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[bookmark: _Toc243425671]Introduction
NHSX needs to build on innovation, collaboration and talent retention and patient safety needs to be nurtured in their UK, India and UAE health services staff. 
[bookmark: _Toc243425672]Task A: Designing Innovative Working Practices
 Without a baseline of workforce performance provided in the case, it is not safe to assume recommendations will work, and should be tested and assessed. The analysis is based on the theory of Sociotechnical systems (Trist and Bamforth, 1951) which posits that working practices influence the ability to use technology safely, collaboratively and effectively.
[bookmark: _Toc243425673]Sociotechnical design and work systems
The seminal study by Trist and Bamforth (1951) of mechanised coal mining has been the basis of the demonstration that a technical system optimization only reduces productivity and wellbeing (a social system optimization must be performed). Cherns' (1976) design principles make this possible, minimal critical specification (specify outcomes rather than methods), boundary management, and the compatibility principle and variance control.  It entails that NHSX needs to set the parameters as, for example: patient safety, delivery reliability, continuous learning and to leave their UK, Indian and Emirati teams real decision-making scope to deliver it as they see fit (Cherns, 1987). Variance control is no exception – where a team identifies a clinical-safety deviation, it should be the team who can stop the work, not a far-off approval chain. Hierarchical controls can help to establish accountability in clinical work, while centralised approvals can slow down routine decisions and stifle local expertise; ensure discovery decentralisation with retainment of named clinical release authority.
Bundles of selective hiring, training, information sharing and participation via ability–motivation–opportunity logic (Appelbaum et al., 2000), plus meaningful employee influence (Lawler, 1986; Benson and Lawler, 2003) create high-performance work systems (HPWS). Researchers have been associated with these bundles of components and measures of outcome, which are variable, making it difficult to make universal causal statements. The majority of the evidence is also from manufacturing in the United States; Boxall and Purcell (2016) warn that the practices might not transfer easily to regulatory and cultural contexts. NHSX to keep the architecture and test locally fitted practices – clinical-safety officers, information sharing around data-protection and cross-border collaboration in appraisal.
[bookmark: _Toc243425674]Agile, hybrid and cross-border working
In a discovery project, the needs of the user and the technical possibilities are uncertain; agile methods (Rigby, Sutherland and Takeuchi, 2016) are suitable for this type of work. Small empowered teams and user feedback, iterative releases can help with experimentation. But if it is a healthcare issue, there must be a traceable evidence, clinical risk controls, and regulatory review; a fault in an algorithm could hurt patients. NHS England is currently reviewing to separate out manufacturer risk-management requirements (DCB0129) from deployment and use requirements (DCB0160), which encompass clinical-safety roles. The patient-facing release of NHSX should be subject to relevant assurance evidence and/or controls (NHS England, 2026).  Hybrid working is expected to continue, and cross-country evidence shows the continued adoption of hybrid after the pandemic (Barrero, Bloom & Davis, 2021; 2023; Aksoy et al., 2022). It is also task- and team-dependent: A call centre experiment identified productivity benefits for simple individual tasks, and evidence on information workers showed that firm-wide telework has an impact on how collaboratively workers work, a result that could be interpreted as more siloed working (Bloom et al., 2015; Yang et al., 2022). Evidence reviews conducted during the pandemic also have found pros and cons dependent on work and home situations (Ipsen et al., 2021; Wang et al., 2021). These are not definitive conclusions to draw about the ideal schedule for NHSX. Should evaluate cross functional design and mentoring on agreed anchor windows, maintain local flexibility in between the anchor windows and evaluate collaboration, wellbeing and delivery against a baseline before committing to a default. Autonomy should be based on outcomes and choice of method, and should be shared when there is interdependence as required (Deci and Ryan, 2000). NHSX's multi-country presence can cause working time to be split. National indices as proposed by Hofstede (2001) should encourage discussion of hierarchy and voice, but cannot be used to predict individual behaviour, teams should co-design approaches to challenge decisions rather than assume country norms. Explicit voice channels and structured retrospectives can help combat this risk. Support and access to unique talent markets is also a possibility in Geography (Choudhury, Foroughi and Larson, 2020; 2021). Shift of coordinating costs to capability through: Boundary spanning roles, rotating core hours, team agreements (Cherns, 1987).
[bookmark: _Toc243425675]Integrated recommendations and performance implications
In order to create a successful programme‚ NHSX needs to balance three tensions: autonomy along with coordination; flexibility along with knowledge sharing ( Yang et al․‚ 2022); as well as agile discovery alongside regulatory compliance․ Self-determination fosters motivation (Deci and Ryan‚ 2000)․ Innovation relies on interaction․These tensions have been summarised as 5 recommendations specific to NHSX in Table 1.
Table 1: Recommended working-practice design for NHSX
	Design element
	NHSX design choice
	Theoretical justification

