research Objectives and Themes
1. To Investigate the Impact of Technology Adoption in NHS HRM
· Enhancing Communication and Collaboration
· Optimizing HR Processes

2. To Explore the Influence of Technology on Recruitment and Selection Processes within the NHS
· Modernizing Recruitment Practices:
· Addressing Recruitment Challenges

3. To Examine the Impact of Technology on Employee Engagement within the NHS
· Fostering Collaborative Work Environments
· Addressing Workforce Challenges

4. To Evaluate the Influence of Technology on Employee Development and Retention within the NHS
· Continuous Learning Opportunities
· Promoting Well-being and Resilience

4.3. [bookmark: _Toc153450515][bookmark: _Toc166109135]Analysis of Result 
4.3.1. [bookmark: _Toc153450516][bookmark: _Toc166109136]Technology Adopted in HRM within NHS
It is being reported that the technology within NHS HRM is drastically helping the organization's workforce communicate better through devices and apps that support HR work effectively (NHS, 2021). It is expected that by 2030, NHS will be fundamentally different from the current services and way of working, as it is mentioned within the NHS Long Term Plan. According to (Tursunbayeva, 2019), HR practices and adopting HR technologies such as HR information systems (HRIS) help healthcare organizations collect, store and report workforce data, which is the potential solution to HR problems. NHS is using HRIS to ensure that the organization is able to collect, store, and report workforce data and other aspects necessary for the organization.
Young employees are leveraging diverse devices and applications to communicate and collaborate beyond traditional emails. Tools like Slack or Workplace by Facebook are not just alternatives but potential game-changers. Imagine the NHS, currently the largest user of pagers worldwide, transitioning to these modern platforms. The HR at NHS is not just analysing data but also creating faster loops among data, discovery, and action. Through the adoption of technology, the NHS has managed to cut recruitment time by more than half. The use of Microsoft Teams for remote working is not just a convenience but a secure and instant communication solution. The NHS HRM is not just managing staff but also ensuring they have clear objectives and supporting them through effective appraisal and high-quality training, fostering a positive work climate.
Through effective HR practices, the NHS is not just managing its employees but building trust and fostering effective teamwork. Training and development are not just tasks but opportunities for growth facilitated by advanced technology and diverse models. The NHS HRM is not just a department but a team of professionals dedicated to updating and advancing workplace practices. The large and diverse workforce is not a challenge but a testament to the effectiveness of the HRM's training and development efforts.
(Powell, et al., 2012) underscore the significance of talent management within the NHS managerial workforce, emphasizing the pivotal role of strategic human resource practices in optimizing organizational performance. This highlights the imperative for the NHS to leverage technology not merely as a tool but as an enabler of effective talent acquisition, development, and retention strategies.
The HRM at NHS uses the adoption of technology to initiate virtual meetings and remote working and to deliver training to the employees in terms of helping them improve work practices. According to NHS England (2023), the HRM at NHS enforces the use of technology and digitalization in supporting nurses' and midwives' vital roles. Moreover, through technology, the HRM is able to empower frontline staff with the help of adopting principles of the CNO's collective leadership program at NHS. Moreover, based on the current trends and increased use of technology, the organization and its HRM are drastically getting associated with technological practices to be included in work practices (NHS England, 2023). For example, the employees are given training online using technological devices. The HRM has also introduced the NHS app, and employees are trained to use these technologies within the work processes.
The telecom deals at NHS are another advanced way of offering help to the staff working at NHS during difficulties and upgrading its connectivity with the staff at times of complicated situations or real events taking place. According to (NHS England, 2023), the HRM and NHS itself have introduced a digital productivity program that tends to increase the adoption of digital tools to improve productivity across the NHS and deliver better and improved organizational practices. The program also aims to reduce the burden within the workforce, save time, and increase staff satisfaction. The programs include some critical projects such as Robotic Process Automation (RPA), Real-Time Locating System/Radio Frequency Identification (RTLS/RFID), and Extended Reality technologies (XR) (NHS England, 2023). Through these practices, the workplace can become more advanced with a positive influence, leading towards better organizational outcomes. There has been an increased change taking place in organizations where the HRM practices involving digitalization and high technology are helping them bring change and diversity and improve an entity by changing the attributes with the help of information, processing, communication, and networking technologies, which has a significant impact on diverse elements within the organization.
According to (Li, et al., 2023), healthcare is considered one of the key industries where the phenomenon of involving technology is increasingly getting accepted by these organizations. The involvement of high technology and digitalization within healthcare is more likely to generate new business opportunities and revolutionize healthcare. On the other hand, the advancement of technology in almost every firm helps improve performance and maintain high-quality standards of care by allocating scarce resources, managing HR, monitoring performance, and promoting employees to learn through technologies (Li, et al., 2023). Digitalization, with the development of technologies such as AI, has a significant impact on the labour market and helps HR leverage technology to assist employees within the organization. Integrating AI in healthcare organizations helps staff members conduct work on a higher level with increased efficiency and reduces ineffectiveness within the workplace.
4.3.2. [bookmark: _Toc153450517][bookmark: _Toc166109137]Impact of Technology-Driven HRM Practices on the Recruitment and Selection Processes in the NHS 
