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[bookmark: _Toc242799312]1. INTRODUCTION
The report is about NHSX or NexSpace Health Systems, which is a rapidly developing healthcare technology company, with 600 human capitals across India, United Arab Emirates and United Kingdom. Its global expansion creates opportunities for innovation, however, exposes structural weaknesses in employee autonomy, career progression, wellbeing, decision making and cross functional collaboration. 
The report evaluates innovative work design and strategic talent development as complementary sources of sustainable competitive benefit. It argues that NHSX must adopt a sociotechnical, high involvement operating model. Despite treating flexibility or technology as solutions in themselves, it considers ways in which their effectiveness relies on business design, employee participation and managerial accountability. At last, it entails reflection on strategic use of AI in HRM, identifies personal development priorities for professional roles in future. 
[bookmark: _Toc242799313]2. TASK A
[bookmark: _Toc242799314]2.1 Traditional work design versus contemporary innovative working activities
Rahmanita, Anggraeni and Purnomo (2024) say that work design is major element in managing human resource which emphasises on designing along with organising tasks in order to improve performance of workforce and business outcomes. Traditional work design focuses on hierarchical authority, standardised processes, managerial control along with functional specialisation. For instance, scientific management approach by Frederick Winslow Taylor includes use of scientific approaches for determining best way to get work completed (Atmaja et al., 2022). This traditional approach seeks efficiency through task supervision, standardisation and separating planning from implementation. In case of NHSX, operating across India, United Kingdom and United Arab Emirates, standardisation remains important for cybersecurity, regulatory compliance and clinical safety. Nonetheless, excessive hierarchy restricts employee discretion, reinforces departmental silos and creates approval bottlenecks. Accordingly, contemporary innovative working activities could be designed for ensuring operational consistency undermine experimentation as well as interdisciplinary knowledge integration needs for AI enabled healthcare innovation.
[bookmark: _Toc242799315]2.1.1 High-Performance Work Systems (HPWS)
Companies implement strategic human resource management through HPWS, which include clear job descriptions, incentive rewards, thorough training, employee participation, result oriented appraisals, internal mobility and employment security (Wang and Jiang, 2024). This integrates recruitment, training, rewards and performance management for improving effectiveness of a company. In context to NHSX, hierarchical controls restrict innovation, requiring performance systems to reward cross functional collaboration along with experimentation without compromising human resource wellbeing and intensifying workloads. With effective HPWS, NHSX must align capability development as well as accountability with sustainable performance, equitable rewards and employee autonomy using key principles of shared information, knowledge development, performance reward linkage and egalitarianism.
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Figure 1: Principles of HPWS
(Source: Self developed)
[bookmark: _Toc242799316]2.1.2 Agile Working 
Companies are recognising requirement for executing agility in their processes and structures in order to keep pace with today’s competitive, challenging and complex business landscape (Rietze and Zacher, 2022). Some features of agile work comprises collaboration, proactive and fast decision making, self-organised teams, customer centricity, iterative work approach and regular reflection within team. Agile is flexible as well as collaborative way to get work done, with core values including people and team come first, be ready to change plans, customers should be key partners as well as working product matters most (More, 2023). Within NHSX, traditional hierarchies delay experimentation and innovation. In contrary, agile working can improve product development and decision making, provided quick delivery remains balanced with accountability, regulatory compliance and clinical safety. Hence, NHSX must combine fast experimentation with evidence based evaluation, proportionate regulatory controls and clear accountability. 
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Figure 2: Core values of agile working
(Source More, 2023)
[bookmark: _Toc242799317]2.1.3 Flexible Working arrangements 
Companies are offering flexible working arrangements, such as telecommuting, compressed work week, employee’s choice of days off, seasonal work, flexi time and job sharing to workforce because of advantages related with flexibility for superiors and subordinates (Austin-Egole, Iheriohanma and Nwokorie, 2020). It enables employees to adjust working locations, hours as well as arrangements, potentially strengthening retention and autonomy. In case with NHSX, global expansion complicates coordination, while rigid hierarchies constrain creativity and innovation. Protected experimentation time and transparent flexibility can improve engagement, provided equitable access and workload boundaries are maintained. 
