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1  [bookmark: _Toc242772075]Introduction
NexSpace Health Systems (NHSX) is a fast growing healthcare technology company that currently employs around 600 individuals in the UK, India and the UAE (GOV.UK, 2019). Its expansion, and expanded investment in artificial intelligence (AI) has introduced scale effects on the workforce such as tiers of decision making, limited staff creativity, poor cooperation during hybrid working and challenges in employee retention due to high performers. These issues are especially pressing due to the growing rate of change in technologies putting more and more pressure on the requirements of digital skills and other human competences including creativity, adaptability and working together (World Economic Forum, 2025). 
This report critically analyse modern working practice, design strategic talent-development ecosystem and contemplate personal HRM capability development and how AI can be strategically used.
2  [bookmark: _Toc242772076]TASK A: Designing Innovative Working Practices
Traditional Work Design
The classical process of work organisation is traditionally typified by a concentration of decision making processes, a centralized system of authority, functional departmentalisation, standardization of jobs as well as moderately determined working conditions (Ahmed, 2017). The flow of communication is mostly vertical between managers who make the decisions and employees following given set responsibilities. These kinds of arrangements can deliver clarity, consistency and accountability which is particularly relevant to NHSX since healthcare technologies consider patient safety, data protection, clinical reliability as well as regulatory accountability. In the case of an organisation that is working in swiftly growing AI and digital-health markets, this may limit innovation and creativity on the part of employees.
Functional silos may also form in the traditional structures, dividing specialists into functional units (Bento, Tagliabue and Lorenzo, 2020). This may limit information sharing between product teams, data scientists and clinicians, as well as software developers. Modern studies are focused on the relevance of organisational nimbleness and staff strengths more and more in achieving successful digital transformation (Muduli and Choudhury, 2024). Thus, though hierarchical controls are not to be abolished completely in NHSX, they have to be accompanied by more participative and flexible methodologies.
Contemporary Work Design
High-Performance Work Systems (HPWS) incorporates some practices like employee development, training, performance management, participation and proper reward systems to enhance organisational capabilities (Kaushik and Mukherjee, 2021). The premise behind all this is that, investing in human capital has the potential to generate competitive advantage. There is an indication that HPWS has the potential to help employees to be more innovative and lead to the improved organisational performance, but the results will depend on the coherence and suitability of the practices (Kaushik and Mukherjee, 2021). In the case of NHSX, however, HPWS might be able to tie continuous learning and performance management to innovation goals. However, too much performance pressure may result in work intensification, such that high performance is to be accompanied by wellbeing of employees.
Another alternative offered by Agile working is the concept of iterative working which is based on short development cycles, fast feedbacks and cross-functional teams. According to recent studies, successful agile teams enjoy a shared leadership, power empowerment, psychological safety and collaborative working (Steegh, Van De Voorde and Paauwe, 2024). Agile practices can thus make NHSX react quicker to evolving needs of healthcare-providers and upcoming AI technologies. However, agile approaches do not necessarily lead to success: studies single out such issues as time constraints, poor customer engagement and process challenges (Meckenstock, 2024). Agile working can thus be conducted within relevant clinical, cybersecurity and regulatory controls.
Hybrid and flexible working offer a better choice to employees on where and when work is done. These arrangements have the potential of enhancing flexibility, attraction, retention but on the other hand, it can undermine the organisational connection, organisational culture and management coordination when poorly arranged. According to CIPD (2025), 74 per cent of organisations are now in some form of hybrid working, with employers citing both talent and productivity gains, and issues around management and organisational culture. NHSX then ought not to consider hybrid working merely as a remote-working policy thus should architect it to the nature of different jobs.
Lastly, Sociotechnical Systems Theory focuses on the collaboration between social and technical systems to optimise them jointly. This is most applicable to NHSX since AI technologies cannot be thought of outside the individuals, workflow and organisational processes upon which it functions. The technological innovation in healthcare needs to be streamlined with professional judgement, capabilities and ethical protection of employees (Almyranti et al., 2024).
2.1 [bookmark: _Toc242772077]Recommended Innovative Working Practices for NHSX
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Image 1: Recommended Framework for NHSX
· Cross-Functional Innovation Teams: NHSX ought to form multidisciplinary innovation teams, including AI/software experts, medical personnel, data scientists, product managers, cybersecurity experts, HR and customer representatives. The integration of these views can help eliminate functional silos and promote the integration of knowledge. Research on healthcare innovation highlights the importance of teamwork in supporting successful implementation of innovations (McGuier et al., 2024).