	Team charters
	Secure shared workspace and decision log; outcomes (safety, delivery, learning) specified; methods chosen by cross-functional teams and reviewed quarterly
	Minimal critical specification (Cherns, 1976)

	Working pattern
	Team agreed anchor windows for cross team and mentoring work, plus local flexibility outside of these windows.
	Preserving bridging ties (Yang et al., 2022)

	Delivery model
	Agile discovery, stage-gated clinical delivery is the two speed model.
	Agile discovery separated from relevant DCB0129/DCB0160 assurance for clinical deployment (NHS England, 2026)

	Global operating model
	Follow-the-sun support; rotating core hours; appointed boundary spanners
	Boundary management (Cherns, 1987; Hofstede, 2001)

	HR architecture
	HPWS bundle fitted to NHSX's regulated context
	Best fit over best practice (Boxall and Purcell, 2016)
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Figure 1. Integrated working-practice framework for NHSX.
Source: Author-created diagram generated with Gemini; conceptual synthesis informed by Trist and Bamforth (1951), Cherns (1976; 1987) and the Task A analysis.
 Baselining idea-to-test time‚ safety exceptions‚ along with collaboration signals from cross-functional teams should scale up for learning in a 90-day pilot if there is no safety degradation․ If possible‚ compare pilot trends with a similar non-pilot team․ This will help to identify the effect of the intervention and the larger change․

