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Introduction
NexSpace Health Systems (NHSX), a health and technology group, aims to develop decision support systems, remote patient monitoring and digital health platforms, and employs about 600 people in three countries: the United Kingdom, India and the United Arab Emirates. Its difficulties are in lack of innovation, slow decision-making, lack of creativity, poor cooperation, the sharing of information and the exchange of knowledge, insufficient opportunities for development and growth, and the need to balance well-being with high productivity. This paper seeks to bring out a systemic approach to the design of work and to the administration of personnel; it also contains some reflections on the responsible use of artificial intelligence and human capacities.
Task A Designing Innovative Working Practices
A.1 Traditional vs Contemporary Work Design
A different way of working is required. In a Taylorism sense, the division of labor between the planning and the execution of a task into two stages, and the use of specialized staff, managerial power and the standardization of tasks (Taylor, 1911) may be successful in ensuring that the work is carried out to a uniform standard, but it hinders the workers in their ability to react to unfamiliar situations because of multiple approvals. In NHSX, for example, this must be changed.
Table 1 Comparison of work designs. Source: author’s synthesis of Taylor (1911), Lawler (1986), Peeters, Van De Voorde and Paauwe (2022), and Huselid (1995).
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The agile work process proceeds in small steps, with constant assessment of results and adjustment of next steps. Such work is achieved by working out the working time and shifts that will not adversely affect the level of service. Such organizations must be properly managed, and a change of name and designation does not alter the existing power relationships. A high-grade work system is dependent on training, involvement and feedback to achieve the synergy between the personnel processes (Huselid, 1995).
When there is a need for security and accountability it is important to use the classic methods of control; but they are not used for the routine decisions in the organization. The expert approval of X for high confidentiality and large expenditure is necessary, but not for routine decisions. In the design of social technology, the concept of responsibility and social practice is linked to technology (Cherns, 1976). High-involvement organizations, with their rightful information, voice and authority to decide, provide the basis for such work; renaming work groups and shift-times will not change the existing power structure (Lawler, 1986).
Figure1 Work design framework[image: ]
Source: author’s synthesis, with AI assistance, Lawler (1986), Huselid (1995) and Parker and Grote (2022)
A.2 Recommended Innovative Working Practices for NHSX
The following three items are intended to solve the six problems of NHSX. Along with training and feedback they form part of a high-performance system of work (Huselid, 1995).
Table 2. Practices and issues. Source: Author's analysis of NHSX case and recommendations.
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Cross-functional agile product teams
To assemble an interdisciplinary team of AI engineers, medical practitioners, designers, security specialists, and regulators into a single product team, with a clear goal, a prioritized backlog and short development cycles, would address problems such as poor communication, limited knowledge, and a lack of innovation. If the clinical and technical issues were solved first, before departments began to pursue their own, unrelated goals, issues related to innovation, lack of cooperation and poor communication could be overcome.
Peeters et al. (2022) showed that agile methods were associated with greater team productivity and engagement, but their research was conducted in the banking sector, so that one cannot draw a straightforward conclusion about the health care context. For example, a remote monitoring AI product team might consult a clinical specialist for input on a draft version of the tool before
Controlled employee autonomy
NHSX should publish a document in which it lists decisions that can be taken by staff and those that need specialist input. Involving staff in decision-making is a way to address issues with slowness, lack of creativity, and insufficient experimentation (Lawler, 1986). A designer could experiment with two layouts of the screen with approved data, but any change in the doctor’s advice should be subjected to scrutiny by a doctor, and the duration of the experiment should be within the limits of capacity, with the added requirement that a summary of the hypothesis, results, and lessons learned must be written down. If employees have the necessary knowledge and feedback, their autonomy is more effective (Hackman and Oldham, 1976). Lack of guidance and rules before allowing employees to act on their own could lead to inconsistent decisions. Management should rather provide guidelines and an escalation process than forego control.

Flexible working supported by structured knowledge sharing
The case study illustrates how hybrid work situations lead to poor communication and information sharing between teams in different countries. Because clinicians and all other occupations in the health care field are subject to local presence, NHSX must apply flexible work conditions rather than hybrid, through flexible start and finishing hours, agreed time for communication, and handovers.
There should be a common digital space to record decisions, owner identification, open questions, and lessons learned. For example, the Indian team can record its decisions for the UK teams to follow with the relevant context. Common task boards and handover documents can be used to enable work in other countries to be performed in the order of priorities without needing to meet. There should be regular knowledge-exchange meetings to enhance cooperation and information
A.3 Impact on Organizational Performance
These recommendations are part of a well-planned work system in which training leads to skills, involvement to an opportunity to contribute, and feedback to development. Huselid (1995) sees such a system as conducive to high productivity and low turnover; but it is not certain that NHSX will achieve the same results. Godard (2004) calls these general statements into question. Shi et al. (2024), in the same vein, distinguish happiness from health, for the same reason, namely, improved performance does not necessarily mean increased health.
Table 3. — The author’s recommendations informed by Huselid (1995) and Godard (2004). 
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A three-month test is to be preceded by collecting baseline data and obtaining the opinion of the employees. Monthly evaluations will include looking into rework, safety issues, workload, and speed. A comparison group is to have been established in order to enable the comparison with the pilot group, but because the products are not the same, it is not possible to conclude about the causal relationship.

