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Introduction
This report examines how NexSpace Health Systems (NHSX) can strengthen its human capital practices to support innovation, employee development and organisational performance. It evaluates innovative working practices and proposes approaches for creating an environment where talent can grow and perform effectively. The report also reflects on the role of Artificial Intelligence in Human Resource Management and considers how I can develop the skills and capabilities required for my future career as an HR professional.
[bookmark: _Toc988607581]Task A Designing Innovative Working Practices
[bookmark: _Toc121623402]Traditional Work Design and Contemporary Innovative Working Practices
The way work is designed at NexSpace Health Systems (NHSX) needs to change if the organisation wants to remain innovative as it continues to grow internationally. Traditional approaches to work design tend to rely on clearly defined roles, formal procedures and hierarchical decision making. These practices can provide employees with clear responsibilities and make it easier for managers to maintain control. This is particularly important within healthcare technology, where issues such as patient safety, data protection and regulatory compliance mean that some level of structure is necessary. 
However, the problems currently experienced by NHSX suggest that relying too heavily on hierarchy is restricting the organisation's ability to respond quickly to change. One of the main weaknesses of a traditional hierarchical structure is that decisions often pass through several levels of management. This can reduce employee's autonomy and make it more difficult for them to experiment with new ideas. For NHSX, this is a significant problem because innovation in artificial intelligence and digital healthcare requires employees to continuously learn, share knowledge and respond to technological developments. Therefore, NHSX should not completely remove hierarchy, but should combine necessary controls with more flexible and employee centred ways of working.
High-Performance Work System (HPWS)
Boxall and Macky (2009) argue that high-performance systems should be understood through the processes employees experience, rather than simply as a collection of supposed HR best practices. This is important for NHSX because improving performance will require more than introducing new technology or setting higher targets. Employees also need the skills, motivation and opportunities required to contribute effectively. For example, NHSX could provide continuous training in areas such as AI, digital healthcare and leadership while also creating clearer internal career pathways. This could help address the loss of high performing employees who believe they have limited opportunities for development. However, HPWS also needs to be approached carefully. High-performance expectations can become counterproductive if employees experience increasing workloads without sufficient support. Research by Boxall and Macky (2014) found that work intensity was associated with greater stress and fatigue and poorer work life balance, whereas employee involvement was associated with more positive outcomes such as job satisfaction. Therefore, NHSX needs to pursue sustainable high performance, where productivity is balanced with employee development and wellbeing (Boxall and Macky, 2014).
A High Involvement Work System (HIWS) could strengthen NHSX by increasing employee autonomy and participation in decision-making (Boxall et al., 2019). Unlike traditional hierarchical structures, HIWS encourages employees to contribute ideas and make operational decisions. NHSX could establish multidisciplinary teams involving software developers, AI specialists, clinical experts and product employees, enabling faster responses and reducing unnecessary management approval. However, excessive autonomy may create inconsistent decisions and unclear accountability, particularly in healthcare technology. Therefore, NHSX should allow teams greater freedom to innovate while maintaining strict governance over patient safety, cybersecurity, ethics and sensitive health information. This balanced approach would promote employee involvement without compromising organisational control and regulatory compliance.
Agile working could also help NHSX move away from slow hierarchical processes. Rather than completing large projects through rigid stages, agile working encourages teams to work in shorter cycles, respond to feedback and make continuous improvements. For NHSX, multidisciplinary teams could develop smaller versions of new digital health features, test them, gather feedback and improve them before wider implementation. This would encourage experimentation and could reduce the time required to turn ideas into usable products. Even so, simply describing teams as agile would not necessarily make NHSX more innovative. If employees are expected to attend more meetings and work in short cycles while managers continue to control every significant decision, the organisation may create additional pressure without increasing autonomy. Agile working should therefore focus on empowered teams, rapid feedback and learning, rather than simply introducing practices such as daily meetings and sprints.