NHS combines traditional and technological approaches in recruitment, ensuring efficiency, fairness, and transparency. Comprehensive information is provided to candidates, reflecting a balance between old and new methods. The HRM at NHS majorly focuses on three essential aspects, including training, retaining, and reforming, through which the workplace is able to develop a better workforce and work environment. The HR policies at NHS Wales, Scotland, and Northern Ireland vary depending on the people and the regulations implemented at these NHS organisations in different areas of the UK. There is evidence that the HRM at NHS pay more attention on commissioning training and education among the staff so that they are able to deliver better organizational objectives. Moreover, the pay at NHS is based on the area and the legal requirement within that particular area. On the other hand, the HRM of NHS ensures that they have a practical framework in place to meet the requirements of the employee and to deliver better quality of care and security to the employees working at NHS.
According to (Sehrawat & Brahma, 2018), technological advancement has changed the current business scenario. The NHS streamlines its recruitment and selection procedures with the help of technology within each process of recruiting and selecting employees within the NHS. The technological process at NHS includes video conferencing, mobile applications, internet and computer-based assessment, and others. Similarly, at NHS, the recruitment and selection process involves HR, management, and, at times, a dedicated panel of clinical and executive personnel who are all involved within its recruitment and selection process. Through this practice, the NHS conducts pre-employment checks to verify if the individuals are able to meet the basic job requirements (Latham, 2020).
The recruitment and selection at NHS involves distinct stages. NHS standards guide recruitment, and only candidates who meet these standards are considered. Those who do not are eliminated during the selection stage. The job title and vacancy are posted on the NHS Jobs website, facilitated by technology. Applicants must apply online, marking the first step in the NHS recruitment and selection process (NHS, 2013). The HR department at NHS is responsible for advertising job applications on their portal. This includes details such as job title, salary, job type, location, working hours, a brief description of the duties, and other crucial information. The use of technology in this process offers benefits to its HRM recruiting and selection processes. Moreover, posting job vacancies online helps them evaluate and find a relevant and most suitable candidate for their workforce.
Navigating the complexities of recruitment and selection processes within the NHS necessitates an understanding of the challenges inherent in technology adoption. (Hendy, et al., 2005) delve into the hurdles encountered in implementing the national program for information technology (NPfIT), offering insights into the intricacies of integrating technological solutions into HRM practices. Furthermore, (Ser, et al., 2014) provide valuable insights into the phenomenon of workarounds associated with the implementation of national electronic health records, underscoring the importance of mitigating unintended consequences in technology-driven processes.
While the NHS's HRM is leveraging technology for recruitment, they also maintain traditional methods, involving all necessary recruiters and management during the recruitment and selection process. The HR team at the NHS provides candidates with comprehensive information, enabling them to submit applications (NHS, 2013). This information includes the job description, person specification, equality and diversity in employment policy, confidential assistance for disabled applicants, protocol on recruitment, and other essential information. All of this is made available online on the official NHS recruiter page, illustrating a harmonious blend of traditional and technological methods in the recruitment process. 
(Parker & Grote, 2022) emphasize the importance of work design in a digital world, highlighting the potential of technology to enhance employee engagement through optimized task allocation and workflow management. This aligns with the NHS's focus on leveraging technology for recruitment and selection processes. (Sehrawat & Brahma, 2018) discuss how technological advancement has changed the business scenario, including recruitment and selection procedures within the NHS. This supports the narrative of the NHS streamlining its recruitment processes through technology adoption.
The HRM at NHS are using technology to a certain extent. However, the HRM could be more advanced and still require traditional interviewing the candidate process and selecting candidates. Moreover, the HRM at NHS ensures that the recruitment and selection processes are efficient, consistent, fair, and transparent within core times, which shows that the HRM policies at NHS have a significant impact on NHS and that the organization follows effective recruitment and selection process and practices within NHS (NHS, 2023). The NHS HRM applies the proper process in terms of recruiting candidates. 
4.3.3. [bookmark: _Toc166109138][bookmark: _Toc153450518]Influence of Technology in Improving Employee Engagement within the NHS 
Employee engagement within an organization is considered a significant and partial mediator that helps organizations increase job satisfaction, organizational commitment, and productivity within the workplace (Sahni, 2021). In other words, employee engagement is considered an essential factor that improves work performance within the organization and increases enthusiasm within the workforce along with concentration and devotion among the staff (Satata, 2021). The NHS faces challenges in maintaining employee engagement, which is crucial for organizational performance. Collaborative technologies are being used to improve engagement, but more effective strategies are needed. According to Hall (2016), the NHS is currently deploying collaborative technologies to drive better staff engagement within its workforce. It shows that the organization is using technology within the work practices to influence employee engagement positively. Moreover, it is reported that engaged staff are more likely to deliver better work practices, and engagement practices increase employee satisfaction levels and provide more robust financial performance (Hall, 2016).