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Figure 3: Flexible working arrangements
(Source: Ong, 2019)
[bookmark: _Toc242799318]2.1.4 Sociotechnical Systems Theory 
Socio-Technical Systems posits that corporate performance is maximised when social systems, including culture, relationship and people as well as technical system, comprising tools, structures and processes are optimised jointly (Ajmal, Islam and Khalid, 2025). This enables NHSX to jointly optimise technological systems as well as human competences. Through decentralising decisions, providing protected experimentation opportunities and empowering multidisciplinary teams, employees of NHSX can innovate more effectively. Securing digital collaboration platforms, such as Microsoft Teams for real time communication, Jira for agile project tracking and Atlassian Confluence for shared documentation alongside knowledge management. These can facilitate global knowledge sharing, while participative work design can strengthen adaptability, autonomy as well as coordination without compromising healthcare accountability, safety and quality. 
[bookmark: _Toc242799319]2.2 Recommending innovative working activities to the company 
In present era, organisations implement innovative work activities which build knowledge based ventures (Abbas and Ali, 2022). Innovative work practices that are suitable for NHSX are as recommended:
[bookmark: _Toc242799320]2.2. Flexible working 
International shift towards flexible work models having fundamentally redefined employment landscape, which reshape ways companies approach employee performance, retention and engagement (Shinde, 2025). NHSX is recommended to combine remote flexibility with scheduled cross nation collaboration. Rotating meeting times as well as shared knowledge sessions can improve inclusion, productivity and retention while minimising proximity bias and isolation through equitable development opportunities.
[bookmark: _Toc242799321]2.2.2 Employee autonomy 
Employee autonomy dimensions comprises of schedule autonomy, task autonomy and location autonomy, showing differential associations with satisfaction, with schedule autonomy demonstrating strongest positive relationship (Richardson¹, Foster and Akinwale, 2026). NHSX must delegate decisions within regulatory and clinical boundaries, enabling employee led experimentation. Adequate resources, managerial coaching along with accountability are important for the company. Evaluation of collaboration, learning and outcomes, despite of activity monitoring can strengthen motivation, sustainable corporate performance and motivation. 
[bookmark: _Toc242799322]2.2.3 Agile project teams 
Agile methodologies permit project teams for responding towards changes in unforeseen challenges, requirements as well as new opportunities wider effectively (Oyetunji et al., 2025). It has been recommended to NHSX to set multidisciplinary agile teams which integrate engineers, data scientists and clinicians. Customer feedback and interactive development can accelerate decisions together with improve relevance of products. Nonetheless, it is evaluated that clinical validation, documented risk assessment and clinical validation needs to safeguard patient safety and quality. 
[bookmark: _Toc242799323]2.2.4 Digital collaboration technologies 
For NHSX, it is recommended to use Microsoft Teams for connecting healthcare technology specialists across India, UAE and UK, this can accelerate decisions. Also, Jira can enable multidisciplinary teams to experiment addition to track AI projects, while Confluence can preserve technical and clinical knowledge. Collectively, such platforms can support employee learning, strengthen collaboration, improve career development along with assist managers to coordinate workloads. This can foster retention, sustainable performance and innovation at NHSX.
[bookmark: _Toc242799324]3. TASK B
[bookmark: _Toc242799325]3.1 How companies create environments for talents to flourish
Companies build environments in which talent flourishes through integrating ongoing learning, employee autonomy, sustainable performance and career development. In aspect to NHSX, addressing high performing workforce turnover as well as difficulty facing managers in balancing wellbeing with performance needs more than isolated training initiatives, it demands strategically aligned ecosystem of talent. 
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Figure 4: NHSX creating environments for talents to flourish
(Source: Self developed)
[bookmark: _Toc242799326]3.1.1 Learning Organisation (Senge) 
Senge’s learning organisation model enable companies to build a sustainable approach to evaluate diversity in selection along with acquisition activities (Springmier et al., 2024). It identifies mental models, systems thinking, shared vision, team learning and personal mastery as foundations of ongoing business development. In aspect to NHSX, such disciplines can support AI upskilling, international collaboration and cross functional sharing of knowledge. Nonetheless, learning cultures can become symbolic at the time when employees lack protected development time addition to managerial support. Accordingly, learning at NHSX could be embedded in day to day working and linked with corporate potentiality requirements. It can enable NHSX to encourage talents to flourish through team development and systems thinking. 
