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[bookmark: _Toc242723740][bookmark: _Toc242264696]1. Introduction
NexSpace Health Systems NHSX is a rapidly expanding healthcare technology company based in the United Kingdom with an approximate of 600 employees in the United Kingdom, India and the United Arab Emirates. Its expansion in artificial intelligence and digital health has posed people-management problems such as slow hierarchical decisions, poor experimentation, poor hybrid collaboration, less career development and challenge balancing wellbeing against heavy performance expectations. Such problems may limit creativity and unwanted churnover. The report thus suggests a cohesive human capital strategy where work is re-designed around teamwork, flexibility and autonomy and a learning-based talent ecosystem which facilitates capability development, retention, accountable operations and sustainable organisational nimbleness.
[bookmark: _Toc242723741]2. Task A: Designing Innovative Working Practices
[bookmark: _Toc242723742]2.1 Traditional versus Contemporary Working Practices
Traditional work design is based on clear hierarchy, specialised roles, standard procedures and managerial control. Reliability, accountability and consistency can be facilitated by this kind of arrangement and are relevant in health technology as clinical decisions and data governance can be influenced by errors. Nonetheless, too much control of the work may slow down their decision-making, limit the discretion of the employees, and deter experimentation. The modern sociotechnical reasoning holds that the design of people, processes and digital technologies should fit in one another instead of optimising technology (Govers and van Amelsvoort, 2023). This is very applicable to NHSX since AI systems will be valuable only when workers possess appropriate requirements of skills, information and rights of decision making.
High-Performance Work Systems (HPWS) are characterized by a combination of practices like training, participation, performance management and rewards so as to reinforce employee capability, motivation and opportunity. More recent findings associate HPWS to increased intrinsic motivation and organisational innovation, but any benefits of this practice rely on employees having some form of reasonable fit to the organisation (Wang, Zhu and Jin, 2024). High-Involvement Work Systems are more ambitious as there is increased voice and involvement of employees in decisions. This can enhance ownership, although unclearly defined autonomy can result in inconsistent decision making or a temporary ritme of role confusion.
Agile working shifts the decision-making power to a multidisciplinary team and facilitates rapid learning. In the case of NHSX, it is directly related to slow decision-making, minimal experimentation and poor creativity since teams are able to test ideas and adjust in response to this without requiring the approval of their senior’s multiple times. However, agile authority must remain clear and coordinated, because excessive sprint pressure can favour short-term delivery over deeper innovation (Meier and Kock, 2024). Hybrid and flexible work may be able to assist with retention and performance as well, yet only when the collaboration is not left to the option of an individual choice but a carefully planned one (Bloom, Han and Liang, 2024).
Table 1: Traditional and Contemporary Working Practices for NHSX
	Dimension
	Traditional approach
	Contemporary approach for NHSX

	Structure
	Hierarchy and silos
	Cross-functional agile teams

	Decision-making
	Centralised approval
	Delegated authority with risk controls

	Job design
	Fixed specialised roles
	Autonomy, flexibility and broader skills

	Collaboration
	Function-based communication
	Hybrid, digital-first knowledge sharing

