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[bookmark: _Toc242625292]Introduction 
NexSpace Health Systems (NHSX), a global healthcare technology provider with approximately 600 employees across the UK, India and UAE, is now dealing with the problem of a growing workforce as it expands internationally and invests in Artificial Intelligence (AI). Decision-making has been hampered by traditional hierarchical practices, creativity and experimentation limited and hybrid working has had an impact on collaboration and knowledge sharing. Additionally, high-performing talent is turning down job offers because of a lack of career advancement and managers are having a hard time balancing wellbeing with performance (Saxena et al. 2026). These challenges demand a rethinking of working practices that is integrated.  
[bookmark: _Toc242625293]Task A: Designing Innovative Working Practices
NHSX needs to reimagine how things get done to enable innovation, partnership and agility. This task gives careful consideration to the traditional and contemporary approaches to task design and how employee involvement, flexible approaches and technology can help to build a more adaptive and high-performing workforce.
[bookmark: _Toc242625294]A.1 Traditional work design versus Contemporary innovative working practices
The lists of innovative working practices of NHSX have been discussed in this section. 
Traditional Work Design and Its Limitations
Traditional NHSX work design can be explained using a hierarchy of authority, a fixed span of control for jobs, more centralised decision-making, and limited employee discretion (Lee, 2024). These can ensure accountability and control, crucial in healthcare technology, where clinical reliability, data security, and regulatory adherence are of paramount importance (Srinivas et al. 2022). However, in an organisation that is rapidly becoming an AI-driven place, the same qualities can be limiting. NHSX is particularly noting that hierarchical work is impeding innovation and decision-making, and staff are not given the opportunity to be creative and experiment. The critical issue is therefore not that hierarchy is inherently ineffective, but that its centralisation can lead to unneeded decision delays and undermines workers' ability to respond quickly to new tech and customer needs (Altamimi et al. 2023).
High-Performance Work Systems (HPWS) and High-Involvement Work Systems (HIWS)
The solution offered by HPWS is more compelling as it incorporates employee development, performance management, participation and supportive HR practices as its components (Kaushik and Mukherjee, 2022). Its strength lies in treating people-related practices as an interconnected system rather than isolated interventions. However, if the productivity targets prevail over employee wellbeing and experimentation, then HPWS can get too performance-focused (Kaushik and Mukherjee, 2022). 
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Figure 1: HIWS
(Source: Øygarden et al. 2023)
A complementary perspective is offered by HIWS as increased information sharing, participation and decision-making authority can enhance employee ownership (Nguyen et al. 2024).For NHSX, this is especially important as innovation relies on staff to share knowledge across professional and geographical barriers. However, involvement without genuine managerial willingness to accept employee input may become symbolic rather than substantive (Leavitt et al. 2025). So, NHSX needs to incorporate performance expectations with meaningful participation and decision rights.
Agile and Hybrid Working Models
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Figure 2: Agile Working Models
Traditional work design is based on hierarchy, roles, and order of decision-making; it can offer control but may limit responsiveness (Lee, 2024). This has a detrimental impact on NHSX's innovation and decision-making processes. Agile working is the solution provided by multidisciplinary teams, iterative problem-solving methods, and decentralisation of decision-making, with the risk of too much agility leading to role ambiguity and coordination problems (Standahl Johannessen and Karlsen, 2025). Whilst hybrid working models can offer flexibility and access to geographically dispersed talent, NHSX's underwhelming international working highlights the importance of combining flexibility with knowledge sharing (Ardi et al. 2024). Hence, hybrid working demands purposeful team interaction and structured digital collaboration.
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Key recommendations for innovative working practices are explained below, which are suitable for NSHX.