Figure 2 Integrated working practices
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Source: author’s synthesis, with AI assistance, based on Peeters, Van De Voorde and Paauwe (2022), Lawler (1986) and Yang et al. (2022).

Task B Breeding an Environment Where Talent May Grow
B.1 How Organizations Help Talent Flourish
The environment for NHSX must also be an appropriate one, which means that it must address the lack of learning opportunities, the limitations in career development, the well-being of employees, and the expectation of performance. These factors often overlap, as learning requires time, advancement requires clear criteria, and performance depends on an appropriate workload.
Learning culture
The learning organization theory of Senge is based on principles of continual learning and a shared vision (Senge, 199). It addresses the issue of learning opportunities in NHSX by tying learning to mentorship, feedback, and product reviews. Alerasoul et al. (2022) argue that organizational learning is dependent on management, culture, strategy, and knowledge transfer; it will therefore not be sufficient to simply have an e-learning center without a commitment to learning by management. Moreover, Dweck (2006) believes people can learn through effort, but it is important to bear in mind that Sisk et al. (2018) point out that the effectiveness of educational research is context-dependent and may not always show up clearly. The growth mindset also requires resources and feedback to work.
Career development and progression
The lack of development possibilities has led to staff turnover. Talent management strategically ties up critical positions with the ability to develop and the ability of succeeding in those positions (Collings and Mellahi, 2009). It is important for NSH to have clear criteria for advancement, mentors and an opportunity to make use of their skills. Lateral moves are good for gaining more experience.
The health care system must show the paths that are possible for a career, the need for guidance and the opportunities for growth. Talent development can protect rare skills but is discriminatory, because the rest of the staff are not offered the same opportunities. Inclusive talent development is an alternative. If there is no opportunity for growth, there is also no opportunity to advance.
Employee wellbeing and psychological safety
‘The management of NHS X must be prepared to listen to people's worries about their workload and to talk about their mistakes without their responsibility being compromised. ‘Psychological safety’ means that people feel they can ask for help, discuss problems and even discuss mistakes without fear of personal reproach (Edmondson, 1999). La Plante, Ponte and Magny-Normiles (2025) describe learning by health care teams, despite the limitations in the methodological evidence, which preclude any direct conclusions about the causes of the improvement. Plaskoff (2017) relates employee experience to the organization’s day-to-day interactions. But a high workload cannot be solved without dealing with the demand. Therefore, HSX must use both psychological safety and resource assessment to tackle the problem of workload.
High-performance expectations
Managers at NHSX struggle with the tension between good performance and well-being. According to Parker and Grote (2022), they should design the digital working environment in such a way that employees are still able to make choices for themselves, and so that performance indicators can be used without constant supervision to understand their progress. To do this, they have to turn the organization’s aspirations into clear, achievable goals and then offer constructive feedback.
Shi et al. 2024 differentiate between happiness and health within performance systems. They note that output targets alone could encourage rushed development or discourage reporting concerns. They stress the need to have clear and reasonable objectives, give clear and helpful feedback, and recognize that performance is measured not just in terms of output, but also in terms of safety and learning.