	Performance
	Compliance and presence
	Outcomes, learning, quality and wellbeing



[bookmark: _Toc242723743]2.2 Innovative Working Practices for NHSX
NHSX is advised to set up cross-functional product-squads with AI professionals, software engineers, clinicians, cybersecurity personnel, product managers and customer-facing staff. This is a direct solution to the silo working, poor cross-functional teamwork and snail pace knowledge sharing since clinical, technical and customer expertise would be at the same team when making decisions. Every team is expected to possess an explicit patient or provider issue and shared prototypes, dashboards and project documentation because the integration of knowledge between professional teams can be adopted by boundary objects (Caccamo, Pittino and Tell, 2023). Assumptions, failures and solutions to be shared between monthly learning forums across the UK, India and the UAE should also be directly tested, unlimited improvement of cross-cultural collaboration and sharing organisational knowledge.
NHSX should replace informal location choices with a coordinated hybrid model. Planned collaboration days may be used to support design, clinical discussions and problem-solving, with remote days used to support focused analysis or coding. This directly responds to the weakness in hybrid collaboration reported and formulates the social connection opportunity and joint decision as predictable. Well-crafted hybrid working will be able to lower the rate of quitting without harming the performance (Bloom, Han and Liang, 2024). Time zone limitation would also be minimized due to some flexibility of start and finish times which would be backed by agreed core overlap hours among the UK, India and UAE. Work-setting support needs to be preserved in both home and workplace since they influence the productivity during the hybrid work (Arata, Sugiuchi and Kawakubo, 2024).
Clear boundaries of decisions should be provided to increase employee autonomy. Groups are encouraged to confirm habitual product rules, examination priorities and client reactions with no recurring senior verification and high-risk clinical, privacy and legal concerns adherence are officially controlled. This addresses directly the sluggish hierarchical decision-making that was diagnosed with NHSX and retains healthcare accountability. Sociotechnical research demonstrates that the greater the digital transformation is a shift of social and cultural arrangements with technology rather than technology as a singular intervention (Butt et al., 2024). Managers are therefore advised to be more coaches who define goals, eliminate obstacles and aid in accountable autonomy.
Limited experimentation and innovation should be tackled with agile project practices that include short planning cycles, visible backlogs, fast user feedback and retrospectives. Teams must also be promoted to find time to experiment and learn through failure instead of delivery speed being rewarded. Digital collaboration platforms should then support this model through searchable knowledge repositories, recorded demonstrations, shared decision logs and asynchronous updates. This provides a direct solution to the lack of knowledge sharing by international part, and enterprise social platforms would be effective to spur employee creativity when they enhance relatedness and competence (Pitafi and Xie, 2024).
[bookmark: _Toc242723744]2.3 Impact on Organisational Performance
The changes directly address the issues mentioned in NHSX. The authority should be delegated to lessen the time to take decisions; agile experimentation should reinforce innovation; coordinated hybrid work should enhance collaboration; and shared digital repositories should enhance knowledge sharing across cultures. Employees may also be motivated to present ideas and concerns without the fear of reprisals due to the influence of psychological safety (Zadow et al., 2023). These factors monitored at NHSX should be fatigue in the digital world, differences in visibility, and undue sprint pressure. The measures that should be used to test whether autonomy is generating sustainable performance are pulse surveys, innovation-cycle time, turnover, collaboration, quality, wellbeing and compliance indicators.
[bookmark: _Toc242723745]3. Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242723746]3.1 Theories Supporting Talent Growth
A Learning Organisation strategy will work well primarily due to the small amount of learning opportunities reported in NHSX reports. Learning must be incorporated into projects in terms of retrospectives, peer review, after-action discussions and knowledge-sharing forums rather than training being thought of as episodic courses. A knowledge-work environment provides evidence that learning-oriented leadership and systematic problem solving can facilitate learning together with efficiency and quality (Kristensen, Saabye and Edmondson, 2022). This would help to ensure development is a continuous process and the concern of employees who feel that they do not have enough chances to develop new capabilities would be addressed.
The issue of low career development can be pushed with the help of Growth mindset as the concept of the ability to develop with practice, feedback and proper strategies can be reinforced. Uplifting affective wellbeing is associated with growth mindset and workplace research that has found that employee positive work reflection leads to better wellbeing outcomes (Karpagavalli and Suganthi, 2024). Language growth should not however be used as an alternative to real opportunity by NHSX. Employees require guarded developmental time, training, observable vocations and stretch employment or they do not get influenced to continue learning but rather feel discouraged.
The most suitable tension is the wellbeing vs. high-performance expectations tension, which can be described as Psychological Safety. The workers using AI and healthcare technologies should be able to challenge assumptions, learn to make mistakes, seek assistance and express ethical or workload issues without trepidation. Innovative performance is positively linked to team psychological safety via greater communication behaviour (Jin and Peng, 2024). NHSX ought to thus integrate superb psychological safety along with explicit quality, ethical and delivery standards in a manner that safety assists in learning without sacrificing accountability.
Self-Determination Theory and job crafting can justify how NHSX can facilitate retention and wellbeing. Engagement and job satisfaction is associated with autonomy, competence and relatedness, whereas burnout and turnover are related to need frustration (McAnally and Hagger, 2024). Giving employees the opportunity to redesign certain tasks and relationships can enhance the meaning and fitness, whereas active job design has been linked to increased engagement and reflective learning (Nissinen et al., 2024). These concepts thus inform the implications of effective resolutions to the NHSX retention and wellbeing challenges.
[bookmark: _Toc242723747]3.2 Strategic Talent Growth Strategy for NHSX