There is evidence indicating that employee engagement in the NHS is lower than in other UK sectors, including media, telecommunication, and professional services. Still, employee engagement is better compared to some industries, including financial services and logistics (Stepanek, 2023). The staff's health and well-being are essential for the NHS. This shows that the NHS requires a practical employee engagement approach, which can increase employee motivation and improve overall staff engagement. There is evidence that the NHS is currently experiencing mounting pressure, which is not just impacting its operations and continuity of work and care but also leading to a heavy burden on the NHS workforce (Locum's Nest, 2023). The organization is required to enforce necessary practices that can help them develop employee engagement and improve the current challenges and burden faced by the workforce. There is more evidence that shows an increased effect of excessive workload on the mental health and morale of the employees working at NHS. Moreover, it is negatively impacting engagement and job satisfaction and makes it hard for the NHS to retain and support their professional growth (Locum's Nest, 2023).
Hussain et al. (2020) shed light on the pivotal role of workforce diversity and diversity training in fostering employee engagement within healthcare settings. This underscores the importance of inclusive HRM practices that leverage technology to cultivate a culture of belonging and empowerment. Additionally, Parker and Grote (2022) emphasize the significance of work design in a digital world, highlighting the potential of technology to enhance employee engagement through optimized task allocation and workflow management.
The NHS workforce reports that they are engaged and valued by the organization and its HRM. Moreover, some employees also report that the HRM gives them better quality care. There are other NHS foundations located in different areas of the UK where the NHS organization requires better leaders within the workplaces who further help the employees engage effectively, resulting in positive outcomes and increasing compassion within the workforce (NHS, 2023b). There is a growing service pressure on the HRM of the NHS, due to which it is becoming challenging for the HRM to maintain effective employee engagement and apply relevant practices and measures to have a positive influence on its employee engagement (NHS, 2023b). Whereas in certain areas, the HRM at NHS is able to deliver positive employee engagement and motivation to its workforce, which has a positive impact on the overall organizational performance and objectives.
NHS providers such as Salford Royal NHS Foundation Trust and Oxleas NHS Foundation consistently experienced high staff engagement scores in the NHS staff survey, which delivers a better workplace environment for its workforce (NHS, 2023b). This shows that effective employee engagement leads organizations toward significant improvements. According to Ali et al. (2022), employees who are highly engaged within the workplace are able to contribute significantly towards increased productivity and help the organization maintain a high level of satisfaction, organizational performance, and competitive advantage within the workplace. Whereas, the NHS HRM has experienced poor and low levels of engagement with its workforce for a number of years, due to which the organization must maintain employee engagement within its work environment on a broader perspective (NHS, 2023b). The NHS HRM is initiating practices and measures that can help the firm to improve NHS care among employees by engaging more with the staff and devolving decision-making that can have a positive influence on its workforce.
According to Jeve et al. (2015), employee engagement is considered to be the emotional commitment of the employee regarding the workplace. Based on a cross-sectional study, it is identified that the NHS has an average employee engagement rate within its workplaces. Moreover, the research shows that there is significantly lower dedication among the employees working at NHS compared to those working in groups at NHS. Employees at NHS experience burnout, which shows a decrease in motivation and dedication among the employees at NHS (Jeve, et al., 2015). There is increased turnover and staff absenteeism, which shows poor employee engagement at NHS. 
(Rich & Miah, 2017) address the role of mobile and wearable health technologies in fostering a critical research agenda. This aligns with the NHS's efforts to leverage collaborative technologies for better staff engagement. (Hussain, et al., 2020) highlight the importance of workforce diversity and diversity training in fostering employee engagement within healthcare settings, which resonates with the NHS's emphasis on inclusive HRM practices. (Parker & Grote, 2022) emphasize the significance of work design in a digital world, which includes fostering employee engagement through technology-enabled initiatives. This supports the NHS's deployment of collaborative technologies for driving better staff engagement.
4.3.4. [bookmark: _Toc153450519][bookmark: _Toc166109139]Influence of Technology in Improving Employee Development within the NHS
Employee development enhances team effectiveness and creativity. NHS promotes professional growth through technology and training, improving staff well-being and reducing pressure. These strategies foster a continuous learning environment, benefiting both the organization and its employees.
Employee development fosters effective teams and creativity. NHS supports continuous professional growth, leveraging technology for training and education. Employee development is crucial for an organization. By giving the workforce access to new knowledge, additional skills, and broader experiences, organizations are able to create effective teams, better workforce performance, and creativity among the staff members (Bilderback & Miller, 2023). For instance, leadership training programs at different organizations have led to a significant increase in employee productivity and job satisfaction. Through employee development programs in workplaces, businesses are able to continue to change, and employees continue to have different motivations. According to NHS (2023), education, training, and development of all staff are fundamental. The organization delivers support to its employees in order to have a valuable and vital career progression. Every individual at NHS needs to be qualified and meet the requirements of their role. Matrons at NHS are involved in self-development to help the organization achieve better organizational outcomes and develop increased knowledge and understanding of workplace practices. It is stated that self-development for matrons is essential and takes several forms, from participating in quality improvement projects to collaborating, staff retention, and other development solutions to all problems. Based on the evidence, employees are known as the backbone of the organization, and the organization needs to develop its employees and help them develop skills they lack (Rodriguez & Walters, 2017). Moreover, leaders at the organization are more likely to use systematic approaches for assessing employee performance and motivate the employee to learn new techniques and practices that improve their personal and professional development.