[bookmark: _Toc243425676]Task B: Breeding an Environment Where Talent May Grow

One of the reasons for the case regarding a number of high performers leaving is due to limited opportunities for career growth as well as learning․ It does not provide any information regarding the attrition rate‚ the duration of vacancies‚ or data on replacement costs․ Therefore‚ one should not assume the financial scale of the matter and should expect NHSX to provide it as a benchmark before one assesses the impact․ 
[bookmark: _Toc243425677]Psychological safety within organisational learning
The early work of Edmondson (1999) connects team psychological safety to learning behaviour‚ whilst a more recent review brings together a considerable body of literature but highlights the role of context in conjunction with leadership (Edmondson and Bransby‚ 2023)․ Safety concerns undeniably take priority over comfort․ For NHSX‚ the team climate establishes this priority‚ which leaders show through framing‚ investigating alongside responding to failures․ NHSX must guarantee that there are established blameless reviews following algorithm incidents‚ and must lead by example in showing openness․ There must also be clear accountability for clinical teams during reviews․ This transformation makes caution serve as an active learning experience․ It also decreases the chances of silence about safety issues․ Senge (1990) outlines five disciplines that comprise personal mastery‚ mental models‚ shared vision‚ team learning‚ and systems thinking․ However‚ these concepts remain too broad to implement alongside the measure easily․ If people do not change their habits‚ the learning organisation can transform into a training calendar․  Protected learning time should feature in delivery plans for NHSX‚ alongside communities of practice and post-incident reviews that contribute to creating a searchable knowledge base with named owners․ It should effectively track whether these specific mechanisms influence overall capability alongside various work outcomes‚ rather than merely training activity itself․ Protected learning and mentoring also use up delivery capacity․ They lead in important roles‚ fill essential work‚ and assess capability‚ wellbeing‚ and internal-mobility results prior to scaling‚ with regard to time and cost․
[bookmark: _Toc243425678]Talent systems improve the employee experience․
The evidence from the intervention shows that careful transfer in this context is necessary․ This need arises within the context of Dweck's (2006) growth-mindset․ An important U․S․ school trial revealed favourable outcomes for students with lower achievement levels and for the increase in advanced mathematics enrolment‚ which differed according to context (Yeager et al․‚ 2019)․ This is not evidence pertaining to the workplace․ It does not validate against an individual NHSX workshop․ NHSX must include stretch and growth-focused feedback and stretch assignments in their daily work‚ and instead of slogans‚ measure the progress of skills and internal mobility within the organisation․ in the organisation․ Strategic talent management requires organisations to identify key jobs and to invest in those differently (Collings and Mellahi‚ 2009)․ The orthodox ‘war for talent' approach emphasises the attraction of a star-elite (Michaels‚ Handfield-Jones and Axelrod‚ 2001); this argument discourages the majority‚ fosters resentment concerning retention‚ while the networks create value in innovation‚ not just one star (Gallardo-Gallardo‚ Thunnissen and Scullion‚ 2020)․ NHSX must apply inclusive talent management․ They require internal talent marketplaces that publicise projects before the process of external recruitment․ Career lattices that value and encourage sideways moves instead of ladders are also necessary․ Furthermore‚ mentoring among UK clinical-AI specialists alongside Indian and UAE engineers is essential․  Two of the notable ideas that can indeed be mentioned in this particular regard are job creating‚ which specifically refers to the active reshaping of their specific role by employees․ Another idea is based on self-determination theory‚ which includes autonomy‚ competence‚ and relatedness (Deci and Ryan‚ 2000)․ Job creating workshops that incorporate an employee-experience lens and include culture‚ technology‚ and workspace (Morgan‚ 2017) can effectively bridge the ecosystem with everyday working․ 
[bookmark: _Toc243425679]Sustainable performance and evaluation
NHSX must undertake to resolve the continuing conflict that exists between wellbeing and performance․ Flexibility can lead to workers facing increased work demands if workers sense they must compensate for the flexibility with more work (Kelliher & Anderson‚ 2010)․ A global calendar might also cause colleagues in India along with the UAE to face late calls multiple times‚ exposing them to the risk of burnout․ To ensure that the organisation achieves sustainable performances‚ NHSX should adopt an approach that grants everyone the right to disconnect‚ schedule meetings at various times‚ and monitor workloads‚ all while ensuring that leaders exemplify admirable behaviours in maintaining healthy boundaries․  Quarterly assessed: retention rates in important roles within the domain of AI․ This includes internal fill rate‚ involvement in cross-border mentoring‚ and psychological safety pulses within the organisation․ Because there is a lack of a baseline‚ HR should establish definitions and values․ They should break down by team and location‚ along with discussing targets with employees and safety leads at each site․ Analyse the trends in relation to clinical safety and workload measures in order to avoid depending on activity or the number of hires as a means of assessing capability or wellbeing․ These measures connect talent practice with organisational strategy (Collings as well as Mellahi‚ 2009) while presenting areas for adjustment․ This quarterly review dashboard template appears in Figure 3․ 


Table 2: NHSX talent-growth ecosystem
	Ecosystem element
	NHSX design
	Justification and link

	Base layer: psychological safety
	Blameless post mortems; leaders in their vulnerability show․
	Safety enables learning behaviour (Edmondson, 1999)

	Learning organisation
	On one hand, 10% learning time, and on the other hand, communities of practice across the borders, a shared knowledge base.
	Senge made concrete (Senge, 1990)

	Careers
	Career lattice, internal talent marketplace and mentoring between the UK and India, and the UAE.
	Inclusive strategic TM (Collings and Mellahi, 2009)

	Motivation
	Workshops are designed for participants to create their own jobs; they provide freedom alongside clear goals;
	SDT and JD-R (Deci and Ryan, 2000; Tims and Bakker, 2010)

	Sustainability
	Right-to-disconnect norms‌ are essential․ Rotating core hours‌ and workload monitoring also play a meaningful role․
	Sustainable performance (Kelliher and Anderson, 2010)

	Selection and development
	Hire for‌ learning agility․ Provide‌ growth-oriented feedback and stretch moves․
	Mindset in practice (Dweck, 2006; Yeager et al., 2019)
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Figure 2. NHSX talent-growth ecosystem and feedback cycle.
Source: Author-created diagram generated with Gemini; conceptual synthesis informed by sources cited in Task B.
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Figure 3. Quarterly people-strategy review dashboard template.
Source: Author-created no-data template based on the indicators proposed in Task B. All values and trends must be entered from verified NHSX records; none are supplied in the assessment scenario.

