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[bookmark: _Toc242804325]Introduction 
In this report, I am going to discuss how NexSpace Health Systems NHSX, a healthcare technology organization in the UK, India and the UAE can improve its working methods and create an environment where employees can grow their talents. The organization experiences issues related to decision-making, experimenting, career growth and well-being of employees as it continues to expand. This report is going to first discuss traditional ways of working and the modern ones such as flexible work methods, high-performance work methods and experimentation among others. Then it will be followed by how NHSX can help the employees develop their talents by learning, participation and management techniques. Lastly, I am going to talk about the use of AI in human resources and how I can grow professionally. Also, this report will look at how such practices can be adopted in order to ensure accountability, quality of services and wellbeing of employees. The report will particularly look at the connection between staff development and the success of organizations. Relevant theories on HRM will be used to analyze the pros and cons of these approaches. Lastly, this report will look at how NHSX can evaluate success.
[bookmark: _Toc242804326]Task A: Designing Innovative Working Practices
[bookmark: _Toc242804327]A1. Traditional vs current working methods
In a traditional setting, hierarchy, well defined tasks, office attendance, and senior management decision-making are all crucial components of working practices. In the field of healthcare technology, where patient safety and data privacy must be maintained, traditional working techniques can result in good accountability and consistency. Nevertheless, too many approvals and departments’ isolation could slow down decision-making and cooperation processes. In modern working settings, employee engagement, flexible working conditions, joint responsibilities, ongoing learning and performance based on the achievement of desired results are prioritized. In NHSX, it would mean giving software developers, doctors, data experts and other employees an opportunity to collaborate around common goals instead of working separately in different departments (Habib, 2026). By coordinating hiring, training, performance evaluation, information, and incentive systems with corporate objectives, the High-Performance Work Systems (HPWS) aid in the aforementioned transition. This is made possible by the high involvement system, which ensures that employees have greater access to information and possibilities for decision-making. The main difference between the two is that traditional practices emphasize control and processes while contemporary practices stress accountability along with worker competence (Sinker et al., 2024). 
Table 1: Dimension and its traditional model along with contemporary NHSX model 
	Dimension
	Traditional model
	Contemporary NHSX model
	Critical implication

	Decision-making
	Hierarchical approval
	Delegated, outcome-based authority
	Faster decisions, with clinical-risk escalation retained

	Team structure
	Functional silos
	Cross-functional product squads
	Improves knowledge integration and ownership

	Work location
	Predominantly office-led
	Hybrid by task and team need
	Flexibility without abandoning collaboration

	Performance
	Activity/manager evaluation
	Outcomes, learning and team contribution
	Reduces presenteeism and encourages innovation

	Learning
	Periodic courses
	Continuous learning in workflow
	Builds AI and digital capability continuously

	Innovation
	Management-led
	Employee experimentation with guardrails
	Increases ideas while protecting patient safety


There is need to integrate structure management and involvement of workers for the shift from old to new ways of working. The traditional ways involve clear job roles and procedures while new methods promote teamwork, joint decision making and improvements. This process could assist in addressing the problems of delays resulting from too many approvals and departmental separations at NHSX. High-performance working practices, which link employees' skills, performance evaluation, and acknowledgment to company goals, might be helpful in this process. 
[bookmark: _Toc242804328]A2. Recommended integrated working-practice framework
1. Flexible Working Arrangements
It is recommended that NHSX embraces flexible working conditions that give room for the workers to schedule their time based on personal, team, and work considerations. Employees at NHSX will be able to perform work that requires concentration while working as a team reviewing products, scheduling meetings, and sorting out any problem during such meetings. Communication protocols and digitization of documents will help the employees at NHSX to coordinate with each other in the UK, India, and UAE (Bristol-Alagbariya et al., 2024).
2. High-Performance Working Practices
By coordinating hiring, training, staff development, feedback, and recognition with company objectives, NHSX may guaranty the adoption of high-performance working methods. Employees at NHSX must get opportunities for skill development, feedback, and clear performance goals. Indicators including job quality, customer outcomes, teamwork, and dependable delivery must be used to assess employee performance. Supervisors must give staff members the resources and accolades they need. These practices will increase motivation and performance of employees (Yijia et al., 2025). 
3. Experimentation by Employees and Continuous Improvement
NHSX should set up a process for experimentation which will allow its employees to try out new ideas and develop existing work processes. Every experiment will have a goal, time limit, criteria for success and necessary clinical safety, data protection and cyber security tests. Feedback will be collected, analyzed and used to determine if it is necessary to develop, grow or stop the project altogether. NHSX should develop an experimentation pathway. Experiments can be conducted in the small, with time-boxed experiments and well-defined hypotheses, measures and risk limits for each squad. 
Table 2: Practice and its design at NHSX along with KPIs 
	Working practice
	Implementation at NHSX
	Suggested KPI