· Agile Project Teams: NHSX ought to implement agile project teams through brief development sprints, frequent team meetings, sprint reviews and retrospectives (Didit Darmawan, 2021). Teams would get straightforward outcomes but at the same time they would have freedom of their outcomes. Nonetheless, this should not exclude experimentation with clinical uses, which should be formally approved in terms of safety and regulation.
· Hybrid and Flexible Working Model: A gradual hybrid would be more appropriate: NHSX does not need full-time working in the office and does not need fully remote work. Individual, focus and analytical work could be done as employees worked remotely, whereas team development and complex problem solving along with innovation workshops could be held on designated days of collaboration. 
· Employee Autonomy and Empowerment: Managers need to leave to staff the right operational choices, institute employee-led innovation programs, innovation budgets and structured suggestion programs. Autonomy may enhance ownership and empower the specialists to exercise their knowledge more efficiently (Vettriselvan et al., 2025). Nevertheless, the autonomy must be within a well-defined scope regarding patient safety, cybersecurity, data protection and regulatory compliance.
· Digital Collaboration Infrastructure: Integrated digital collaboration systems like Microsoft Teams or similar applications, digital project-management systems, external knowledge repositories, virtual whiteboards and AI assistance-based collaboration systems should be employed by NHSX. During learning, digital communities of practice would provide the ability to bond employees regardless of geographical areas and decrease the loss of knowledge. But technology must empower and not subtract human interaction especially since sophisticated healthcare innovation entails professional judgement and relationship-building.
Expected Organisational Performance Outcomes
It is likely to yield quick decision-making, knowledge sharing, employee engagement and improved productivity, customer responsiveness and enhanced talent retention. According to CIPD (2025), 41 percent of employers relate higher levels of productivity and efficiency with increased home or hybrid working; flexibility also contributes to attraction and retention also. At NHSX, a combination of these advantages with cross-functional and agile working might result in a more innovative and responsive organisation without compromising the governance that is the cornerstone of healthcare technology.
3 [bookmark: _Toc242772078]TASK B: Breeding an Environment Where Talent May Grow
Creating an Environment Where Talent Flourishes
With NHSX, talent management must not focus on identifying high performers as well as establishing an organisational climate where a wide variety of employees can learn and contribute and progress continuously.
· Learning Organisation — Senge: As argued by Senge (1990) in his learning organisation concept, there are five disciplines which include systems thinking, personal mastery, mental model, shared vision and team learning. Systems thinking will motivate NHSX to treat technological, people and operational problems as interrelated, not independent. Personal mastery motivates employees to engage in lifelong learning, and existing mental models can be challenged, prompting employees to challenge their assumptions regarding AI, healthcare delivery and best working practices. The common vision can bring employees together within the UK, India and UAE towards a shared organisational goal, and knowledge sharing can occur across geographical and professional borders with team learning. 
This strategy is becoming more relevant, as AI is transforming the working activities and the skill demands.
· Growth Mindset — Dweck: The growth mindset perspective theory advances the idea that skills could be acquired through determination, language and proper techniques instead of taking them as fixed (Dweck and Yeager, 2019). NHSX can prompt the staff to take some lessons, see risky projects as a learning experience and take constructive criticism to become a better worker. This would endorse experimentation and innovation, especially in the development of AI. Nevertheless, such an attitude towards growth not only ought not to become a managerial slogan but also it does not have organisational support.
· Psychological Safety — Edmondson: The idea of psychological safety means that the employees should be convinced that they can speak up, raise questions and take interpersonal risks without any negative outcomes (Edmondson and Lei, 2014). In the case of NHSX, this is especially crucial as the employees of AI-enabled healthcare technologies should be able to shoot down the assumptions, report the errors and raise the concerns regarding the data quality, the results of the algorithm and patient safety.
· Job Crafting: Job crafting enables the employees to recreate their jobs actively by constructing their work through redefining their tasks, relationships and perceiving their work (Wrzesniewski and Dutton, 2001). An AI specialist could have further mentoring or work with clinical teams, or an innovation project, at NHSX, which fits their career interests. Job crafting will thus aid in shaping the competencies of employees by allowing them to utilize their strong points as they acquire new skills.
· Strategic Talent Management and Employee Experience: Identifying talent, career pathway, succession planning, learning and development, mentoring, coaching, internal mobility, recognition and employee experience should be combined in NHSX. Supply access to more people in development would result in more talent pipeline and eliminate feelings of injustice (George and George, 2024). Employee experience needs also to be looked at in a holistic way to include the way employees interact with managers, technology, workplace practices, and career opportunities and organisational culture. A good employee experience can thus work in harmony with the formal talent-management practices and aid NHSX retain employees who otherwise would leave due to lack of career advancement.


