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1. Task A: Designing Innovative Working Practices
Due to fast international growth, investments in artificial intelligence, and a 600-member workforce, NexSpace Health Systems (NHSX) needs to innovate its working practices. NHSX should switch from a hierarchical to an integrated system of work combining high-performance work systems (HPWS), agile work design, flexible hybrid working, and sociotechnical work. NHSX should use this approach instead of solving issues with hierarchy, innovation, collaboration, and flexible work separately, because innovative work requires the interaction of people, processes, and technology (Bhatti et al., 2021; Carayon and Salwei, 2021).
[bookmark: _Toc242785441]1.1 Critical evaluation of traditional and contemporary work design
The traditional hierarchical working model can provide clear authority, standardisation, and accountability. These attributes may be useful in healthcare technologies, since some clinical and digital decisions require clear responsibility and risk control. Still, excessive hierarchy can slow the decision-making process and limit employees' voice. Studies of HPWS prove that bundles of ability-, motivation-, and opportunity-enhancing practices can contribute to innovation and organisational performance, while there is evidence that high-performance systems can cause high stress and burnout as a result of higher demands when resources are scarce (Bhatti et al., 2021; Chen and Chen, 2021). NHSX should therefore move away from a highly hierarchical working model towards HPWS. NHSX should maintain the necessary corporate governance system while providing more voice to teams.
HPWS can be useful because it combines people management, including recruitment, development, and performance management, with organisational results. A systematic review proves that HPWS research pays increasing attention to the connections between integrated people practices and organisational efficiency, although the results are determined by the way practices are implemented and integrated (Hassan, 2021). Project-based organisation research provides evidence that HPWS helps to support innovation through knowledge sharing, and thus people practices have to be developed to give employees the chance to share knowledge (Bhatti et al., 2021). For NHSX, it means switching to shared goals, continuous learning, and cross-functional work from a job-centred approach.
Agile work is a better solution for the need for speed and experimentation at NHSX. A recent definition of agile working includes the attributes of autonomy, equality, and iterative delivery. There is also evidence that agile work contributes to innovative work behaviour through psychological empowerment (Prediger and Schermuly, 2025). But an agile approach does not necessarily mean permanent urgency. Autonomy can turn into another demand for an employee if employees' working lives consist of constantly changing deadlines and a lack of clear priorities. NHSX should therefore use iterative work cycles, clear priorities, and review points while providing sufficient employee wellbeing.
Hybrid and flexible working contribute to employee attraction and retention and improve employee experience. However, such an approach bears risks for collaboration. According to a Microsoft study, remote working makes professional networks more siloed, while excessive digital communication increases work intensity (Microsoft, 2021). In addition, recent UK research proves that in 2025, 74% of organisations had hybrid working in place, while employers saw both benefits, such as improved attraction and retention, and negative consequences, such as worsening managerial effectiveness and weaker company culture (CIPD, 2025). Thus, NHSX should avoid both fully remote and mandatory office-based working approaches because NHSX needs purposeful flexibility.
Sociotechnical thinking is a special case for NHSX, which produces AI-based healthcare technologies. Sociotechnical thinking is an approach according to which technology, people, and tasks are an interconnected system. NHSX requires a sociotechnical approach because digital tools can help to improve coordination, but they can also cause usability problems, higher workload, and burnout if work processes are poorly planned (Carayon and Salwei, 2021).
[bookmark: _Toc242785442]1.2 Recommended integrated working framework for NHSX
NHSX should implement an “Agile-Connected Hybrid Work Model” based on five interrelated practices.
First, NHSX should form cross-functional squads for major digital health projects. NHSX should compose squads from software, data, clinical, product, cybersecurity, and HR/user-experience experts in an appropriate way. A common goal should be set instead of narrow departmental targets. The study in the field of digital collaboration emphasises the importance of knowledge sharing in teamwork and value creation in diverse teams (Huang and Wang, 2024). Therefore, NHSX should use weekly short meetings, common documentation, and visible project dashboards in order to decrease information silos.
Secondly, NHSX should use a hybrid work model based on work purpose rather than the physical presence of the employee. Individual focus tasks should be done by employees remotely, while innovation workshops, complex problem-solving, onboarding, and relationship-building should usually take place during team sessions. Research proves that hybrid work positively affects retention without lowering performance when properly designed (Bloom, Han and Liang, 2024). Also, NHSX should use core collaboration hours across the UK, India, and UAE with asynchronous communication outside these hours in order to account for time-zone differences.
Thirdly, NHSX should increase employees' autonomy through decision rights at team level. The squads should determine task allocation, sprint planning, and local process innovations within clinical, legal, cybersecurity, and budgetary limits. Such an approach reflects the balance between empowerment and responsibility. Moreover, it corresponds to the evidence on HPWS in which a connection between opportunity-enhancing practices, innovation, and organisational learning was observed (Bhatti et al., 2021).
