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1. Introduction

NexSpace Health Systems (NHSX) is in a critical position. The company is a fast-growing healthcare technology company with 600 employees in the UK, India and UAE who are experiencing major strategic HR challenges which could undermine its competitive edge. Hierarchical business models have impeded innovation; hybrid working has created dispersed collaboration; and top talent has been lost because of lack of perceived growth potential. The Board commissioned this report, which outlines a holistic strategy to redesign working practices and build a talent ecosystem that enables NHSX to remain successful in the competitive healthcare technology space powered by AI.

The report speaks to three related tasks: designing innovative working practice (Task A), creating a culture of cultivating talent (Task B) and a reflection on personal capability development (Task C). All sections critically assess theory and then practically apply this to NHSX's context.



 Task A: Designing Innovative Working Practices

 2.1 Critical Evaluation of Knowledge from Biology and Physics Perspective

Traditional work design, which is based on the principles of scientific management, suggests standardisation, hierarchical control and task specialisation (Taylor 1911). This worked well for manufacturing environments but is poorly suited for knowledge intensive and innovation-driven companies. This tension can be understood by referring to Burns and Stalker's (1961) seminal dichotomy between mechanistic and organic systems, the former being embedded in strict hierarchies and relying on vertical communication, and the latter being more flexible and adaptable in an environment of change. In fact, the reported lack of innovation and decision making in NHSX is a classic example of this mechanistic trap.

There are alternatives in contemporary work design theory. In the context of organisation performance, High-Performance Work Systems (HPWS) can be defined as a combination of selective hiring, high levels of training, performance-based pay and employee involvement (Appelbaum et al., 2000). But there have been concerns that HPWS is likely to lead to increased workload pressures and "performance paradoxes" (Boxall and Macky, 2014) which are detrimental to employee wellbeing. High-Involvement Work Systems (HIWS) focus on empowering frontline workers through the provision of power, information, knowledge and rewards (Lawler, 1986). However, substantial cultural transformation is needed for the successful implementation of HIWS in a context that NHSX will need to navigate through three national contexts.

Developed within software development processes, agile working is now a philosophy that is adopted by organisations to appreciate incremental change, collaboration across functions and flexibility in planning (Denning, 2018). Due to the COVID-19 pandemic, hybrid working has emerged as a combination of remote and in-office working that offers flexibility and collaboration (Bloom et al., 2021). What is more crucial is to integrate these strategies into a unified program, not as isolated projects.

 There are a number of recommendations within 2.2 regarding innovative working practices at NHSX:

2.2.1 Cross-Functional Collaboration

NHSX should create permanent cross functional "innovation pods" that break down silos. Each pod would consist of clinicians, AI engineers, UX designers, and commercial experts tasked with addressing specific healthcare problems. This structure is based on the Job Characteristics Model of Hackman and Oldham (1976), especially task significance and skill variety that increase intrinsic motivation. Edmondson's (2012) studies show that heterogeneous groups of experts with high levels of psychological safety come up with more innovative ideas than homogeneous groups of experts.

This is the case for NHSX's international activities where pods will need to consist of people from all three countries to form what Gratton and Erickson (2019, x "collaborative communities") call 'collaborative communities. Asynchronous video updates, digital whiteboards available for everyone to use and project management tools powered by artificial intelligence would allow for easy collaboration across borders. This would directly tackle the problem identified was lack of knowledge sharing within international teams.





2.2.2 Flexible Working Models

Flexibility, however, needs to be contextualised for every location, critically. Policies may be beneficial for UK- and UAE-based employees, whereas India-based employees may need different arrangements due to their different infrastructure and culture. This is consistent with Hofstede's (2001) cultural dimensions theory, which recognises that power distance and collectivism are differential in NHSX's operational contexts.

In this section, students will explore Employee Autonomy and Agile Project Teams.