As Dachner et al. (2021) point out, employee development is a partnership between the employee and their employer. Employee development in workplaces enables employees to enhance their ability to perform effectively in their current and future roles within the organization. It provides employees with education and job experience, helps them build professional relationships, and allows them to assess their personality-based skills and abilities, all of which positively influence both the organization and their personal development and progress (Dachner et al., 2021). The use of technology plays a significant role in this process. At NHS, technology is used to teach staff new techniques for assessing care and practices, thereby improving their attributes and skills. This technological approach to training and educating employees helps NHS expand the capabilities of its staff, positively impacting not just the employees but also the organization. According to NHS (2023c), personal and professional development helps employees manage their learning and growth throughout their careers. Therefore, the HRM at NHS promotes continuing professional development, which opens new career opportunities for staff members, keeps their skills and knowledge updated, and ensures that employees implement practices that are safe and legal, thereby influencing their career and personal development.
Macfarlane et al. (2011) provide valuable insights into the strategic human resource management efforts underway within the NHS, emphasizing the critical role of employee development in driving organizational change. Furthermore, Childs et al. (2005) highlight the transformative potential of effective e-learning solutions in equipping healthcare professionals with the requisite knowledge and skills, underscoring the importance of technology-enabled learning initiatives in fostering continuous professional growth.
(Dutta & Mishra, 2023) discuss the use of bots for mental health and the boundaries of human and technology agencies in enabling mental well-being within organizations. This aligns with the NHS's focus on leveraging technology for employee development and well-being initiatives. (Macfarlane, et al., 2011) provide insights into strategic HRM efforts within the NHS, emphasizing the critical role of employee development in driving organizational change. This supports the NHS's promotion of continuous professional development for its staff through technology-enabled learning initiatives.
The NHS offers continuous professional development (CPD) opportunities to all of its staff at every level and includes different learning activities that help them throughout their career. It includes activities such as on-the-job learning, courses, and workshops to develop their learning abilities and knowledge. It also includes activities such as volunteering in different tasks and campaigns and e-learning, which is conducted with the help of advanced technologies. The NHS provides opportunities for staff to extend their skills and take on new responsibilities within the workplace. The opportunities include retraining employees with skills that help them move into another area. There are different types of training and education given to the staff at NHS, which helps them improve employee development within the organization. NHS includes staff development with the help of vocational training, management, and leadership, information management and technology, skills for life, clinical skills training and development, and there are other initiatives that the NHS takes to involve employee development. There is a VQ Assessment Centre that provides vocational training and qualification to the staff at NHS, which focuses mainly on the health care support workers and the staff that are performing different roles at NHS. Training is given to the staff at NHS in a broader range of modules through computer systems and the use of technology, which enable advanced learning and knowledge within each staff member working at NHS. This indicates that NHS is taking crucial initiatives to involve technological learning and employee development among their staff member.
According to NHS Employers (2022), the NHS has initiated campaigns and programs such as the NHS Long Term Plan and NHS People Plan to increase workforce supply, current knowledge, and abilities within the employees to grow. The NHS includes education and training for its staff on a broader perspective, which helps them learn digital modernization programming for health and care in the UK (NHS, 2007). Every single individual at NHS is encouraged and capable of working with other staff members so that they are able to improve their part of the service within the organization. The organization is taking technology where it is needed and is applying it while educating and using it for people in need (NHS, 2007). It is reported that technology is considered the most significant tool that helps in bringing change. It improves not just the development of employees but also gives them the ability to develop the capability and courage to learn new things that are less known to them as staff at NHS.
There is evidence indicating that digital technology in the NHS helps reduce staff pressure and improves their well-being (NIHR, 2023). There has been a shortfall of staff at NHS, due to which the staff experiences pressure in their work environment. To help and support them with the increased pressure the organisation has involved use of digital technology within the workplace. According to Arulsamy et al. (2023), employee development increases employee performance, and it further has a significant influence on the financial outcomes within the organization. It is also known that most companies are likely to conduct training within their organization as a practical approach towards employee development. There is evidence that the implementation of employee training along with employee development programs serves as a means for the employee and employer in terms of achieving a wide range of objectives (Arulsamy et al., 2023).
4.3.5. [bookmark: _Toc153450520][bookmark: _Toc166109140]Influence of Technology in Improving Employee Retention within the NHS
