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[bookmark: _Toc242735259]Task A: Innovative Working Practices 
[bookmark: _Toc242735260]A.1 Critical evaluation of traditional vs contemporary work design
The challenges that NHSX has encountered stem from the conflict between the nature of traditional work design and the requirement of speed and knowledge in innovations. Traditional work design divides work into narrow roles, makes decisions within managerial ranks, follows rules, and passes information through official channels. In this way, traditional design can provide clarity, consistency, and accountability that are crucial in healthcare technologies where clinical safety, cybersecurity, and regulatory tasks cannot be optional. Nevertheless, centralized decision-making can prolong approval cycles, narrow boundaries can isolate clinical, data, and software knowledge, and employees can lack authority to experiment and overcome ineffective practices. These limitations are consistent with NHSX reports of poor decision-making and limited experimentation. On the contrary, modern work design encourages employee involvement, problem solving across functions, autonomy, and quick feedback. It is not a question of eliminating controls: NHSX should have clear decision rights and non-negotiable safety regulations while allowing teams to decide about the ways of conducting activities. Such work design can promote innovation while maintaining accountability (Guest, Knox and Warhurst, 2022; Parker and Grote, 2022).
High-Performance Work Systems combine hiring, training, performance management, and development that can increase competence and organizational performance (Kaushik and Mukherjee, 2022; Ashiru, Erdil and Oluwajana, 2021). Nevertheless, when there is a high level of targets setting, the introduction of HPWS can cause extra workloads or reduce employee voice. High-Involvement Work Systems distribute information and decision-making. The research conducted among 668 employees working in 112 teams at 41 organizations in China proved the association of HIWS with team creativity through involvement climate and shared leadership (Song, Gu and Cooke, 2020). However, participation alone cannot eliminate structural obstacles. Agile approach can reduce the time required for decision-making due to the combination of small teams, testing and learning but not all activities can be performed in such a way (Rigby, Elk and Berez, 2020).
A sociotechnical approach is also required since NHSX creates AI systems. The work should be redesigned jointly considering people, processes and technology rather than technology being a separate technical project. According to Parker and Grote (2022), digital technologies are able to enhance job resources, but at the same time, they reduce autonomy and raise monitoring requirements. The similar idea is expressed by Guest, Knox and Warhurst (2022), who emphasise the role of stakeholders and human-centred approach when designing sociotechnical systems. For this reason, NHSX needs technology to support professional judgement, but not replace it.
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Figure 1: Traditional and contemporary work design at NHSX
(Source: Author-developed figure, synthesised from Kaushik and Mukherjee, 2022; Guest, Knox and Warhurst, 2022; Parker and Grote, 2022; Rigby, Elk and Berez, 2020).
[bookmark: _Toc242735261]A.2 Integrated innovative working practices framework for NHSX
NHSX should start by building cross-functional “Health Innovation Squads” of software engineers, clinicians, data scientists, product developers, cybersecurity experts and customer-facing roles. Diverse skills can aid problem-solving, but teamwork requires coordination and goals (Akuffo, 2020). Squads must be assigned problem to solve, target outcome and decision authority. Escalation and risk management should happen at weekly sponsor reviews without creating a cumbersome approval process.
Second, NHSX should embrace structured and purpose-led hybrid model rather than full remote work. The research findings on productivity of remote work are inconclusive. Research involving 61,182 Microsoft information workers showed that remote work increased siloing in collaboration networks (Yang et al., 2022). Research conducted among more than 48,000 Indian IT professionals suggested the changes in quality of ideas created in home environment and hybrid teams with different office attendance (Gibbs, Mengel and Siemroth, 2024). On the other hand, CIPD (2025) suggests that hybrid work is common in the UK and both employers and employees find it beneficial. NHSX should use remote days to focus on tasks and documentation, and in-person days to collaborate and prototype.
Thirdly, employee autonomy should be increased through clear boundaries for decisions. Managers should set up the outcome, safety limits and budget, whereas the employees will decide how and when to act. This statement is supported by the research linking job autonomy and agility, ambidextrous innovation (Frare and Beuren, 2021). So autonomy should be paired with transparent goals and review points, not micromanagement and uncontrolled discretion.
Fourthly, NHSX should apply agile project teams with short cycles of delivery, testing and retrospective learning. It will speed up the process and increase the amount of experiments. At the same time, healthcare technologies require high level of compliance, cybersecurity and clinical governance. For this reason, agile teams should operate according to the ‘freedom within guardrails’ model, when the technical and clinical controls are mandatory, but daily delivery decisions are decentralised (Rigby, Elk and Berez, 2020).
Fifthly, NHSX should develop the common digital collaboration platform consisting of secure video calls, shared workspaces, searchable knowledge repositories and projects dashboards. It is necessary since NHSX operates in three countries and asynchronous tools help to save knowledge, while scheduled synchronous sessions help to restore weak social contacts. According to Wang et al. (2021), social support and job autonomy help to overcome the challenges of remote working, whereas workload and monitoring can cause work-life interference. Thus, NHSX should monitor collaboration quality, not the number of online meetings.
The implementation should be monitored with the help of the small dashboard showing the duration of decision cycles, the participation of teams in projects, the number of ideas and quality of ideas, sprint lead time, wellbeing and voluntary turnover. The monthly review should help to compare results of different locations. It will give the opportunity to adjust the new system and prevent the new model from becoming the policy without any impact on organisation.
Thus, the recommended framework is based on HPWS, HIWS, agile working, purposeful hybrid work and sociotechnical design. The expected result is shorter decision cycles, increased knowledge sharing, higher creativity of employees and better utilisation of digital capabilities, while wellbeing, security and clinical responsibility are preserved. It is essential since the World Economic Forum (2025) names analytical thinking, resilience, flexibility, agility and creative thinking among the most important workforce skills for the future labour market.
Table 1: Proposed integrated innovative working practice framework for NHSX
	Practice
	NHSX design
	Control
	Performance outcome