NSHX should implement, throughout its operations, practices that are based on Self-Determination Theory (Deci and Ryan, 2000) that support autonomy. Cascading approval would be replaced by agile project teams (self-organising groups) with decision-making authority within established boundaries. Each team would have the "evolutionary purpose" as Laloux (2014) describes it; the team would have a mission which was linked to NHSX's mission, but they would have freedom of operation to execute it.

This option involves making a shift for managers to become enablers instead of controllers. Google's Project Aristotle (Bock, 2015) identified Psychological safety and Dependability as two factors that better predicted the effectiveness of teams and not individual brilliance. NHSX should invest in manager development programmes with a focus on coaching skills, and delegate decision making authority.

2.2.4 Digital Collaboration Technologies

These practices are linked by the technology. NHSX should implement an integrated digital workplace ecosystem that encompasses: AI-driven knowledge management solutions that bring the right information and expertise to the surface within the organisation; virtual reality environments for complex clinical work to show up in virtual spaces; and non-synchronous communication channels to work across time zones. According to McKinsey (2021), organisations that have more advanced collaboration technologies report 25% more productivity and significantly better innovation outcomes.

 



The basis for the need to improve organisational performance.

All these recommendations collectively aim to tackle evidence-based NHSX's strategic challenges. Evidence of team diversity and creative problem solving (van Knippenberg and Schippers, 2007) suggests that cross-functional collaboration fosters innovation by bringing together knowledge domains from different sectors. There is compelling evidence from several longitudinal studies (Bloom et al., 2015; Choudhury et al., 2021) that hybrid flexibility improves employee wellbeing and retention while maintaining productivity.

The lack of creativity and doing new things is tied to employee autonomy and agile teams. As autonomy, competence and relatedness are attained, the three psychological needs as described by Deci and Ryan (2000) are met, resulting in increased intrinsic motivation, creativity and engagement. For NHSX, it means a quicker decision-making process, better problem-solving, and increased innovation output.

Hybrid working has undermined the sharing of knowledge, which is where digital collaboration technologies come in. NHSX can create "ba" (shared spaces for knowledge creation; Nonaka & Takeuchi, 1995) and thus transform the tacit knowledge of individual experts into organisational capacity. This meets the scenario's needs to address the collaboration deficit.



















3. Task B: Creating an atmosphere for the development of talent.

3.1 Frameworks for Cultivating a Talent Ecosystem

Creating an environment where talent grows needs more than fixed talent pools. It needs a connected talent ecosystem. Senge’s 1990 idea of a Learning Organisation gives the picture saying that constant change happens when system thinking and a shared vision are part of everyday work. Some critics say that big‑picture ideas can be hard to put into action.

To bring system learning into practice companies must build the micro‑climate. Edmondson’s 1999 and 2018 idea of safety is the base. Workers need to feel safe enough to take risks and share failures without fear of punishment. That safety is the step for Dweck’s 2006 growth mindset. A growth mindset makes people see challenges as chances to grow not as threats. A growth mindset alone cannot fix system barriers or bad workflows. Structural changes are needed, as Sisk et al. 2018 Show.

Also modern talent ecosystems are moving from talent pipelines to bottom‑up personalisation. Wrzesniewski and Dutton’s 2001 Job Crafting Theory shows that people are most engaged when they reshape their jobs to fit their inner drives and special strengths. This is guided by Self‑Determination Theory from Deci and Ryan 2000.

Finally linking these mind and structure pieces needs an Employee Experience (EX) approach. Morgan 2017 says that EX must design culture, tech and physical spaces to help the person. In fields, like health technology a talent ecosystem cannot just pull out performance; it must rebuild talent by weaving continuous learning, psychological safety and job freedom into the daily employee path. This mix makes talent development a visible part of operations not just an HR task.

 3.2 Strategic Talent Growth Strategy for NHSX

3.2.2 Creating a Learning Environment for Children and Families

NHSX would need to develop a multi-layered learning architecture, which would incorporate development into the daily work. This includes: structured mentorship programmes, the pairing of high-potential employees with senior leaders across geographies; communities of practice based on technical domains (AI, clinical decision support, remote monitoring); and "learning sprints" focused on concentrated time for teams to learn new skills to support strategic priorities.