Employee retention is vital for the NHS's longevity. Modern technologies, such as speech recognition, can alleviate staff pressure. The NHS prioritizes a supportive work environment and resource provision. According to (Babatunde & Onoja, 2023), employees are valuable assets for the workplace in the 21st century. Organizations are working to retain their employee so that they last longer in the workplace and help them succeed. On the other hand, retention is crucial for organizations to have long-term health and success of any organization. Retaining the best employees ensures and facilitates customer satisfaction and helps organizations increase effective succession planning and deeply embedded organizational knowledge and learning. There is evidence indicating that the NHS has been pushed beyond over the last 18 months, where the organization has experienced unimaginable levels of strain, which has developed pressure on the employees at NHS (The Journal of MHealth, 2021).
The NHS has applied modern technologies such as speech recognition. It is helping the staff members relieve some of their pressure and do their job more effectively. These types of technologies within the NHS are designed to recognize and help staff perform their work on a more manageable level and avoid increased pressure within the workplace (The Journal of MHealth, 2021). Through the use of AI within healthcare, the organization can reduce duplication and support cross-departmental standardization, which also helps them improve the accuracy and quality of patient records. There is evidence that most of the employers at the NHS are facing significant challenges of employees exiting the organization (The Journal of mHealth, 2022). Some of them are doing it for new roles, while some are going by taking early retirement. Statistics are reporting that one in nine employees working at NHS left the organization in the year September 2021, which has now increased with time.
In the pursuit of talent retention, (Massey & Williams, 2005) offer valuable lessons on change implementation within NHS Trusts, emphasizing the importance of organizational agility in responding to evolving workforce dynamics. Moreover, Reilly (2018) delves into the transformative impact of artificial intelligence on HR functions within the NHS, signalling the need for proactive adaptation to technological advancements to enhance employee retention efforts. Additionally, the introduction of flexible working standards for the NHS, as outlined in the report by (NHS England, 2022), presents a pivotal opportunity to bolster retention by accommodating diverse employee needs and preferences.
Moreover, about 27,000 employees working in nursing and midwifery roles left the Nursing and Midwifery Council register in 2021-2022 due to increased pressures and poor workplace culture, as reported by the employees at the NHS. Moreover, these employees have also reported experiencing increased workloads, which caused most of them to decide to leave the organization. NHS experiences a lack of staff, which is one of the major issues highlighted. It also shows that the NHS is not maintaining proper employee retention strategies to keep the employees motivated, feel less pressure, and be encouraged to work, which can help them retain employees. There are many different reasons why employees working at NHS leave their jobs and exit the organization. One of the main problems is the higher workload due to less availability of workers to meet the needs of patients. 
(Bryce, et al., 2022) discuss resilience in the face of uncertainty, providing early lessons from the COVID-19 pandemic. This aligns with the NHS's need to implement strategies, including technology adoption, to improve employee retention amidst challenging circumstances. (Massey & Williams, 2005) offer lessons on change implementation within NHS Trusts, emphasizing the importance of organizational agility in retaining talent. This supports the NHS's efforts to proactively adapt to technological advancements to enhance employee retention.
The new hires take time to reach total productivity. Moreover, the NHS has a limited budget to maintain the workforce at NHS and the organization has limited money to increase the size of the NHS workforce, due to which the organization faces issues in terms of employees leaving the organization (The Journal of mHealth, 2022). There are ways that the NHS can implement to increase employee retention within organizations. Businesses are required to think bigger than compensation and should put effective implementation of a bigger commitment to encourage employees to stay longer within the organization. By offering the employee relevant training and development opportunities, the workplace can increase their work quality, employment quality, and organizational quality. Moreover, the NHS should involve their employee in activities like taking employees for annual dinners, getting together at workplaces, and encouraging them to participate in leisure activities. 
This will automatically increase their interest in the workplace and help them stay longer and feel valued by the employers. Another effective way of retaining employees is through reducing the load on the workforce. To improve retention within healthcare, the organization needs to focus on committing to creating a working environment where the workforce feels supported by co-workers and managers (Blink, 2023). Moreover, the organization should provide more resources to the employees using technologies and the use of AI in healthcare to reduce the pressure of work on the staff and encourage them to have easy access to work and support from their managers and team leads. There should be consistent communication taking place between the staff members and the manager and leaders leading them so that there is no gap or conflict taking place within the employees and the managers (Blink, 2023). This helps employee rely on manager for seeking support and increased knowledge and understanding into areas they lack which will make them effective and efficient and reduce retention within healthcare organisations. 
4.4. [bookmark: _Toc166109141]Conclusion of the Chapter 
The results and analysis show that the NHS is adopting technology in its HR practices to improve employee retention and increase employee engagement. It is also incorporating technology to streamline the recruitment and selection. The use of technology has also allowed NHS to continue remote operations through tools like Microsoft Teams. Moreover, the use of online resources has allowed NHS to recruit staff more easily without investing a lot of money in traditional modes of recruitment. 