	Cross-functional squads
	Clinical + data + software + product
	Clear outcomes and sponsor review
	Faster problem solving and innovation

	Purpose-led hybrid
	Remote focus; planned collaboration days
	Team-level operating agreements
	Better flexibility and knowledge sharing

	Bounded autonomy
	Decision rights with safety limits
	Goals, budgets and review points
	Speed, ownership and creativity

	Agile delivery
	Short sprints, testing and retrospectives
	Clinical, cyber and compliance gates
	Faster learning and delivery

	Digital tools
	Secure video, shared spaces, searchable knowledge
	Access controls and usage standards
	Continuity across UK, India and UAE


[bookmark: _Toc242731660][bookmark: _Toc242735262]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242731661][bookmark: _Toc242735263]B.1 Critical evaluation of how talent flourishes
NHSX consists of about 600 people in the UK, India and the UAE. The case describes high-performers’ departures, career development and learning issues, and pressure to perform. A talent ecosystem must be an integral system of learning, career mobility, motivation, psychological safety and wellbeing rather than an array of separate courses. 
Learning-organisation concept of Senge makes continuous learning and knowledge sharing the key to success. Alerasoul et al. (2022) associate organizational learning competencies with innovation and performance showing that culture, leadership, human resources practices and digital technologies must work in sync. Digital learning provides flexible access to information for a remote workforce; yet, Giannakos, Mikalef and Pappas (2022) prove that technology can facilitate learning but cannot replace proper learning design and its application. Thus, NHSX should value employees’ usage of acquired skills in projects instead of only their participation in courses. 
Growth mindsets allow individuals to treat abilities as skills developable through effort, feedback and practice. Han and Stieha (2020) discuss ways to incorporate growth mindsets in human resource development. Slogans based on growth mindsets, though, can blame employees for lack of training, time or resources. Developmental feedback, coaching, allocation of learning time and equality of opportunities have to go hand in hand at NHSX. It is also crucial to ensure psychological safety when employees feel free to doubt assumptions, reveal errors and object to unsafe AI outputs. Interventions encouraging employees to speak out worked in the research by O’Donovan and McAuliffe (2020); however, effectiveness of interventions proved inconsistent and education alone might not change behaviour. Thus, it is necessary to demonstrate safety in everyday leadership instead of providing one-time workshops. 
Self-determination theory states that motivation increases if autonomy, competence and relatedness are developed. A meta-analysis of 124 samples by Van den Broeck et al. (2021) proves that intrinsic motivation is particularly important for wellbeing, while personally valuable motivation is important for performance. Workplace interventions aimed at meeting these basic needs are recommended by Slemp, Lee and Mossman (2021). Job crafting can provide an opportunity for employees to modify tasks and relations in accordance with their strengths; a review of Kumar and Valarmathi (2022) finds associations between job crafting and work engagement and job outcomes. If done unlimitedly, though, job crafting may result in fragmenting of clinical, cybersecurity or AI governance responsibilities. Therefore, NHSX should provide employees with freedom of choice within clearly defined safety and role boundaries.
Talent management and employee experience are also relevant. Career development will show that the organisation is aware of the value of their employees, since Ng et al. (2024) found that employer-provided career development programmes were positively associated with work performance and reduced turnover via organisational support and organisational attachment. Sinisterra, Peñalver and Salanova (2024) also relate talent management to engagement and turnover intention. However, these associations do not happen automatically; unspoken promotion opportunities or training programmes that only benefit head office staff can increase inequality. A good system would have transparent criteria and metrics for opportunity provision.
[bookmark: _Toc242731662][bookmark: _Toc242735264]B.2 Strategic talent-growth strategy for NHSX
NHSX should implement the ‘Grow at NexSpace’ ecosystem based on five elements led by HR and business leaders. First, assess existing and desired competencies in AI assurance, clinical safety, data science, cybersecurity, product design and customer implementation. Individual development plans should be developed with employees and managers quarterly, taking into account skills review, setting one competency objective, providing a specific task and review date. It addresses the growing challenge of skill gaps: according to the World Economic Forum (2023), six out of ten workers will require training until 2027, while only about half of them had sufficient training opportunities. NHSX should develop blended learning solutions comprising digital modules, projects, peer learning and coaching; Kraiger and Ford (2021) emphasize the key role of the learning process design and transfer to work. 