Given the importance of systems thinking from Senge (1990), NHSX needs to ensure it has leaders with a knowledge of interconnections in the organisation. A ‘Systems Leadership’ programme would develop the capacity to perceive patterns, predict outcomes and create interventions to tackle root causes as opposed to symptoms. This directly tackles the management challenge of wellbeing and performance.

Students demonstrate psychological safety and develop a growth mindset.

A broad psychological safety development initiative within NHSX should include: recognition of learning behaviours in NHSX appraisal frameworks; "failure forums" to learn from failures of initiatives; and leader training to ensure a safe space for experimentation. The practical frameworks provided by Edmondson's (2018) research enable embedding these practices.

A growth mindset culture needs to be reinforced in a structural way. NHSX must revamp performance management to focus on learning outcomes rather than performance outcomes; reward learning skills; and give developmental feedback that focuses on problems as development opportunities (Dweck, 2017). This will be a response to the lack of learning opportunities, which has resulted in losing talent.

To create and follow individual Talent Development Pathways. To design and implement Personal Talent Development Pathways.

NHSX should develop personalised pathways for talent development, recognising different talent forms. All staff would have a "development canvas" which shows strengths, aspirations and growth areas, developed in consultation with managers and reviewed regularly. This relies on the principles of Job Crafting (Wrzesniewski and Dutton, 2001) to help employees customize roles that make better use of their individual strengths.

Development would be democratised through internal talent marketplaces, digital platforms that link employees and project requirements, stretch assignments, and mentoring relationships. This helps to overcome career development concerns and allows NHSX to flex people around strategic priorities. Cappelli (2008) found that these marketplaces contribute to increased retention because they are visible to students and show them career paths.

3.2.4 Total Employee Experience Integration

NHSX needs to be based on an Employee Experience (EX) approach and bring in all of the elements of the Employee Journey. This encompasses both: seamless digital induction processes that engage new employees with NHSX's ethos and culture; wellbeing initiatives that acknowledge the high-demand nature of healthcare technology work; and ongoing listening systems to identify employee feedback for organisational enhancement.

The EX approach is directly focused on talent and the NHSX's purpose: improving healthcare through technology. When they can see that their learning and development equates to improving patient outcomes, it's more than just about the money. This is consistent with research which shows that organisations with purpose are more engaging and retain more employees (Grant, 2008).

Task C: Reflective Report

 This reflects the strategic use of AI in HRM. This reflects the strategic use of AI in HRM.

AI is reshaping HRM from a supporting role to a strategic position. From a talent acquisition standpoint, AI is used in screening for candidates, analysing interviews, and identifying skill gaps. On one end, it is used in skill development, which includes generating custom learning paths and suggestions for growth. Retention, on the other hand, involves predicting attrition and monitoring employee engagement. The capabilities of these tools to handle large amounts of information, detect patterns, and extract insights to guide human capital strategy are unprecedented.

But the ethical dilemmas of AI in HRM are quite large. Bias can be reinforced by algorithms that are based on past data, as when Amazon's recruitment AI was found to discriminate against women's CVs (Dastin, 2018). However, privacy issues can arise when AI is used to track employees, leading to the creation of surveillance cultures that can reduce trust. Moreover, AI is incapable of conveying the same empathy, context, and ethical wisdom as the best human HRM professionals.

The responsible approach demands what Harari (2018) has called "human-machine collaboration", which involves the analytical capabilities of AI and the values, ethics and factors of context being judged by people. HRM professionals need to become AI-literate and get accustomed to the outputs from the algorithms, ask questions, and make sure AI does not reduce, but actually enhance, human flourishing.

































 4.2 reflective analysis of AI use.

Example 1: Research Synthesis

AI research tools have been used to compile literature for this report. The AI was able to quickly find the academic sources and provide a summary of the main arguments, which really helped speed up my literature review. But it also appeared at times with less credible sources as well as credible, and I had to evaluate the quality and critically assess them. This was a great example of how AI can be a research assistant, but it also showed how critical human judgement is when it comes to assessing evidence.