[bookmark: _Toc153450521][bookmark: _Toc166109142][bookmark: _Toc153450522]CHAPTER 5: CONCLUSION
5.1. [bookmark: _Toc153450523][bookmark: _Toc166109143]Summary of Main Findings 
The finding shows that HRM plays an important role and has a significant influence on the organization in multiple ways, along with the increased adoption of technologies and AI use within the NHS organizational operations with the help of the HRM. Researchers have identified that HRM is considered a strategic approach that helps organizations nurture and support employees and ensure a positive workplace environment. The NHS is one of the biggest and most famous organizations in the UK, which is working to deliver better care and support to patients with different health concerns.
The HRM within the NHS is effective based on the findings. Still, there are many other areas where the HRM of NHS needs better strategies and implementations in order to overcome the identified issues and challenges experienced by the employers and employees at NHS. The HRM of NHS functions in different places, including recruitment and selection, compensation and benefits, training and development, and maintaining health and effective employee relations. The findings show HRM's influence with the use of technology on employee engagement, employee development, and employee retention, the influence of technology, and HRM at NHS on its recruitment and selection process, and a deeper insight into the use of technology within the HRM at NHS.
The main findings also identify the increased use of technology within different fields at NHS that is helping them to involve advanced practices within its organizational functions. Moreover, it has also determined that staffing, setting policies, compensations, retention, employment laws, worker protection, and retention are all interconnected with the HRM at NHS. Moreover, the findings show that NHS has involved technology within its workplace, which helps it provide safe and compassionate care to the staff. It is using AI within its organizational and HRM processes and practices.
5.2. [bookmark: _Toc166109144]Conclusion Based on the Research Questions 
The research has identified that the HRM of NHS has a significant impact on its workforce, and due to the lack of attention given by the HRM at NHS, there are a number of employees exiting NHS each year. There is reportedly increased burnout and pressure on the employees working at NHS, which needs to be addressed by the HRM department of NHS. They have to introduce practices and strategies that help them overcome the increased challenges and influence it has on different organizational aspects, including employee engagement, to employee retention, employee development, and other significant functions. 
The research also shows the advanced use of technology by the HRM at NHS in terms of recruiting and then selecting candidates for different job positions. The organization posts the job vacancies on the official NHS job platform and other digital platforms, which helps conduct the recruitment and selection process at NHS. It is also identified that the NHS uses increased digitalization and technology, which helps them deliver better services to the people and improve employee education and development within the NHS. The organization has also introduced NHS Digital, which helps design, build, and procure new digital products and services for those requiring primary, secondary, and social care. Moreover, within its workplace, the organization is using advanced and digital training and development for its employees to help them learn and develop a practical understanding to increase employee engagement, performance, and communication within the workplace. 
The organization creates practices that improve the lives of NHS employees. However, there is an increased number of employees reporting experiencing a poor work environment and culture at NHS, which is why these employees end up exiting the organization. The research findings have also taken insight into the HRM advanced and digital practices that the NHS uses to improve its workforce and deliver opportunities for the employees to learn and develop themselves as staff working at NHS. 
5.3. [bookmark: _Toc166109145]Recommendations 
NHS is urged to revise HRM policies and organizational culture to decrease employee turnover, boost staff motivation and well-being, and alleviate workload through additional hiring and policy updates. Regular meetings for staff to voice challenges are also proposed.
NHS, based on the research findings, should address the challenges reported by employees. The majority of the employees working at NHS are leaving because of the workload and fewer leisure activities and engagement between the employee and employer. It is essential to impose activities and practices that encourage employees to stay motivated and provide them with guidance from the managers and leaders to overcome the challenges. The NHS should hire more staff members and clinical staff so that those working extra and doing long shifts are able to get relief from work rather than feeling burned while working at the NHS.
The HRM at NHS should develop a strategy that fosters a supportive and empathetic work environment. By encouraging staff to build meaningful relationships with their colleagues and managers, the organisation and its HRM can create a sense of community that can help minimize the issues faced by employees. Introducing new policies focused on employee well-being and managing extra working hours which will help alleviate the workload and stress experienced by our staff. Effective HRM strategies are essential for the continued development and success of the NHS.
Moreover, the organization should include technological learning and development within the work environment. The NHS can develop a portal for the workforce that can be accessed digitally by the employees, and they can report their complaints anonymously, which will help the organization address more issues and then implement necessary HRM strategies to overcome the problems highlighted by the employees. Moreover, employees at NHS should be specified, and only those with more interest in a particular activity should participate and learn rather than force all of the employees to participate in training and development. Employees should be given the right to learn and develop the skills they require with the help of increased technology and device use of AI while working at NHS.
5.4. [bookmark: _Toc166109146]Limitations of Research 
According to Sirisilla (2023), researchers are likely to encounter an issue of limited evidence while researching a particular subject or topic. On the other hand, every research has its limits, and these limitations within the research arise due to the restrictions in methodology or the research design that have a significant impact on the overall research. Similarly, while working on this study, the researcher faced multiple limits in terms of the methodology and the topic itself. Secondary research has increased limitations as there needs to be more relevance, and the majority of the previous research present is based on issues other than the research topic itself, which develops a lack of significance while researching the topic (Bouchrika, 2023). There is evidence that secondary research needs more accuracy and access to databases, which have more information related to the research topic (Mora, 2022).
The researcher had to rely on the information that was readily available in different databases related to the selected research topic. Moreover, the researcher collected no primary information, and only information available through secondary sources was used in the study. Secondary researches are less time-consuming but require an increased investment of time and attention from the researcher. The researcher is likely to stay focused while researching online related to the topic and is required to only obtain the data that is relevant to the research topic and will add relevancy and accuracy within the overall research work.  Moreover, secondary research suffers another major limitation where the information gathered is more likely not to meet the needs of the research, and the information online is likely to be outdated, where it becomes difficult to gather the most updated and current information related to the main topic of the research study (Halkin, 2023).
5.5. [bookmark: _Toc166109147]Recommendations for Future Work 
Future research work should include primary research methods as well, rather than just focusing on secondary research methods. By involving diverse research methods, the researcher can conduct interviews to collect information from different individuals based on their experiences rather than just including the data that is present online and is previously researched by other researchers and authors related to the selected research topic. This will help in finding information that will provide more details regarding the use of technology in the HR processes of NHS. 
In the future study, the researcher could consider surveying different NHS organizations and recording their observations. The scope of the current research was limited to secondary sources due to budget constraints and other limitations. However, in the future research, a comprehensive survey could allow gathering vital information about the importance of technology in HR processes of NHS. It will provide more insights into how technology helps in recruitment and selection, employee engagement, and employee retention. 
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	Institute Research Committee
	☒	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☐

