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[bookmark: _Toc242884562]1. Introduction
[bookmark: _heading=h.n4xrx2wtuqwb]The number of employees at NexSpace Health Systems (NHSX) is 600 in the UK, India and the UAE. The opportunities are in rapid growth and AI investment, whereas hierarchy, lack of experimentation, low levels of collaboration, low career growth and wellbeing pressures can inhibit performance (NexSpace Health Systems (NHSX), 2026). Redesigned work, involvement, learning, psychological safety and responsible AI use are therefore needed as a sustainable advantage. 
[bookmark: _heading=h.t77lo543t9ur]There are three tasks in this report. Task A explores innovative working practices such as agile teams, and bounded autonomy and flexible, technology supported working, to enhance working together, decision making and experimentation. Task B suggests a strategic growth in the talent ecosystem, based on skills identification, employee development, internal mobility, psychological safety, wellbeing and talent retention. Task C offers a reflective analysis of AI as a tool for HR decisions, explores three uses of AI in academic and career development and offers a personal cap capability development plan. Finally, the report underscores the importance of integrated work design, talent development, and responsible adoption of AI, to enhance NHSX's innovative performance, employee experience, and long-term success.
[bookmark: _Toc242884563]2. Task A: Designing Innovative Working Practices
[bookmark: _Toc242884564]2.1 Traditional Work Design versus Contemporary Innovative Practices
Authoritative, standardised procedures and close control are beneficial in healthcare where regulation is required, and are key elements of traditional work design. The same features form the problems that the Board has identified at NHSX. Product decisions get carried up the chain of management; product decisions are delayed; not much experimentation takes place. Meanwhile, clinicians, engineers, data specialists and commercial staff are working in separate functional silos, when digital health innovation requires them to get their various pieces of knowledge together. 
[image: ]
Figure 1: Percentage of employers reporting positive impact on job quality 
(Source: OECD, 2025)
This applies more to contemporary work design. Huang et al., (2023) emphasize that high-performance work systems (HPWS) construct capability through training and participation (TPM), performance management, and that these systems are related to employee creativity and organisational performance. They also embrace innovation through the facilitation of developing the dynamic capabilities of organisations to deal with change (Mehralian et al., 2023). But HPWS can also be another control mechanism when targets become the dominant focus on experimentation, which requires high involvement of the employees to provide information, voice and responsibility for problem solving. Agile working comes with short cycles and quick feedback and is linked to team performance and engagement but results will vary based on the quality of management (Peeters et al., 2022). 
[bookmark: _Toc242884565]2.2 Design Principle and Problem Linkage
The practices below are based on sociotechnical thinking, where technology and social arrangements must go hand-in-hand in their design. The traditional examples of this are in the realm of new technology that is implemented without consideration of work groups that results in a decline in performance (Trist and Bamforth, 1951). Technology will only enhance the work when roles, decision rights and the support they need change as well as the technology.To amplify the impact of technology on work, roles, decision rights and support need to be redesigned. The practices are all focused on a specific NHSX problem and collectively they constitute a single model. Table 1 summarises the links.  

Table 1 : Evaluation of NHXS problems 
	NHSX PROBLEM
	PRACTICE
	HOW IT HELPS

	Slow, hierarchical decisions
	Cross-functional agile teams; bounded autonomy
	Decisions made where knowledge sits

	Limited experimentation
	Sprints and retrospectives
	Low-cost testing and learning

	Weak working collaboration
	Task-based flexible working with digital tools
	Coordination across the UK, India and UAE