Example 2: Drafting and Refinement

Used AI-based writing assistants to generate grammar and readability checks for initial drafts to improve structure and identify trouble spots. It has aided me to identify areas for growth in my writingspecifically, coherence of paragraphs. But, at times, the AI suggestions lost nuance or didn't capture the conventions of any discipline, and that was a reminder to me that AI shouldn't take the place of professional expertise.

The ability to conceptualise data analysis. The conceptualisation of data analysis, Example 3.

Tested out several AI tools to brainstorm what I think could be done with the employee survey data for NHSX. I used the AI to think of a few different ways to analyze it, which broadened my thinking of the possibilities. However, the AI failed to understand which analysis was best suited to the NHSX's query, which I needed to understand due to the context and priorities of the organisation.










4.3 Personal Capability Development Plan:

	Competency Area
	Current Level
	Development Action
	Timeline
	Success Measure

	AI Literacy
	Beginner
	Complete AI for HR certificate; experiment with HR analytics tools
	6 months
	Proficiency with at least two HR AI tools; ability to critically evaluate AI outputs

	Cross-Cultural Competence
	Intermediate
	Seek international project experience; study cultural dimensions theory
	12 months
	Successful leadership of multi-cultural virtual team

	Consulting Skills
	Developing
	Practice structured problem-solving; seek mentoring from senior consultants
	6 months
	Ability to diagnose organisational challenges and propose evidence-based solutions

	Ethical Judgment
	Intermediate
	Engage with AI ethics literature; participate in ethics discussions
	Ongoing
	Demonstrated ability to identify and navigate ethical tensions in HRM













5. Conclusion:

NexSpace Health Systems has significant workforce issues and needs that will need systematic, evidence-based intervention. This report has suggested an integrated model on the one hand working practices, and on the other, talent development. NHSX's cross-functional innovation pods, structured hybrid flexibility and agile autonomy can create the innovation and collaboration that will make them a competitive success. At the same time, the talent growth strategy – which will have learning architecture, psychological safety, individual development and total employee experience as key underpinnings – will support a culture where talent thrives and is motivated to join the work of NHSX.

The reflective analysis shows that although artificial intelligence is useful, it should be used in conjunction with human judgment in HRM. In the strategic knowledge, AI literacy and ethical thinking of personal capability development, the author will be equipped for successful HRM leadership. For NHSX, the only way to success is if there is a commitment and willingness to change culture, but the innovation, retention, competitive advantage opportunities are worth it.
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 7. Appendices

 Appendix A: Integrated Framework Diagram

[Figure 1: NHSX Innovative Working Practices and Talent Growth Framework - A visual representation showing the interconnection between Task A recommendations (cross-functional pods, hybrid flexibility, autonomy, digital collaboration) and Task B strategies (learning architecture, psychological safety, personalised development, employee experience), with organisational performance outcomes at the centre.]

 Appendix B: Implementation Roadmap

	Phase
	Timeline
	Key Actions
	Success Metrics

	Foundation
	Months 1-3
	Leadership alignment; baseline culture assessment; technology audit
	Leadership commitment secured; baseline data collected

	Pilot
	Months 4-9
	Launch 3 innovation pods; pilot hybrid policy in UK; introduce development canvases
	Pod performance metrics; employee satisfaction; retention data

	Scale
	Months 10-18
	Expand pods organisation-wide; roll out hybrid globally; launch talent marketplace
	Innovation output; collaboration metrics; internal mobility rates

	Embed
	Months 19-24
	Full integration; continuous improvement; impact evaluation
	Sustained performance improvement; employer brand enhancement












 Appendix C: AI Use Acknowledgement


AI tools were used in the preparation of this report for: literature search and synthesis, structural feedback on drafts, and conceptual exploration of analytical approaches. All AI-generated content was critically evaluated, substantially revised, and integrated with original analysis. The author maintains full responsibility for the report's content, arguments, and conclusions.
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