	Flexible working
	Agreed working arrangements, communication standards and team coordination
	Employee satisfaction and delivery reliability

	High-performance working
	Clear objectives, feedback, skills development and recognition
	Work quality and productivity

	Experimentation
	Time-limited trials with documented results and safety checks
	Experiments completed and improvements adopted


[bookmark: _Toc242804329]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242804330]B1. Critical evaluation of talent-flourishing environments
A talent-rich organization is one that not only employs brilliant individuals but also fosters the use, development, and cultivation of those individuals' abilities. The concept of learning organization from Senge's viewpoint is highly focused on mental models, systems thinking, shared vision, team learning, and individual mastery. In NHSX, learning is not associated with punishment; every mistake made in product development, client education, and experimentation is a chance to learn. However, due to all the efforts that should be put into work, the potential of rhetoric cannot be realized without thinking. Learning must be included in the work schedule (Radu, 2023). The Growth Mindset Theory by Dweck is utilized to promote mindsets believing in growth. This will be pertinent to the NHSX and the quick changes in the abilities needed. But having a growth mindset is no good if they are expected to learn more and the organisation does not give them enough time and resources. The strategic response is protected learning time, mentoring, communities of practice and internal mobility (Muzaffar Zargar and Gani, 2025).
It's also about building psychological safety for Edmondson. Staff should be able to challenge beliefs, own up to errors and express concerns without interpersonal sanctions. In the field of healthcare technology, this is particularly worrying: this is far more dangerous than a failed commercial experiment, and is much worse if nobody mentions, speaks, or says anything, that it is unsafe. P.S. is not synonymous with low accountability, high expectations and high interpersonal safety. There are three key motivational needs: autonomy, competence, and relatedness. Decision rights, development pathways and relatedness (companies and cross-border teams) are ways in which NHSX can enhance autonomy, competence and relatedness. Job Crafting theory introduces a mechanism at the individual level: employees can alter their tasks, relationships, and work meanings to make these tasks fit them better (Mujtaba and Lawrence, 2024). NHSX cannot create an enabling environment for talent if it focuses solely on identifying talented employees in its workforce. It is important to offer chances for growth in terms of gaining necessary skills, career advancement, and sharing ideas without being subjected to any form of discrimination (Syafri et al., 2025). This can be achieved through three interrelated priorities including learning and development, psychological safety and employee engagement, and employee wellbeing and performance management.
[bookmark: _Toc242804331]B2. NHSX Strategic Talent Growth Ecosystem
The system consists of five pillars which are inter-related: capability architecture, continuous learning, internal mobility, psychological safety and employee experience. They have developed a process of learning using these pillars which includes learning to do, learning to apply, learning to get feedback, learning to show impact, and learning to open up new avenues.
Table 3: Pillar are its intervention and proposed measure with 12 month target
	Main priority
	Intervention
	Measure

	Learning and career development
	Protected learning time, mentoring and career discussions
	Learning participation and completed career conversations

	Psychological safety and involvement
	Manager training, feedback and speak-up mechanisms
	Employee participation and psychological safety survey

	Wellbeing and performance
	Workload reviews, regular check-ins and performance feedback
	Wellbeing scores, work quality and employee turnover


1. Lifelong Learning and Career Growth
Skills framework, protection of learning time, mentoring, and development activities within the organization are the things which NHSX should have. An individual should know about the skills required for him/her in his/her current position and in future positions as well. Employee competencies could be developed using project-based learning for a shorter period of time and interdepartmental learning as well. Quarterly career meetings would help to know about employees’ strengths and development areas.
2. Psychological Safety and Employee Involvement
The management must establish a setting where staff members may express their worries about the current procedures and offer recommendations without worrying about receiving unfair treatment. Psychological safety and explicit accountability must coexist in a healthcare technology company (Farmanesh et al., 2023).
3. Work-Life Balance and Performance Management
It is imperative for managers to talk about work-life balance in routine reviews and make sure their employees are equipped with all the necessary resources to deliver the set goals. Performance evaluations should also look into work efficiency, teamwork, personal development, and organizational success (Wijaya et al., 2025). 
[bookmark: _Toc242804332]B3. Talent governance and implementation roadmap
Table 4: Phases and its roadmap
	Phase
	Main actions

	First 60 days
	Establish baseline measures for engagement, turnover, skills, workload and performance.