Fourthly, NHSX should use short two-to-four-week project sprints, demonstrations, feedback, and retrospective learning after them. Small experiments should be encouraged before investing on a larger scale. However, managers should monitor workload, psychological safety, and delivery quality in order to avoid uncontrolled risk. According to agile work research, the agile working model fosters innovative behaviour through psychological empowerment (Prediger and Schermuly, 2025). But NHSX has to combine employee autonomy with clear goals and resources.
Finally, NHSX should develop digital collaboration infrastructure with the use of a common workspace for project planning, decision-making, and knowledge repositories. There should be separation of urgent communication from other communication in the rules, recording of important decisions, and limitation of the number of meetings. Microsoft research proves the danger of digital overload and the reduction of professional networks (Microsoft, 2021). Research on digital collaboration teams demonstrates that appropriate leadership practices increase productive knowledge sharing (Huang and Wang, 2024).
Overall, the work model should be measured through innovation cycle time, employee-generated ideas for improvement, knowledge-sharing activity, voluntary turnover, delivery quality, and employee wellbeing. NHSX has to review the results of these measures quarterly and change the work model instead of using one design for all teams. As proved by flexible work research, employers should concentrate on outcomes, invest in appropriate technology, train managers, and control overworking and burnout (CIPD, 2023). This model will ensure the necessary healthcare governance in the company while providing employees with the autonomy, collaboration, and flexibility to innovate.
[bookmark: _Toc242785443]2. Task B: Breeding an Environment Where Talent May Grow
NexSpace Health Systems (NHSX) has approximately 600 staff members in the United Kingdom, India, and the United Arab Emirates. Some of the problems NHSX faces include retention of high-performing employees, poor career development, lack of knowledge transfer and the pressure to perform. NHSX requires an ecosystem of talent that would align learning, employee voice, career development, and well-being to its business objectives. Literature indicates that talent management initiatives impact employees, teams and organizations; however, there is no one-size-fits-all solution (Aljbour, French and Ali, 2022). NHSX must develop an inclusive development model while supporting key competencies.
[bookmark: _Toc242785444]2.1 Critical evaluation of how organisations create environments where talent flourishes
In a learning organisation, learning is an ongoing process rather than a sporadic course. As such, the CIPD suggests that learning and development processes should reflect changes in the business and facilitate reskilling, collaboration and digital capabilities (CIPD, 2021). These factors are relevant to NHSX as they need up-to-date technical, clinical, regulatory and interpersonal skills from their employees for AI-enabled healthcare products. However, simply providing training is not enough to retain talent without giving employees enough time to practice new skills or any opportunity for career development.
The concept of growth mindset implies developing skills through effort, feedback and learning. A growth mindset can facilitate learning and even experiments, yet it cannot be applied to make employees responsible for organisational obstacles to learning. People cannot grow in conditions of excessive workload, when managers block opportunities and promotion process is not transparent. NHSX should combine learning goals with necessary resources, adequate feedback and clear career paths.
Psychological safety implies that employees can ask questions, express concerns and make mistakes without being humiliated. Edmondson and Bransby (2023) state that there is a connection between psychological safety, learning, work experience and performance in complex organisations. It is important for healthcare technology sector, where employees need to report any design defects, security risks and clinical safety issues. Yet, psychological safety does not mean lack of accountability. NHSX needs to encourage open communication but still to maintain standards of quality, data protection and patient safety.
Talent management helps organisations to define necessary skills, develop employees and plan succession. According to a systematic review of 120 empirical studies, talent management can affect employee, group and organisational outcomes and different strategies are used in different organisations (Aljbour, French and Ali, 2022). Talent development of a limited number of 'high potentials' may be more efficient in terms of resources but it can undermine equality and disengage other employees. Inclusive development can ensure that everyone has access to core learning, while certain skills and leadership positions will get additional support. Inclusive talent development continues to be a topical but poorly researched field (Gallardo-Gallardo et al., 2023).
According to Self-Determination Theory, autonomy, competence, and relatedness play a key role in the development of motivation. NHSX workers must have an element of freedom in terms of doing work, developing competence, and maintaining a close relationship with co-workers in different countries. In addition, job crafting will help NHSX workers to adapt to a job or relation using their capabilities. Nevertheless, unlimited job crafting may ignore important responsibilities and result in an imbalance in workload. NHSX should allow agreed role adjustments within team goals, clinical safeguards and workload reviews.
[bookmark: _Toc242785445]2.2 Strategic talent growth strategy for NHSX
“NHSX Talent Growth Ecosystem” should involve five connected actions. 