Hybrid and flexible working should form part of NHSX's new work design, as employees operate across the UK, India and UAE. Flexible working can improve work-life balance and attract skilled technology professionals. However, poorly managed flexibility may weaken cross-border collaboration. Yang et al. (2022) found that remote working increased organisational silos and reduced collaboration, while Brucks and Levav (2022) identified limitations in virtual idea generation. These findings are particularly relevant to NHSX, where innovation depends on international knowledge sharing. Therefore, NHSX should establish overlapping collaboration hours across locations while maintaining flexibility. Face-to-face meetings should focus on innovation, complex problem-solving and relationship building, while routine communication can occur asynchronously. This approach would support employee flexibility, effective collaboration and organisational innovation.
Image 1 illustrates how NHSX could balance flexible working arrangements with structured international collaboration to improve communication, employee well-being and innovation.[image: ] 
Image 1 Proposed Hybrid Working and International Collaboration Framework for NHSX.
Source: Author's own illustration, informed by Yang et al. (2022) and Brucks and Levav (2022).
Sociotechnical Systems Theory (STS) is useful for understanding why these different practices need to operate together. The central principle of STS is that organisations should consider the relationship between their social system, including people, teams and organisational structures, and their technical system. This is particularly relevant to NHSX because investing heavily in AI and digital collaboration technology will not automatically make the organisation innovative. For example, introducing better collaboration software is unlikely to solve knowledge-sharing problems if employees remain divided into organisational silos or feel that managers do not listen to their ideas. NHSX should therefore redesign its social and technological systems together. Digital platforms can support communication and knowledge sharing across countries, while greater employee involvement, multidisciplinary teams and decentralised decision-making can create the environment needed for employees to use those technologies effectively.
[bookmark: _Toc1653392941]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc1396853956]1. Creating an Environment Where Talent Flourishes
For NexSpace Health Systems (NHSX), attracting talented employees alone is insufficient to maintain competitive advantage. The organisation must create an environment that supports continuous learning, innovation and career progression, particularly as high-performing employees have left due to limited development opportunities. A sustainable talent ecosystem should encourage psychological safety, autonomy and supportive leadership. Senge (2006) describes learning organisations as environments where employees continuously develop their capabilities and share knowledge. This is particularly relevant to NHSX, as artificial intelligence and digital healthcare evolve rapidly. NHSX could therefore introduce AI training programmes, professional qualifications, peer learning and cross-border knowledge-sharing initiatives to strengthen employee capabilities and retention. NHSX could support this through AI learning programmes, professional qualifications, peer learning and cross-border knowledge sharing communities.
[bookmark: _Int_kwUoiE9g]However, simply providing training courses does not necessarily create a learning organisation. Learning must become part of everyday work rather than an activity separated from employees responsibilities. Employees may also be reluctant to participate if high workloads mean that learning is expected to occur outside normal working hours. NHSX should therefore provide protected learning time and encourage employees to apply new knowledge through projects and experimentation. This would make development part of rather than an additional responsibility. A growth mindset can further support continuous development. Dweck (2006) distinguishes between a fixed mindset, where abilities are regarded as relatively unchangeable, and a growth mindset, where abilities can be developed through effort, learning and appropriate strategies. Within NHSX, managers could reinforce growth-oriented behaviours by providing employees with challenging assignments, constructive feedback and opportunities to learn from unsuccessful attempts.
Nevertheless, a growth mindset does not mean that effort alone guarantees success. Employees need adequate resources, supportive leadership and manageable workloads to develop effectively. NHSX should therefore recognise continuous learning and improvement without increasing employee pressure. This links to psychological safety, which Edmondson (1999) defines as a shared belief that a team is safe for interpersonal risk-taking. At NHSX, employees must feel comfortable asking questions, challenging existing practices and admitting mistakes. Without psychological safety, employees may fear failure and avoid experimentation, ultimately limiting creativity and innovation.