	Months 3 - 6
	Establish the learning process, provide management training and get feedback from employees.

	Months 7 - 12
	Analyze the outcomes and refine the intervention strategy through performance metrics.


Governance needs to come with an executive sponsor that is backed by HR/People, Technology, Clinical Safety, and business leadership. People/innovation dashboard needs to be consistent with organizational results and created quarterly. Here is a list of "measures" to consider: regrettable attrition, internal mobility, learning adoption, engagement, psychological safety, decision-making cycle time, experiments cycle time, delivery reliability, customer results (Anjani and Prabavathi, 2025). In this way, talent management will not be divorced from performance management.
[bookmark: _Toc242804333]Task C: Reflective Report
[bookmark: _Toc242804334]C1. AI as a strategic HRM decision-support tool 
I see AI as a tool that will support professional judgement rather than take its place in my goal of becoming an HRM author. This technology may analyze workforce trends, detect skills gaps, be used for workforce planning, gather feedback from employees, personalize learning advice, and even detect signs of staff attrition. In terms of the capabilities of artificial intelligence, it may allow NHSX to correlate skills data, learning engagement, project demands, and employees' experience data in order to predict future skill shortages. This may help improve the HR decision-making process in terms of speed and consistency.
However, the ability to predict does not mean that the use of the technology is ethical. The HR data may contain certain biases, stand-ins for protected classes, be incomplete, or even represent the bias of the past manager. The ability to predict attrition may lead managers to treat employees differently just because they do not want to quit. Transparency, explainability, data minimisation, human interaction, access control, and frequent bias testing are crucial. 
[bookmark: _Toc242804335]C2. Three examples of AI use and capability reflection
Table 5: AI use and how its helped
	AI use
	Capability gained
	How AI helped
	Limitation
	Professional response

	Literature/report research
	Critical synthesis and research structuring
	Accelerated identification of themes and alternative arguments
	Risk of plausible but unsupported claims
	Verify sources and distinguish evidence from AI interpretation

	Data analysis/KPI interpretation
	Analytical reasoning and communication
	Helped explain patterns, formulas and scenario implications
	Can produce incorrect calculations or overconfident conclusions
	Recalculate key results and document assumptions

	Professional writing/presentation
	Communication and executive storytelling
	Improved structure, clarity and audience adaptation
	May make writing generic and reduce personal voice
	Edit critically, add own judgement and retain accountability



My experience suggests that efficient use of AI requires higher-level capabilities rather than lower capabilities. My learning priorities are thus to be an AI-savvy human resource professional able to question outputs, verify evidence, detect bias, and make responsible decisions. Efficiency in the use of AI produces value only if combined with improved human judgement.
[bookmark: _Toc242804336]C3. Personal capability development plan
Table 6: Personal capability development plan
	Capability
	Development need
	Action
	Measure
	Timescale

	AI & people analytics
	Strengthen predictive HR and responsible AI knowledge
	Complete applied people-analytics projects using Python/SQL/R and HR datasets
	2 portfolio projects + ethical review
	0–6 months

	Evidence-based HR
	Improve critical evaluation of sources and models
	Use systematic search, triangulation and source-quality checks
	Source audit in major reports
	0–6 months

	Strategic HRM
	Connect people interventions to business outcomes
	Study HPWS, talent management, EX and workforce planning
	3 strategic case analyses
	3–9 months

	Communication
	Develop executive recommendation skills
	Practise concise dashboards and board presentations
	4 presentations with feedback
	3–9 months

	Leadership/coaching
	Build capability to facilitate development
	Coaching/feedback training and team exercises
	Feedback ≥4/5
	6–12 months

	Ethical judgement
	Deepen responsible AI and employment ethics
	Maintain AI-HR ethics checklist for projects
	100% projects reviewed
	Ongoing


[bookmark: _Toc242804337]Conclusion
The report above has explored ways in which NHSX may enhance its organisational performance using working practices and talent management. Working flexibly, high-performance working practices, and employee experimentation could promote teamwork, productivity and constant improvement. Talent management should involve continuous learning and career development, psychological safety and engagement of employees, and well-being of employees through performance management. All this needs to be carried out clearly allocating responsibilities, having appropriate resources and measuring outcomes. Evaluation will be necessary for NHSX in order to know what works, what does not work and how employee development impacts on organizational performance. 
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