[bookmark: _Toc242799327]3.1.2 Growth Mindset (Dweck) 
Growth Mindset Theory by Carol Dweck reflects ways people perceive ability and intelligence (Frederick et al., 2026). Also, it explores reasons behind some learners persist in face of complexities while other disengage. It states that abilities of talents could be flourished at NHSX using effort, constructive feedback and effective strategies. In the company, cultivating growth mind-set can engage work force to embrace complexities, experiment with AI technologies as well as interpret setbacks as opportunities to learn despite of evidence of incompetence. It is essential for superiors to normalise feedback, identify improvement areas and provide stretch assignments for strengthening development of abilities. Nonetheless, promoting growth mind set individually lack overcoming structural issues, limited career progression and inadequate training. Without psychological safety, transparent promotion pathways and protected learning time, such approach risks blaming workforce for shortcomings of company. Hence, developing mind set should accompany meaningful investment in learning as well as equitable opportunities of career. 
[bookmark: _Toc242799328]3.1.3 Job Crafting Theory 
As per Baka, Prusik and Derbis (2025), job crafting as per Amy Wrzesniewski as well as Jane Dutton is said to a bottom up and proactive behaviours which is initiated by human resources, including intentional modifications pf particular job features, including job demands along with job resources. In context to NHSX, application of job crafting theory enable employees to reshape tasks, perceptions about their roles and workplace relationships. Task crafting encourages participations in AI based projects, while cognitive crafting reinforces meaningful contributions to patient results of digital healthcare and relational crafting strengthens cross functional collaboration. All such practices improve engagement, professional development and autonomy, potentially minimise turnover. Nonetheless, unrestricted crafting of job might cause inequalities in workload along with misalignment with business priorities. It is evaluated that NHSX must set clear boundaries, equitable opportunities and managerial support for ensuring people aspirations complement strategic goals as well as clinical responsibilities. 
[bookmark: _Toc242799329]3.1.4 Self-Determination Theory
Self-determination theory states ways forms of motivation relate to functioning, behaviour and outcomes (McAnally and Hagger, 2024). It states that NHSX needs to nurture talents through supporting development opportunities, collaboration, autonomy and competence. Nonetheless, such advantges require managerial support, sustainable workloads and managerial support for preventing workforce burnout.
[bookmark: _Toc242799330]3.1.5 Employee Experience
Kertechian, Elidrissi and El-Farr (2026) say that employee experience captures ways in which employees perceive as well as make sense of their work environment, such as autonomy, wellbeing, recognition, fairness and trust. Within NHSX, employee experience enables superiors to nurture talent in form of inclusive leadership, wellbeing support, transparent career progression, meaningful work and inclusive leadership. Improving experiences of employees can strengthen engagement, retention and commitment. Nonetheless, engagement surveys alone lack addressing structural issues, requiring the company to translate employee feedback into measurable improvements in workload management, equitable promotion activities and development opportunities. 
[bookmark: _Toc242799331]3.2 Talent growth strategy for the company 
Talent growth or development practice emerged as cornerstone to attain competitive benefit of company (Alsakarneh et al., 2026). NHSX needs integrated talent growth strategy which is able to address challenges related to high employee turnover, complexities of managers in balancing wellbeing with performance and limited career progression. Talent growth strategy needs to connect planning of workforce, ongoing learning, leadership development, career mobility and employee experience to corporate’s AI enabled healthcare goals.
[image: ]
Figure 5: Proposed Five pillar Talent Growth Strategy for NHSX
(Source: Self developed)
[bookmark: _Toc242799332]3.2.1 Strategic workforce planning
This assist in attaining alignment of talent strategies of company with long term business goals, enabling companies to proactively determine skills gaps, forecast demands as well as optimise deployment of human capital (Joshi and Kollwitz, 2018). Within NHSX, HR managers must conduct regular skills audits for determining capability gaps in data analytics, digital product development, artificial intelligence and clinical safety. Individual development plans needs to align career aspirations of employees with future corporate needs. Also, transparent competency frameworks can clarify progressions criteria as well as improve equitable access to opportunities within India, UAE and UK.