[bookmark: _Toc242884566]2.3 Integrated Innovative Working Framework for NHSX
NHSX should create agile product teams of software developers, AI specialists, clinicians, product managers and customers. Since each team has the knowledge to make the decision, issues don't 'rise up the ladder' and decisions are made more rapidly. Building clinical decision-support tools is especially not a task for the technical staff, because a clinical knowledge of safety, usability and acceptance are needed. Short sprints and retrospectives deal with limited experimentation, as teams experiment on a low-cost basis and learn from the mistakes in their experiments.
Problems can occur from cross-functional teams; role conflict and meeting overload, so each cross-functional team should have a charter, clearly-defined decision rights, and an accountable product lead. A high level governance body should ensure that autonomy does not compromise accountability with regard to patient safety, legal compliance and significant investments. It is also important for top management to support this partnership as it helps to boost innovation through HPWS (Wang et al., 2024) when senior management shows innovation in HR.
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Figure 2: Agile Human-Capital Working Framework
(Self-Created)
The framework is also indicative of sociotechnical thinking: NHSX must harmonise people, technology and work processes. The use of AI should not be seen as necessarily advantageous, as HR technologies can introduce risks related to fairness, transparency or employees' trust (Bujold et al., 2024). Innovation must thus be based on the performance and safety of human beings.
[bookmark: _Toc242884567]2.4 Cross-Functional and Agile Collaboration
Bounded autonomy enables employees to act to solve problems and make improvements within a framework of patient safety, data protection, regulation and strategy. Managers establish goals and limitations, not all the methods. It takes decisions to knowledge, and turns autonomy into a performance tool, not a loss of control. For instance, a team might agree to accept simple design changes if their risk is under a certain level that they agree on, and refer the riskier changes to the personal data and/or clinical safety areas. The balance is important because AI has the potential to boost productivity and working life, but can also pose challenges to autonomy, privacy and fairness (OECD, 2024). In the healthcare technology realm, speed cannot trump safety, and autonomy should go hand-in-hand with training, and human accountability.
[bookmark: _Toc242884568]2.5 Flexible and Technology-Enabled Working
NHSX should adopt a different approach to flexible working from home vs office to a task based approach. In-person (or virtual) time and remote time suits focused technical work and planned for innovation and relationship building. The performance in flexible technology based models can be enhanced by flexibility and autonomy, but this will depend on the design and management of the work (Kumar et al., 2026). However, not all collaboration is created equal, and the quality of the collaboration should be assessed.
Technology is a means to an end. A short core overlap window should be used for live work, and shared project boards. The goal is to create quality time together, not required. Working management is not only a one-time policy, but a continuous process of coordination which is facilitated by the use of communication norms and common platforms (Wiatr and Skowron-Mielnik, 2023). Digital solutions that enable and augment human capability, rather than replacing it, play a key role in HRM 5.0 (Capolupo et al., 2025).
[bookmark: _Toc242884569]3. Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242884570]3.1 Creating an Environment Where Talent Flourishes
Talent is by no means confined to the few high performers. Develops through learning, opportunity and support provided by organisational systems. The issues that affect NHST's talent are poor career development, lack of learning opportunities, stress in wellbeing and unclear expectations of performance. Each of these is answered in the ecosystem below.
Learning opportunities:  In the context of learning, a learning organisation, as defined by Senge, is characterised by continuous and shared learning, which is based on team learning and systems thinking as described by Simanjuntak et al. (2023). For NHSX, it is about learning together with each other, not with one another but within the AI projects.
Wellbeing and stress on performance: Working Conditions: Psychological safety enables people to question, to be honest about their errors, and to voice concerns without facing criticism. This is important because staff are likely to have to challenge the unsafe outputs of AI. It encourages innovative behavior and silence restricts new ideas (Çetin, 2025). Managers need to take action on concerns that otherwise there will be a loss of trust.
Career progression. High-performer turnover is addressed in pathways and internal mobility as described in Stage 4.
[bookmark: _Toc242884571]3.2 Strategic Talent Growth Ecosystem for NHSX
To develop a five-stage Talent Growth Ecosystem: Identify, Develop, Deploy, Retain and Measure, NHSX needs to do so.
Stage 1 – Identify: Skills auditing should be undertaken via competency frameworks, performance evidence, career aspirations and skills gaps analysis, using these tools to inform and support NHSX's work. These will reveal existing capacity and/or gaps in the field of AI, digital health and leadership. Development should not be limited to the top performers that will make development an unequal opportunity; and people practices should be aligned to the organisation's needs (Yildiz and Esmer, 2023).
Stage 2 – Develop: All staff to have an individual development plan in digital learning, AI and data skills, mentoring/coaching and cross-functional projects. The creativity and the performance of the organization are fostered by employee development and involvement (Huang et al., 2023). There should be a strong emphasis on learning time being included in working time as programmes can take place outside of working hours, otherwise they will be an added burden, and managers should be judged partly on the learning outcomes from the programme. Sharing the choice of projects and the formulation of a part of the work with employees fosters autonomy, competence and relatedness (Olafsen et al., 2025). Any such job crafting will remain within the parameters of workload, team roles, patient safety and regulatory requirements.
Stage 3 – Deploy: Learning is transformed into capability by stretching assignments, innovation projects, international teams and job rotation. They also develop dynamic capabilities, instead of an accumulation of skills in single functions (Mehralian et al., 2023). The deployment of Cross-Border enhances cooperation between the UK, India and UAE.
Stage 4 – Retain: Strong specialists should be able to move up the ladder without taking on managerial responsibilities; there should be an internal portal of opportunities to promote opportunities and jobs in all three countries. Learning through recognition, mentoring and leadership exposure promotes progression. Wellbeing should be considered as a part of talent management as the HR practices have impact on wellbeing and sustainable performance (Bhoir and Sinha, 2024). It is safeguarded by realistic workloads, manager's support, and psychological safety. Learning, collaboration and wellbeing should be included as part of the process of achieving high performance, rather than high output, otherwise it will be unsustainable.
Stage 5 –Measure: Internal promotion, voluntary turnover, learning participation, skills certification, engagement, innovation participation, internal mobility and critical-skill coverage are some of the internal aspects that NHSX needs to track. These indicators should be reviewed by the managers quarterly, and gaps should be addressed. 
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Figure 4: Talent Ecosystem
(Self-Created)
While reducing turnover is a good indicator of retention, there should also be tracking of contribution to innovation and progression in leadership.
Table 2: Measurement of the feedback
	Prombles
	Stages
	Measures