Managers can strengthen psychological safety by responding constructively when employees raise concerns or report mistakes. For example, NHSX could introduce learning reviews after projects where teams discuss what worked, what did not and what should change. However, psychological safety should not mean reducing accountability. Edmondson (2019) argues that psychological safety and high-performance expectations can coexist. This distinction is particularly important in healthcare technology. NHSX should encourage employees to discuss genuine mistakes openly while maintaining clear accountability for negligence, deliberate misconduct and breaches of clinical or data-security requirements.
Self-Determination Theory (SDT) also provides insight into how NHSX can create conditions that motivate employees to develop. Ryan and Deci (2000) identify three fundamental psychological needs autonomy, competence and relatedness. Employees are more likely to experience stronger forms of motivation when these needs are supported. NHSX's existing hierarchical practices may restrict autonomy, while limited development opportunities can undermine employees' sense of competence. NHSX could increase autonomy by allowing employees greater influence over how they achieve objectives. Competence could be strengthened through learning opportunities, mentoring and stretch assignments, while relatedness could be supported through cross-border communities connecting employees in the UK, India and UAE. However, autonomy needs boundaries. Employees developing healthcare technologies cannot have unrestricted discretion where decisions affect patient safety, ethics or regulatory compliance.
Job Crafting Theory encourages employees to proactively modify their tasks, relationships and perceptions of work (Wrzesniewski and Dutton, 2001). NHSX could allow employees to adapt aspects of their roles according to their strengths and career aspirations. Example, software engineers interested in leadership could manage cross-border projects, while employees interested in clinical AI could collaborate with specialists. This approach could improve engagement, professional development and employee retention. However, excessive job crafting may create role ambiguity and neglected responsibilities. Therefore, NHSX should encourage structured discussions between employees and managers to ensure individual development aligns with organisational objectives and responsibilities.
[bookmark: _Toc1450396579]2. Comprehensive Talent Growth Strategy for NHSX
Based on this evaluation, NHSX should introduce an integrated NHSX Talent Growth Ecosystem built around five interconnected areas: Learn --- Stretch ---- Connect---- Progress---Thrive. 
[image: ]
Image 2: The NHSX Talent Growth Ecosystem
This diagram illustrates the five interconnected pillars: Learn → Stretch → Connect → Progress → Thrive, and their expected benefits for employee development, innovation and retention.
Learn should establish continuous capability development. Every employee should have an individual development plan reviewed quarterly with their manager. NHSX should provide protected learning time and access to technical and professional development in areas such as artificial intelligence, healthcare regulation, cybersecurity, leadership and project management. Cross-border communities of practice could allow specialists in the UK, India and UAE to share knowledge rather than allowing expertise to remain within individual locations.
Stretch should give employees opportunities to apply their learning. NHSX could introduce stretch assignments, innovation projects and temporary cross-functional roles. Employees could spend a defined proportion of their development time working on projects beyond their usual responsibilities. Innovation challenges could allow multidisciplinary teams to propose and test solutions to genuine organisational or customer problems. Importantly, reasonable unsuccessful experiments should be treated as learning opportunities rather than automatically being viewed as poor performance.
Connect should strengthen mentoring and international collaboration. Employees could be matched with mentors outside their immediate team or country, while cross-border project teams would expose them to different expertise and perspectives. This would simultaneously address NHSX's talent-development problem and its weak international knowledge sharing.
Progress should create transparent career opportunities. NHSX should develop clearly defined career pathways for both management and specialist careers. This is important because highly skilled technical employees should not have to become managers simply to gain promotion or higher rewards. Internal vacancies, project opportunities and required competencies should be visible through an internal talent marketplace. Regular career conversations would enable managers and employees to identify future roles and the capabilities required to achieve them.