First, develop skills and career frameworks for software, data, clinical, product, cybersecurity and people roles. Each framework should list the required skills, their levels, learning possibilities and ways to progress to specialist or leadership positions. Quarterly career conversations should outline development goals and cover open internal vacancies. This will address limited career development opportunities and make them transparent (CIPD, 2023). 
Second, offer protected learning time and development opportunities. Each employee should agree a quarterly learning goal which will relate to his or her current or future activities. Possible activities might include short courses, peer learning, mentoring, job shadowing and rotation between projects. The employee should put learned skills into practice in solving an NHSX problem and report on the results. This will link structured learning with practice and facilitate reskilling amid technological changes (CIPD, 2021; Fitzhugh and Daniels, 2025). 
Third, ensure psychological safety through managers' behavior. Managers should welcome differing views, respond constructively to failures and conduct short learning reviews after reaching project milestones. Employees should be able to confidentially discuss excessive workload, unfairness or safety issues. Poor performance issues should not be overlooked either. This will balance learning and accountability (Edmondson and Bransby, 2023). 
Fourth, develop talents inclusively and selectively. All employees should have access to core learning, mentoring and career conversations programs. Selective programs should focus on critical digital health skills, emerging leaders and employees at risk of departure. Selection criteria should be published and analyzed for biases regarding countries and employee segments. This will allow for equitable access but also to allocate additional resources to skills needs (Aljbour, French and Ali, 2022; Gallardo-Gallardo et al., 2023). 
Fifth, protect wellbeing and assess the impact. Managers should assess workload, absences, overtime and feedback and adjust the targets whenever the load is unsustainable. Every quarter, NHSX should measure internal promotions, retention of key performers, learning completion and application, skills gaps, engagement and wellbeing. Results should be compared by location and teams to identify disparities. CIPD research underlines the importance of management support and wellbeing for employee outcomes (CIPD, 2025). 
In total, this will integrate talent growth in day-to-day operations instead of implementing a standalone HR program. The Board should regularly assess the results and adapt the strategy. Benefits expected from such strategy will include better skills, clear career paths, secure knowledge transfer and enhanced retention, but NHSX should test them first.
[bookmark: _Toc242785446]3. Task C: Reflective Report
[bookmark: _Toc242785447]3.1 AI as a Strategic HR Tool
AI can be used in assisting HR decisions through facilitating team members to analyze staff data, identifying skills gaps, planning recruitment, and learning. AI could make tasks quicker, but it should provide information to guide but not make professional decisions. AI can copy human bias, use private data improperly or provide reasons for its decision making. The guidance on responsible use of AI in recruitment provided by the UK government raises concerns about discriminatory consequences and digital exclusion (DSIT, 2025). Privacy, intensity of work, and inequality were among concerns raised by the OECD (2024). HR professionals have to consider available evidence, secure confidential data, provide explanations, and give individuals an opportunity to appeal decisions made by machines. Empathy and context remain important when decisions affect a person’s job, development or wellbeing.
[bookmark: _Toc242785448]3.2 Reflective Analysis: Three Examples
First, I utilized AI to gain insight into topics like high-performance work systems, agile working, and hybrid work. Explanations in plain language allowed me to pinpoint important notions but could over-simplify the discussion and ignore limitations. I thus had to compare plain-language explanations to academic literature and form my own view.
Second, I used AI to explore research terminology and potential references regarding work design and collaboration between employees. AI allowed me to generate search words and determine themes that were worth investigating. However, one should note that an AI recommendation is not enough to prove that the source is credible. It is necessary for me to verify the author, place of publication, date, and DOI or the original web address before I could use a certain reference.
Third, I used AI to find possible recommendations and correct grammar and wording issues. In this dialogue, AI also contributed to producing the first draft of Task A. It would thus be inaccurate to state that all sentences have been written without any outside help. My responsibility is to verify all claims and references and adjust any wording that contradicts my own understanding. The CIPD (2024) encourages people professionals to use technology responsibly and think about its consequences for their employees.
[bookmark: _Toc242785449]3.3 Personal Capability Development Action Plan
	Development need
	Action
	Timescale
	Success measure

	Research and source checking
	Verify every reference in the original publication or official website.
	Before each submission
	All sources are traceable and accurately cited.

	Ethical AI use
	Learn about bias, privacy, transparency and human oversight in HR.
	Within 3 months
	Apply a checklist to any AI-supported HR task.

	Critical writing and judgement
	Draft arguments independently before using AI for feedback; record what I accept or reject and why.
	Weekly for 3 months
	Produce clearer work with evidence-based reasoning and fewer unverified claims.


In conclusion, AI can assist my future HR practice as long as I use it transparently and critically. I will retain accountability for decisions, ensure confidentiality and treat employees fairly.
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