B.2 Talent Growth Strategy for NHSX
Human resources is to lead the six-month rollout together with department heads and employee representatives. The Board must give permission for development capacity and a reasonable budget for implementation. There is to be a six-month period for implementation, with protected development funds, in which the first month is to determine access to information, understanding of the concept of progress, overload, and clarity of objective. All times and indicators that follow are only proposals, not actual results achieved by NHSX.
Table 4 Talent growth implementation plan. Source: the author’s proposals informed by Senge (1990), Collings and Mellahi (2009), Edmondson (1999) and Shi et al. (2024).
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Management can help learning by eliciting from each individual employee one relevant goal and by finding an appropriate mentor or training opportunity to meet that goal. Cross-country mentoring and communities of practice can also share clinical, technical and regulatory knowledge. The learning activity requires that the participants in it should then show their learning by undertaking a review or by sharing their knowledge with their peers. This is to ensure that learning is not merely a matter of attendance, but that the learning is embedded in the performance of the job itself (Alerasoul et al., 2022).
For career development, the HR department should develop a career structure for technical and management careers, which describes the requirements for each level, and it should arrange for quarterly career discussions in which the candidate's next career steps and stretch assignments will be discussed. There should be visibility of internal job openings across all sites, subject to the requirements of each particular role. In promoting the employees of different ranks, a cross-functional board should check and discuss the promotion to make sure that the decision is made more consistently, not just in the personal biases of individual managers. Inclusive access supports fairness while retaining attention to important strategic capabilities (Kaliannan et al., 2023).
Management will consider deadlines and the team's available capacity before adding new development tasks, and sympathetic check-ins will be followed by recorded actions, such as reordering or adding more resources. On health issues, the anonymous health concern should serve as a means of expression without the danger of exposing one's health situation. In the human resources department it should be tracked whether the concerns were dealt with, because an open channel without a way to resolve them will weaken the trust.
Product leads and managers must together set quality, delivery and learning goals. Monthly reports on performance should be used to correct inconsistent requirements and reduce deadlines that are unattainable. The review system should specify what must be improved and the support that is available. Management of performance is a matter of rewarding group accomplishments and not just individual results, helping the process change within the scope of task A to become sustainable.
At the end of months three and six the personnel department should compare the results of their efforts with the base in regard to retention, mobility, learning and workload; the results should be checked by location and role, and small groups should be kept from being identifiable. The board should take corrective measures before further expansion. Changes in retention may be due to the labour market, which is why NHSX should look at both the qualitative and the quantitative data.
Figure 3 Talent growth strategy
[image: ]
Source: Author’s synthesis, with AI assistance, based on Senge (1990), Kaliannan et al. (2023), Edmondson (1999) and Shi et al. (2024)
Task C Reflective Report
C.1 AI as a Strategic Tool in HRM
Such a system would thus enable NHSX to show disparities in training opportunities or changes in staff retention. The only problem here, however, is that incomplete and biased data can mislead. As noted by Parker and Grote (2022), the new technology increases access to information and thereby restricts autonomy through surveillance.
In Plaskoff's (2017) view, it is the broader employee experience that a purely numerical analysis does not capture and thus ethical and empathic judgements, and a sense of responsibility, are necessary for the interpretation of such data. Data are not to be freely available; access to certain data should be restricted and employees should be allowed to question the results.
C.2 Reflective Analysis of Three Examples of AI Use
Research support
My preliminary research in this area has been assisted by the use of AI, particularly for the early stages of my research, when I have had to find possible HR theories and explain difficult terms, which helped me to organize my work. But the suggested references and interpretations must be verified against original sources. I realized that a good explanation is not necessarily the right explanation, and that verification against original sources is always my responsibility before submitting the work.
Writing and review
I used AI to improve the structure, grammar, and clarity of my writing, including this report, by checking it against the brief and the feedback. In this regard, it has exposed gaps between my recommendations and the problems NHSX faces. The AI also changed the text in many places, so I had to verify for myself that the ideas reflected my own understanding. I also learned to judge those changes against the assignment requirements and to explain the reasoning on my own rather than accept polished wording automatically.
Visual communication
I used AI both to support the original visuals and to revise them. The information on the figures helped to clarify the complex matter, but when I changed the strategy, my old figures had to be altered; for when I checked their labels against the revised text, I realized that they could have become inconsistent with the revised text. I learned to consider the accuracy and relevance of the figures, including their sources, and not just the appearance of the pictures.
C.3 Personal Capability Development Plan
My six-month plan combines responsible AI use, human resource data analysis, and communication skills. Continuous learning needs to be supported by application and feedback (Senge, 1990). These will help me interpret evidence and communicate recommendations while remaining responsible for the decision.
Table 5: Personal capability development plan. Source: author's proposed plan, informed by Senge (1990) and Parker and Grote (2022).
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Completion is not enough. My work will be examined every month, and changes will be noted. Completion alone will not prove competence. I must be able to explain my analysis, admit uncertainties, and justify my recommendations without depending on AI responses.



Conclusion
As a first principle of NHSX, the dynamism of agile, inter-disciplinary teams will be supported, in an atmosphere of some freedom, by flexible work and knowledge sharing, on the basis of innovation, autonomy, creativity, testing, collaboration and knowledge exchange, while keeping all the necessary safeguards in place. The aforementioned practices will be put into effect gradually, and the results will be measured progressively. Nevertheless, the assessment of human resources, as well as the development of talent, will remain an important human responsibility, which will be assisted by the use of artificial intelligence, but with all the appropriate safeguards.
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Figure 3. Talent growth strategy for NHSX
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Figure 1. NHSX work-design framework
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