Finally, Thrive should ensure that development and high performance remain sustainable. Managers should receive training in coaching, feedback, psychological safety and workload management. Regular wellbeing and workload discussions should complement performance conversations. This is particularly important because NHSX managers currently struggle to balance wellbeing with demanding performance expectations. Performance should therefore be assessed not only through individual output but also through collaboration, learning and contribution to innovation.
[bookmark: _Toc2048089789]Task C Reflective Report
[bookmark: _Toc378586008]AI as a Strategic Tool in HRM
AI can support strategic HR decision making by analysing large amounts of workforce data and identifying patterns that may be difficult to recognise manually. For example, HR professionals can use AI to support workforce planning, recruitment, employee engagement analysis and predictions of skills requirements. This could allow HR teams to make more evidence-based decisions and spend less time completing repetitive administrative tasks. However, AI should support rather than replace human decision-making. Tambe, Cappelli and Yakubovich (2019) highlight challenges associated with using AI in HR, including data limitations, fairness and the complexity of human behaviour.
This is particularly important when decisions affect recruitment, promotion or performance. AI systems may reproduce biases contained within historical data, meaning that an automated recommendation is not necessarily fair or objective. As a future HR professional, I would therefore use AI-generated information as one source of evidence while maintaining human oversight. Empathy is equally important because situations involving wellbeing, conflict or redundancy require an understanding of individual circumstances that cannot simply be reduced to data. Ultimately, responsibility for HR decisions should remain with the professional using the technology. 
Reflective Analysis Using Gibbs’ (1988) Reflective Cycle, I reflected on how my use of AI has influenced my professional capability development. Firstly, I used AI to understand difficult HR theories and concepts. Initially, I felt more confident approaching complex theories when AI explained unfamiliar concepts in simpler terms. This helped develop my understanding before reading academic literature. However, I realised that relying entirely on AI explanations could restrict my independent research skills. I therefore learned to verify information using academic sources. This experience taught me that AI is most effective as a supporting tool rather than a replacement for independent academic research.
Secondly, I used AI to improve the structure of academic work. It helped me organise ideas and identify connections between theories and practical organisational problems, strengthening my ability to structure arguments. However, I found that AI generated writing could sometimes be generic, which encouraged me to develop my own critical analysis rather than accepting its first response.
Thirdly, I used AI to practise professional problem solving by exploring workplace scenarios and possible HR responses. This helped me consider different perspectives and strengthened my confidence in applying theory to practice. However, I learned that AI recommendations still require ethical and professional judgement because workplace decisions involve individual circumstances that technology may not fully understand.
Lastly, these experiences have taught me to use AI critically rather than dependently. Going forward, I will use AI to support initial understanding and problem-solving while independently evaluating its recommendations using academic evidence, professional HR standards and ethical judgement.
Personal Capability Development Plan
My future development will focus on three areas. First, I will strengthen my digital and AI literacy by learning how HR analytics and AI systems operate, including their limitations and ethical risks. Second, I will develop my communication and emotional intelligence through teamwork, presentations and workplace experience because these human capabilities will remain essential within HR. Finally, I will strengthen my critical thinking and evidence-based decision-making by using academic research and reliable workforce data before making recommendations. My goal is therefore not to become dependent on AI, but to become an HR professional who can use it responsibly. Combining technological confidence with critical thinking, empathy and ethical judgement will strengthen my employability and enable me to make more balanced people management decisions.
[bookmark: _Toc1916001594]Conclusion
In conclusion, NHSX can strengthen its competitive position by creating a working environment that supports innovation, collaboration and continuous employee development. Moving beyond traditional hierarchical practices towards more agile, flexible and high-involvement approaches can improve employee participation and organisational responsiveness. At the same time, developing a strong talent ecosystem based on continuous learning, psychological safety, growth opportunities and employee wellbeing can support both performance and retention. Finally, AI provides valuable opportunities for improving HR decision-making, but its use must be balanced with human judgement, empathy and ethical responsibility. Together, these approaches demonstrate the importance of aligning people, technology and organisational practices to achieve sustainable performance.
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