[bookmark: _Toc242799333]3.2.2 Continuous learning and development 
When human resources lacks engagement in continuous learning, companies lose their relevance in marketplace, fail to make revenue and build an unsustainable business model (Billiot, 2023). It is essential for NHSX to combine stretch assignments, mentoring, cross functional rotations and formal training for developing collaborative, AI and clinical competences. Moreover, protected learning time along with certification funding can ensure meaningful development without enhancing workloads or undermining wellbeing of human capital. 
[bookmark: _Toc242799334]3.2.3 Career progression as well as internal mobility
Within NHSX, top management must establish transparent career pathways, project rotations and global vacancies. Monitoring internal mobility, employee turnover and promotions assist in evaluating progression, resulting in strengthening retention alongside promote equitable opportunities. 
[bookmark: _Toc242799335]3.2.4 Leadership, performance alongside wellbeing
Empowering leadership impact employee performance and influences psychological wellbeing (Kuang et al., 2023). NHSX must train human resource managers in inclusive leadership, workload management and coaching. Regular development conversations along with quarterly review must access skills, wellbeing, collaboration and outcomes, contributing in maintaining accountability as well as preventing excessive workloads together with supporting sustainable performance of workforce.
[bookmark: _Toc242799336]3.2.5 Implementation and evaluation
In initial three months, HR managers of NHSX must set skills and retention baselines. Further, month four to six must pilot mentoring, developmental reviews and career frameworks. Managers in subsequent months must evaluate along with expand effective interventions. Quarterly dashboards must track learning application, employee engagement, regrettable turnover, critical skill coverage and engagement.
[bookmark: _Toc242799337]4. TASK C
[bookmark: _Toc242799338]4.1 AI as strategic tool 
Artificial Intelligence (AI) is a critical strategic tool that supports Human Resource Management (HRM) through enabling workforce forecasting, recruitment analytics, performance evaluation, and personalised learning. At NHSX, these technological advancements through AI in HRM supports in improving workforce planning and in building organisational agility by enabling in determining skill gaps, predicting turnover risks, informing talent development decisions, enhances workforce planning and through building organisational agility (Madanchian, Taherdoost and Mohamed, 2023). However, AI can also bring algorithmic bias, create inaccurate predictions, and violate privacy which can undermine fairness and employee trust. Hence, it is necessary for cross-verifying all AI- generated insights rather than accepting them unquestionably. This also indicates that HR professionals must adopt transparent decision-making practices, maintain data confidentiality, follow regulatory compliance and involve meaningful human oversight. 
[bookmark: _Toc242799339]4.2 Reflective analysis 
Using Gibb’s Reflective Cycle, I evaluated three experience related to using AI in HRM development:
· [bookmark: _GoBack]Description: AI was used by me to understand HRM theories, establish employee recommendations for NHSX as well as improve academic writing.
· Feelings: In beginning, I felt more confidence as AI simplified complex concepts along with improved my productivity.
· Evaluation: It is evaluated that AI strengthened my theoretical understanding, communication together with strategic problem solving. On other hand, certain suggestions lacked healthcare based aspects, needing future critical evaluation. 
· Analysis: My experiences showed that AI supports professional development, rather cannot replace independent judgement, contextual understanding and academic research. Uncertain dependency weaken originality together with critical thinking competences.
· Conclusion: It was recognised by that it is important to verify AI generated information, maintaining ethical responsibility and consulting credible academic sources.
· Action Plan: In future, I will develop my AI literacy, verify references, strengthen critical analysis along with adapt recommendations for company context. This will improve my professional judgement, digital competence alongside future employability as HRM practitioner.  
[bookmark: _Toc242799340]4.3 Personal action plan
[image: ]
Figure 6: Personal action plan
 (Source: Self developed)
[bookmark: _Toc242799341]5. CONCLUSION
It could be concluded that NHSX can foster corporate performance through innovative work design activities, employee centred leadership and strategic talent development. Integration of flexible working, ongoing learning and agile practices can encourage wellbeing, retention and collaboration. Moreover, ethical AI adoption as well as personal capability development improve decision making of HR managers, long term employability and professional competence. 
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