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	The Importance of the Use of Technology in Human Resource Management within the NHS sector

	2
	Proposed start date:
	14th October, 2023 
	Proposed end date:
	15th November, 2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	
	Human resource process is considered as a change agent in the organizational change process. It is important to understand the concept of change management and how the concept can support change. Human resource processes can be useful and valuable in different areas and walk of life and used in different fields as it is considered as the pillar process for any organization. Human resource includes the functions that manages the most important aspects of the organization. The HR department manages its most valuable asset i.e. its people or workforce. Outdated HR practices are no longer effective in organizations and advanced technology must be used to support HR. This research focuses on determining the importance of the use of technology in human resource management within the NHS sector 

	3
	Purpose of Research Activity
The purpose of the research is to determine the importance of the use of technology in human resource management within the NHS sector. It will determine the role of technology within the HRM in NHS sectors. It will explore if the technology can have economical benefits and if the incorporation of technology is improving the efficiency of the HRM departments within the NHS sector. The research will also explore if the integration of technology within the NHS HRM improves communication between patients and their healthcare providers. 

	4
	Research Question
The research questions of the study include: 
· What are the current technology-driven HRM practices in the NHS sector, and how have they evolved over time?
· How does technology enhance the recruitment and selection processes in the NHS, and what are the resulting benefits and challenges?
· What role does technology play in improving employee engagement, development, and retention within the NHS?
· To what extent has the adoption of technology in HRM affected the overall efficiency and cost-effectiveness of HR operations in the NHS?

	5
	Aims of Research Activity
The main aims of the research include determining the importance of technology within the human resource management in the NHS sectors. 
 

	6
	Objectives of Research Activity
The primary objectives of this research include: 
· To assess the current state of technology adoption in HRM within the NHS and identify the key technological tools and practices in use.
· To investigate the impact of technology-driven HRM practices on the recruitment and selection processes in the NHS, with a focus on efficiency, accuracy, and diversity in hiring.
· To analyze the influence of technology in enhancing employee engagement, development, and retention in the NHS and assess the resulting benefits and challenges.
· To evaluate the cost-effectiveness and efficiency of technology-enabled HR operations within the NHS and measure the return on investment (ROI) for technology adoption.