	Few learning opportunities
	2,3
	Learning participation, skills growth

	Limited career progression
	3,4
	Internal promotion, mobility

	Wellbeing pressure
	4
	Wellbeing and safety scores

	Unclear performance expectations
	1,4
	Engagement, objective quality



[bookmark: _Toc242884572]3.3 Learning, Psychological Safety and Growth Mindset
NHSX ought to incorporate learning experiences with psychological safety, autonomy and managerial support since learning alone is not a sure way of developing capabilities. 
Nonetheless, learning programmes may pose extra workload as they may be done outside the normal working hours. NHSX needs to set learning time in the working schedules and evaluate managers partially based on the results of development. This helps to promote autonomy, competence and relatedness by need crafting at work (Olafsen et al., 2025). It is also an indication of HRM 5.0, where technology must enhance human abilities instead of cutting down on development through automation (Capolupo et al., 2025).
[bookmark: _Toc242884573]3.4 Employee Experience, Job Crafting and Motivation
These are activities that enable employees to shape tasks, relationships, work approaches and the significance of work. Job crafting has the potential to enhance fit and motivation. In NHSX, employees were able to choose development projects, play their part in solving innovation problems and gain cross-functional expertise. This can enhance autonomy, competence and relatedness (Olafsen et al., 2025). But job crafting cannot imply unlimited choice. The alterations should be in harmony with workload, team roles and duties, patient safety and regulatory needs. 
[bookmark: _Toc242884574]3.5 Talent Retention and Performance
Career pathways, internal mobility, development plans, mentoring, exposure to leadership, international projects, recognition, and never-ending learning are some of the ways NHSX should deal with high-performer turnover. Lower turnover should not be considered as a measure of retention. The NHSX also needs to evaluate skills growth, intra-organisational mobility, contribution to innovation and advancement in leadership. An effective talent system thus ties the development of the employees to organisational capacity and performance.
Implementation
NHSX should finalise the skills audit, implement development plan templates, coach managers on how to coach and create a culture of psychological safety and protect learning time in months one to three. It will start mentoring, communities of practice, dual career ladders, and the talent marketplace in 4-9 months, testing them out on two teams before rolling them out. The Board should look at the Table 2 measures, in conjunction with the feedback from employees, during months 10-12, and tweak the system. The delivery should be localised to local expectations in terms of hierarchy and feedback and progress should be reported annually to the Board at local level.
[bookmark: _Toc242884575]4. Task C: Reflective Report
[bookmark: _Toc242884576]4.1 AI as a Strategic HRM Decision-Support Tool
I believe AI is a tool to support HRM and not to take the place of HR professionals. It can review workforce data, pinpoint skills gaps, find workforce turnover risk, customise learning for the individual, and inform workforce forecasting. But when utilized responsibly, it can be used in conjunction with HRM (Tursunbayeva, 2024). Yet, in the case of recruitment or performance measures, the underlying data can be biased, leading to unfair patterns and such employees' fairness and privacy as well as autonomy can also be affected (OECD, 2024). However, to make decisions regarding career, wellbeing and employment, empathy, contextual understanding and accountability are crucial and require human oversight and ethical governance, especially in the health sector (World Health Organisation, 2024).
[bookmark: _Toc242884577]4.2 Reflection on Three Uses of AI
Academic writing and research. I organized arguments, provided explanations for theories and identified areas of weak evidence using AI. This helped me to organize complicated ideas and make comparisons of views. I also found that the results you get from AI are not necessarily correct and so I have to check against academic sources first before using.
Problem solving and analysis skills. I applied artificial intelligence to look at organisational issues from a number of perspectives and explored management theories. But blindly taking his advice would undermine my analytical thinking. Therefore, I consider its output as an element of the selection of academic evidence and the organizational context, on top of which I have to add the human control of the final decision, as described by Bujold et al. (2024).
Professional development. I used AI to enhance the structure of presentations, rehearse and prepare for my career. It gave me insight into areas that I need to build up my confidence, analysis and communication in.
[bookmark: _Toc242884578]4.3 Personal Capability Development Plan
I will get four skills in the next 6-12 months.
Academic writing and critical analysis: will write regular short critical reviews of journal article and will scrutinise all points made by AI against the source article.
Problem solving: I will use HR case studies to compare so that I can come up with my own decision, after considering what AI has provided and what I have learnt through Academic research.
Communication and leadership: I will make presentations, participate in exercises of stakeholders and solicit feedback on all occasions to monitor improvement.
Responsible AI: I will learn about bias, privacy, governance and ethics in decision making and apply them to actual HR situations.
Progress will be assessed and reviewed every three months by completion of case studies, presentations given and feedback received. All of these should contribute to enhancing my employability skills and maintaining a balance between technical skill and judgement, empathy and professional responsibility.
[bookmark: _Toc242884579]5. Conclusion
[bookmark: _heading=h.6tuch5tceu8a]The potential offered by NHSX relies on human potential and technology. Responsiveness can be enhanced with the help of Agile, cross-functional and flexible work, whereas talent can be developed with the help of learning, psychological safety, autonomy and career development. HR decisions can be enhanced by responsible AI, yet human judgment has to be at the core. Work design, talent development, wellbeing and ethical technology are thus what is needed for sustainable performance.
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