The initial capability map towards an idea of a talent ecosystem that NHSX can embark on is a six-monthly capability map of AI, cybersecurity, clinical informatics, product management, responsible innovation and international leadership. Each critical role and the skills needed to develop should be associated with the levels of proficiency. This is a direct impact on low career climb rates as employees can now view their current potential, job demands in prospective positions and the existing gap they must fill. HR can then make decisions on which critical capabilities need to be purchased as outsourced and which capabilities need to be developed internally.
Direct connection of those capability gaps to continuous learning must occur with the help of secured learning time, brief online courses, practice communities, peer demonstrations, mentoring and stretch assignments. This directly addresses the absence of opportunities to learn as had been reported through making development an aspect of normal work instead of being an optional extra. Another way to reinforce engagement through team job crafting is by collectively altering both resources and modes of operation to achieve team demands (Ioda et al., 2024). New learning should then be put into practice by apprenticeship through project rotations and cross-functional assignments.
Subsequently, career pathways ought to be revealed throughout the UK, India and UAE. An independent line of development must be available to those employees who have leadership interests, whereas technical specialists should be allowed to advance without becoming people managers. Movement opportunities would be more transparent with the use of internal vacancies, short-term secondments and job shadowing. This will directly tackle career stagnation and high-performer turnover since employees have an opportunity to observe how they can have viable growth within NHSX instead of exiting to pursue development elsewhere. Retention is positively related to talent practices that relate development, deployment, and career opportunity (Almashyakhi, 2024).
Career conversations that are quarterly should link performance, strengths, aspirations with the following competencies needed to develop. High-potential identification should use several evidence sources rather than manager preference alone, and mentoring across clinical, AI and commercial functions should prepare 'ready-soon' successors for business-critical roles. These measures will directly tackle low upgrading by transforming career aspiration into observable developmental processes and career advancement. Recognition should be on knowledge sharing, responsible experimentation and contribution and individual output.
High-performance expectations are also causing a well-being issue that has to be addressed by talent development. Leaders’ ought to address positively as employees solve the workload issues, confess errors or record failed experiments. Engagement, creativity, innovation and work performance among software engineers are predicted by a strong psychosocial safety climate (Zadow et al., 2023). This needs to be done by combining performance indicators and wellbeing measures, work reviews and supportive coaching by NHSX to ensure that development is not sustained by unsustainable pressure. Psychological safety and autonomy serve to stimulate the more active crafting of jobs by the employees (Nwanzu and Babalola, 2024).
[bookmark: _Toc242723748]3.3 Expected Outcomes
The talent ecosystem needs to minimize the turnover through providing employees with a visible career path, frequent learning, and more open internal mobility. The developmental entanglement should be enhanced through capability mapping and career conversations, but the restricted developmental prospects have to be addressed with the help of the protected learning and mentoring. Wellbeing should be safeguarded by psychological safety and the review of workload, but not accountability. NHSX is needed to check turnover, internal movement, high potential retention, skills development, succession cover and healthiness to ensure that the scheme is ameliorating the initial issues.
[bookmark: _Toc242723749]4. Task C: Reflective Report
[bookmark: _Toc242723750]4.1 AI as a Strategic HR Decision-Support Tool
HR decisions can be supported using artificial intelligence to analyse the skills of the workforce, forecast practitionable turnover trends, sift through vast amounts of applicant data and suggest individualised education. Performance can be strengthened with the assistance of AI-enabled HR analytics, along with the integration of insights with employee engagement and considerate job design (Bagis and Yulianeu, 2024). The problem with AI is that, however, it can recreate biased historical data, which can decrease transparency and make managers more open to automated proposals, without critical examination. Conscientious AI work in HR will thus emphasize equality, responsibility, privacy and human control (Bujold et al., 2024). In the case of NHSX, AI must inform and not substitute professional judgement, especially where there is a career, wellbeing or employment impact. Human compassion and right to challenge decisions must be kept in focus.
[bookmark: _Toc242723751]4.2 Reflection on Three Uses of AI
[bookmark: _GoBack]Based on three applications of AI, I reflected on my experience, reflection, learning and future action using Gibbs Reflective Cycle. First, AI assisted in the identification of the HR research search terms, though all the sources needed verification. Second, it facilitated a comparison of the themes of hybrid work and talent development, but some of the outputs were too broad. Third, proofreading helped make me more understandable but had the potential to deteriorate my own voice when viewed as a mix-up. I found out that AI can be employed as decision support, and critical checking and responsibility should remain in my hands. Next time, my application of AI will be more selective and check any significant output prior to its use.
[bookmark: _Toc242723752]4.3 Personal Capability Development Plan
HR analytics is my first priority. Over the six-month period, I will undertake people-analytics training and practise workforce dashboards. The second value I will follow is called ethical AI literacy, which I will research bias, privacy, and transparency and apply an ethical checklist when making AI-aided HR decisions. Strategic leadership and communication is my third strategic priority. In the following year, I will guide a small group exercise, give suggestions and get feedback in a well-organized manner. Such acts reinforce evidences, ethical and communication skills of my reflection..
Table 2: Personal Capability Development Plan
	Development area
	Action
	Timeframe
	Expected benefit

	HR analytics
	Complete people-analytics training and practise dashboards
	6 months
	Stronger evidence-based HR decisions

	Ethical AI literacy
	Study bias, privacy and responsible AI; use an ethics checklist
	6 months
	Safer and fairer AI-supported decisions

	Leadership and communication
	Lead a small team activity and seek structured feedback
	12 months
	Greater strategic confidence and communication


[bookmark: _Toc242723753]5. Conclusion
NHSX should replace excessive hierarchy with cross-functional teams, hybrid working, employee autonomy and continuous learning. A strong talent ecosystem should support career development, coaching, internal mobility, succession planning and psychological safety. AI can strengthen HR decisions, but human judgement and governance remain essential for responsible innovation and sustainable performance.
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