	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	The proposed research method in this research is secondary research. Thus, the data will be gathered using secondary sources. Different databases will be researched to find the appropriate content for the research. Recent studies will be searched using different keywords and phrases. The utilization of secondary research will play a crucial role in the process of integrating and evaluating pre-existing knowledge, scholarly articles, reports, and case studies. This methodology facilitates a thorough comprehension of the historical backdrop, present condition, obstacles, and optimal strategies pertaining to sustainability endeavours within healthcare systems. Through an in-depth exploration of secondary sources, a comprehensive knowledge base will be developed, facilitating the identification of patterns, deficiencies, and potential avenues for the implementation of technology within the NHS. In addition, doing secondary research will yield valuable insights into the techniques implemented by healthcare organizations to incorporate technology successfully. The present study will undertake an examination of the extant scholarly works, encompassing a wide range of viewpoints pertaining to HRM methods that include technology. The utilization of secondary research provides a solid theoretical foundation for investigating the study issue, enabling a thorough synthesis of information and simplifying the discovery of potential areas for additional examination.
Furthermore, this research methodology will provide an opportunity to confirm research findings and compare them with the existing body of literature, augmenting the study's legitimacy and usefulness. The primary form of data acquired from secondary sources will predominantly consist of qualitative data. The analysis will involve examining qualitative data derived from a range of scholarly sources, including current literature, academic papers, reports, and case studies. The objective is to get a deeper understanding of the integration of technology within the NHS by uncovering valuable insights and diverse views. The utilization of this qualitative data will facilitate a comprehensive comprehension of the complex dynamics of HRM, technology, and economics the NHS sector. By conducting a qualitative analysis of secondary data, it becomes possible to discern themes, patterns, and repeating concepts, providing insights into the strategies, problems, and outcomes linked to sustainable efforts. The utilization of qualitative data is vital in comprehending the fundamental elements that shape the process of decision-making and the execution of sustainable practices. This research will utilize qualitative data to effectively capture the extensive qualitative information present in the current body of literature. The approach of thematic analysis will be selected to analyse the qualitative data obtained from secondary sources. Thematic analysis facilitates a systematic and rigorous exploration of qualitative content, enabling the identification and classification of repeating themes, patterns, and concepts that are evident in the data. This approach enhances the structuring and analysis of intricate data, rendering it well-suited for examining various viewpoints on the integration of technology within the HRM management inside the NHS. The identification of common themes and underlying meanings within the secondary data will be conducted using thematic analysis. This approach will offer valuable insights into the diverse elements related to the topic. The themes that will be discovered will serve to organize the findings, resulting in a coherent comprehension of the interconnectedness between HRM, technology adoption, and economics. The utilization of thematic analysis is consistent with the research aims. This methodology provides a systematic method for extracting significant insights from qualitative data acquired through secondary sources.

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	It is secondary research and data will be collected through online sources. No physical interaction with the location will take place.

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	Research is limited to the UK.



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	




SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:
(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	[bookmark: _Toc153551541]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	[bookmark: _Toc153551542]1
	[bookmark: _Toc153551543]Full risk assessment completed and appended? 
	[bookmark: _Toc153551544]Yes 
	☐

	
	
	[bookmark: _Toc153551546]No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

Not applicable as secondary research will be carried out
	How you will mitigate the risk to participants:

Not applicable as secondary research will be carried out

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	Not applicable as secondary research will be carried out

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

Not applicable as secondary research will be carried out
	How you will mitigate the risk to the investigator:

Not applicable as secondary research will be carried out

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

Not applicable as secondary research will be carried out
	How you will mitigate the risk to the University:

Not applicable as secondary research will be carried out

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

Not applicable as secondary research will be carried out
	How you will mitigate the risk to environment:

Not applicable as secondary research will be carried out



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	Not applicable as secondary research will be carried out

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Not applicable as secondary research will be carried out

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	Not applicable as secondary research will be carried out



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☒

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☒

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	Not applicable as secondary research will be carried out



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	

	22
	List all who will have access to the data generated by the research activity:

	
	Not applicable as secondary research will be carried out

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	Not applicable as secondary research will be carried out

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	Not applicable as secondary research will be carried out

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	Not applicable as secondary research will be carried out

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.
I, Hussain Ahmed declare that this dissertation has been composed by myself, that the work contained herein is entirely my own except where explicitly stated otherwise in the text, and that this work has not been submitted for any other degree or qualification, in whole or in part, except as specified.
In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Hussain Ahmed
	Date: 11/05/2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date: 11/10/2023

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date: 11/10/2023

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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