Second, make career development visible. Design the competency-based progression pathways for technical, clinical, product and people-leadership tracks with promotion evidence and salary brackets where possible. Announce internal openings and give preference to internal placement and rotation across countries over external hiring if skill requirements match. Assign mentors to early-career employees without excluding others from mentoring. Ng et al. (2024) advocate institutionalised and career-oriented development as a sign of organisational support. 
Third, promote learning and psychological safety in everyday activities. Create cross-discipline communities of practices, monthly learning events and blameless post-project setback analysis. The leaders should encourage dissent, explain their decisions and react to employee’s questions openly. Learning from mistakes should not undermine the accountability of employees for intentional violation of clinical, privacy and security policies. It is critical for a company operating in the sphere of healthcare technology where experimentations and safety should go together (O’Donovan and McAuliffe, 2020). 
Fourth, empower employees and help them craft jobs and wellbeing. Provide employees with the freedom to suggest changes within set boundaries, to shape tasks and develop new skills. Educate managers on discussing workloads, giving useful feedback and recognizing the signs of overload. Review the goals so that learning and knowledge exchange are not perceived as distractions from results. It aligns motivation and autonomy support with sustainable performance (Van den Broeck et al., 2021; Slemp, Lee and Mossman, 2021). 
Finally, monitor results quarterly. Set up a baseline and measure the rate of voluntary turnover among high-performers, fill-rates for internal openings, completion and utilization of priority skills in workplace, promotion patterns by country and position, psychological safety pulse scores, and well-being levels. HR needs to inform the board about the results and make amendments to programs wherever there are inconsistencies. NHSX can only be able to retain talent if its employees grow, are given equal opportunities, meaningful tasks and safe environments.
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Figure 2: Proposed Grow at NexSpace talent ecosystem
(Source: Author-developed figure, synthesised from Alerasoul et al., 2022; Ng et al., 2024; Van den Broeck et al., 2021; O’Donovan and McAuliffe, 2020).
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[bookmark: _Toc242731664][bookmark: _Toc242735266]C.1 AI as a Strategic HR Tool
Artificial intelligence (AI) could assist HR by analyzing workforce data, discovering skills shortages, aiding recruitment and forecasting turnover. AI could enhance speed and efficiency, but success would depend on data and system. Historical recruitment data could perpetuate discrimination, and AI could also use opaque algorithms, making decisions hard to question. UNESCO (2021) calls for human involvement, transparency and accountability, while NIST (2023) suggests identifying, measuring and managing risks related to AI. HR practitioners should thus consider AI only as an assistance tool, not as a substitute for human decision-making. Recruitment, promotions, and wellbeing decisions would require protecting privacy, bias assessment, explanation, and human review. Human empathy is still critical as circumstances of employees might not always be understood from the data (CIPD, 2024).
[bookmark: _Toc242731665][bookmark: _Toc242735267]C.2 Reflective Analysis: Three Examples
I used ChatGPT in three ways. 
First, I have used this tool to explain HR concepts in simple language. This has helped me understand, though I had to refer to scholarly journals as sometimes AI gives simple explanations of complicated theories.
Second, I have used AI to find research topics and methods related to workplace issues. This has helped me in identifying areas to read about, though I have referred to reliable publications instead of taking suggestions blindly.
Third, I have used AI to check my grammatical accuracy. This has helped me see whether there were areas that I needed to work on. Though sometimes some suggestions may have altered my message, I have gone through all suggestions.
[bookmark: _Toc242731666][bookmark: _Toc242735268]C.3 Personal Action Plan
	Development priority
	Actions
	Measure of success
	Target

	HR data and AI literacy
	Complete an introductory people-analytics course; practise interpreting dashboards and checking data quality.
	Complete one course and explain an HR use case, its limits and risks.
	Within 3 months

	Ethical and responsible AI
	Study bias, privacy, transparency and human oversight; use a checklist to evaluate AI-supported decisions.
	Apply the checklist to a recruitment or performance-management example.
	Within 3 months

	Strategic HR and communication
	Read current HR research monthly; request feedback on a written recommendation and reflect on improvements.
	Produce two evidence-based HR recommendations and record feedback.
	Within 6 months


AI has the potential to streamline HR operations, although there is a risk of creating bias and mistakes. I will develop digital literacy along with critical, communication, and ethical skills and verify evidence while remaining responsible for decision making regarding people.
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