[bookmark: _Toc243425680]Task C: Reflection
This reflection applies Gibbs' (1988) reflective cycle to examine my own use of AI at work‚ the ethical questions it raises‚ and how I will behave differently․ 
[bookmark: _Toc243425681]Description
Over the past year I used generative AI‚ ChatGPT along with Microsoft Copilot‚ for three tasks: drafting job descriptions together with person specifications; researching hybrid-working policies; in addition to building a candidate FAQ chatbot for our careers page․ 
[bookmark: _Toc243425682]Evaluation and analysis
First‚ regarding job descriptions: AI generated well-structured drafts that exhibited legal literacy in minutes․ However‚ it defaulted to the use of phrases such as 'digital native' and 'energetic self-starter'‚ which intrinsically carry age and gender bias․ Published without edits‚ they would have breached our own standards of inclusion․ However‚ every AI draft at this point passes through an audit of inclusive language․ Second‚ policy research: the tool effectively summarised hybrid-working evidence‚ and cited a credible author‚ journal‚ and statistic that were absent from it․ Fluency is not evidence․ It is essential that every reference sourced from AI be thoroughly verified prior to its use․  Third‚ the chatbot: it handled routine queries correctly approximately 80-90 per cent of the time‚ which allowed me to tackle complex cases‚ yet once it gave an outdated right-to-work answer that could have misled an applicant․ We have implemented the rules concerning human escalation․ We restricted its topics․
[bookmark: _Toc243425683]Reflection on the experience
At first‚ I felt a sense of excitement regarding saving time‚ but I became uneasy when I realised that I might miss potential errors in fluent output that I had not written․ I discovered that AI is the most helpful tool for drafting‚ structuring‚ and summarising various tasks․ These outputs serve as important points of initiation rather than being regarded merely as final decisions․ It was most untrustworthy in situations where accuracy‚ context or fairness was essential․
[bookmark: _Toc243425684]Ethical and professional implications
These experiences serve to highlight four ethical risks: bias present in hiring tools (Raghavan et al․‚ 2020); algorithmic management alongside surveillance of remote staff (Kellogg‚ Valentine and Christin‚ 2020); privacy risks that arise when employers enter employee information into public models (Tambe‚ Cappelli and Yakubovich‚ 2019); and the resultant loss of professional judgement when routine decisions are delegated to machines․  When used with care‚ AI can assist HR in identifying skills gaps‚ examining retention patterns whilst comparing various workforce scenarios‚ thereby informing learning alongside recruitment decisions (Tambe‚ Cappelli and Yakubovich‚ 2019)․ However‚ biased or incomplete data can create inequity‚ and correlations alone do not establish a cause of effect․ HR should check the data quality and assess subgroup effects‚ explain uncertainty‚ protect privacy and maintain accountable human reviews for decisions that affect people․
[bookmark: _Toc243425685]Concluding along with planning for the personal capability of individuals
 (1) By June 2027‚ complete a CIPD-accredited module on AI in HR‚ evidenced by certification and together with an applied project․ (2) Within three months‚ implement an AI-output audit checklist for all AI-assisted people documents‚ evaluated with 100 per cent audit coverage alongside zero unresolved bias findings at the quarterly review․ (3) By April 2027‚ shadow our AI product team for one day per month‚ evidenced by a reflective log together with one co-designed HR use-case․ (4) By March 2027‚ prepare a policy concerning AI usage for people processes‚ supported by senior leadership endorsement․

[bookmark: _Toc243425686]Conclusion
The analysis clearly supports and promotes an approach that is integrated․ NHSX should successfully pair the elements of team autonomy and agile discovery with the requisite clinical-safety controls‚ along with the vital cross-border coordination and structured learning․ Psychological safety‚ defined career pathways‚ and manageable workloads within organisations can reduce learning and retention risks․ Implementing in phases‚ sharing ownership among the three locations‚ together with reviewing workforce measures quarterly‚ would aid the Board in assessing progress while maintaining clinical accountability․
AI usage acknowledgement: ChatGPT helped in the planning and brainstorming idea. 
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