3.1 [bookmark: _Toc242772079]Comprehensive Talent Growth Strategy for NHSX
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Image 2: Talent Growth Strategy for NHSX
· Continuous Learning Academy: Established by NHSX is an internal NHSX Learning Academy that offers formal development in AI, digital healthcare, leadership, project management, data analytics, cybersecurity, communication and cross-cultural management (McGinnis, Fineberg and Dzau, 2021). Delivery must be a combination of microlearning, workshops, online course and applied projects. This would make employees keep on enhancing their skills instead of having intermittent training programmes.
· Individual Development Plans: Each of the employees is to be provided with a yearly or twice a year development plan entailing their present competencies, future career objectives, and competencies deficiencies, developmental goals, development activities, and future roles. These plans should be revised by managers on a regular basis and development objectives must be tied to organisational priorities.
· Career Pathways and Internal Mobility: Career pathways to be considered by NHSX should be transparent. Employees should be made aware of internal vacancies, short-term assignments and project rotations. This goes straight to the existing retention issue facing the organisation showing that a career build can be achieved without needing to leave NHSX.
· Mentoring and Coaching: Senior-junior mentoring, reverse mentoring, cross-country mentoring and leadership coaching are some of the mentoring processes that should be included in structured mentoring programme. Peer learning may reinforce the transfer of knowledge across geographical locations by enabling the top managers to gain insights into the views of younger workers towards technology, flexibility and career goals through reverse mentoring (Chaudhuri, Park and Johnson, 2021).
· Psychological Safety and Innovation Culture: NHSX is advised to form innovation forums, employee-voice, periodic project retrospectives and safe feedback. Learning, trial and error and positive challenge should be rewarded among employees. Innovation can be fostered through a "fail, learn and improve" principle but it should be differentiated with avoidance of taking unacceptable risk. Experimentation of patient information or clinical decision-making in healthcare technology has to be under relevant governance and safety measures.
3.2 [bookmark: _Toc242772080]Measuring Talent Strategy Success
The strategy can be measured by NHSX based on such indicators as employee retention, voluntary high performer turnover, internal promotion, training participation, skills development, engagement, psychological safety, innovation completion, internal mobility and wellbeing/absence indicators. These measures need to be looked at in combination not in separate messages such that better productivity is attained at the cost of employee wellbeing. 
In general, the talent ecosystem at NHSX ought to align learning, autonomy, the psychological safety, career development, recognition and wellbeing. This kind of integrated focus can lead to a shift of talent management as a reactive retention system to more of a strategic organisational capability.
4 [bookmark: _Toc242772081]TASK C: Reflective Report
4.1 [bookmark: _Toc242772082]Artificial Intelligence as a Strategic HRM means
Artificial Intelligence (AI) is a strategic decision-support tool that is being extensively applied in Human Resource Management (HRM) (Vrontis et al., 2023). It is able to facilitate the process of recruitment, talent identification, workforce forecasting, skills-gap analysis, personalised learning and employee engagement analysis. AI is also capable of supplying performance data and assists human resource professionals with the trends of the workforce. The OECD (2024) acknowledges the potential offered by AI in the workplace and the importance of responsible usage and human supervision. Nevertheless, AI is a source of danger too. Algorithms prone to discrimination can replicate discrimination during recruitment and promotion, whereas large amounts of data collection about the employees can lead to privacy and monitoring issues. 
3.1 [bookmark: _Toc242772083]Reflective Analysis: Three Examples of Personal AI Use
With the help of the Reflective Cycle introduced by Gibbs (1988), I will be able to assess how AI has contributed to my professional development in terms of capability.
· Example 1 - Academic Research: I have employed AI in the development of research concepts, finding themes and organization of scholarly texts. This helped me to be more efficient in my research and opened me to other views. Nonetheless, AI has the potential to generate misleading information and invalid sources. I thus got to know how to validate information that AI gives by means of genuine scholarly articles, enhancing my ability to think critically and conduct research.
· Example 2 - Writing and Communication: I have applied AI to boost grammar, structure and clarity. This assisted me to communicate better but over reliance might undermine independent writing and critical thinking. I thus involve AI as an editing and brainstorming tool retaining responsibility of the argument and end product.
· Example 3 - Problem-Solving and Career Development: I have applied AI to investigate career opportunities, evaluate professional situational challenges and locate employability skills. This was quick to get feedback but recommendations were generic. I got to know how to take AI recommendations and integrate them with my personal judgment and situation, which enhances my problem-solving and career-planning abilities.
3.2 [bookmark: _Toc242772084]Personal Capability Development Plan
	Development Area
	Current Capability
	Development Need
	Action
	Timescale
	Success Measure

	AI literacy
	Basic/intermediate
	Strategic HR application
	Complete AI/HR analytics course and practical project
	3–6 months
	Certificate/project

	Data analytics
	Developing
	HR data interpretation
	Develop Excel and Power BI skills
	6-9 months
	HR analytics dashboard

	Ethical AI
	Developing
	Governance and responsible use
	Study AI ethics and data protection
	9-12 months
	Successful application to HR scenarios


Table 1: Personal Development Plan
On the whole, this strategy evidences that the employability of the future will demand technical, analytical, interpersonal and ethical skills. I must learn to utilize AI properly and retain critical thinking, compassion, communicative and professional integrity.
5 [bookmark: _Toc242772085]Conclusion
The ability to retain and develop talented individuals will be as important to NHSX as its investment in AI and digital healthcare technologies in the future and its competitive advantage. The traditional hierarchical structure offers the required control and accountability, but more agile, cross-functional, hybrid, and empowered working should be used to enhance innovativeness and responsiveness to organisational changes. Comprehensively, the combined strategy suggested in this report has the potential to make NHSX develop an innovative, flexible, engaged and constantly evolving workforce.	
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