Figure 3: Recommend innovative working practices
(Source: Self-made)
Cross functional collaboration: NHSX needs to create cross functional innovation groups that include customer facing workers, HR staff, clinical experts, software developers and AI engineers (Ahmad et al. 2023). By collaborating, these groups could create and try digital health strategies in an effort to decrease silos and build better connections between technological innovation and clinical needs (Altamimi et al. 2025). Team rotation and formalised knowledge sharing process within the UK, India and UAE would promote a cross-pollination of ideas (Mahajan et al. 2024). However, collaboration should have clear goals and decision making roles, so as to avoid unnecessary meetings and gaps in accountability.
Hybrid and flexible working: NHSX should adopt a team-based hybrid approach, which would involve flexible working alongside planned in-person or virtual team working sessions (Lake, 2023). Flexibility regarding working hours is offered to the employees based on the operational requirements, and teams agree on common availability time zones. This would support work–life balance, and find geographically distributed talent. However, flexibility needs to be considered in terms of the outcomes rather than online presence, with workload monitoring and protected non-working time to reduce burnout (Yasin et al. 2026). 
Employee autonomy: Give employees the appropriate skills to make routine project decisions while maintaining central control of clinical safety, cyber security, regulatory compliance and sensitive patient data (Ugochukwu et al. 2024). Employees could propose improvements, test low-risk ideas and allocate agreed time to experimentation within defined budgets and risk boundaries. In this way, these delays in approval would be lessened and there would be accountability. Notably, autonomy should be coupled with suitable training, clear expectations and managerial support.
Agile project teams: NHSX should establish its chosen digital health programs into multi-disciplinary agile groups that have brief development cycles, regular review, and feedback from its employees (Alshahrani et al. 2026). Measurable deliverables, a product owner, and clear escalation procedure should exist for each team. Iterative testing may be useful for uncovering early usability problems and hastening the improvements. Agile methods, however, must be tailored to the healthcare industry, and should not compromise on clinical validation and safety tests to meet deadlines (Ahmad and Wasim, 2023).
Digital collaboration technologies: NHSX should embed secure digital working spaces, shared project dashboards, collaborative documentation, and asynchronous communication technologies (Ahmad et al. 2023). Such technologies would allow teams in three countries to share the same project information, record decisions and share knowledge without having to meet at the same time. AI-powered tools may assist with meeting summaries and knowledge retrieval, which can be subject to human verification, confidentiality measures, and proper access controls (Al-Adhami et al. 2026). 
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[bookmark: _Toc242625297]B.1 Creating an Environment Where Talent Can Flourish
Learning Organisation (Senge)
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Figure 4: Senge’s Learning Organisation
(Source: Zeeman, 2018)
Organisations can set the stage for talent development by placing learning in the context of the work environment rather than treating it only as formal training. From a learning organisation viewpoint, Senge focuses on four key themes: continuous learning, shared vision, team learning, and systems thinking (Gabriagues et al. 2024). In the context of NHSX, it is especially important as they need to ensure their staff members are continually equipped with new capabilities, given the fast-paced evolution of AI and digital health. However, learning cultures can fail to be effective when employees do not have time, managerial support, or opportunities to put new learning into practice (Ahsan, 2025).Thus, NHSX should be linked directly to innovation projects and to knowledge sharing across the UK, India, and UAE.
Growth Mindset (Dweck)
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Figure 5: Dweck’s Growth Mindset
(Source: Vouette, 2022)
A growth mindset encourages employees to view capabilities as developable through effort, feedback and experimentation (Rogers et al. 2023). This can help to bring creativity to NHSX as workers might be more likely to try something new and learn from failure. However, an excessive attention to the person can obscure larger issues such as workload, poor leadership or inadequate development opportunities (Maslach and Leiter, 2022). However, NHSX should not simply tell staff "think positively," it should provide them with feedback, learning opportunities and tolerance of reasonable experimentation.
Psychological Safety (Edmondson)
The importance of psychological safety is particularly powerful when innovation requires employees to challenge the status quo, admit mistakes and develop new ideas (Edmondson and Bransby, 2023). NHSX's hierarchical practices could undermine this kind of behaviour, and making psychological safety a strategic priority for innovation and knowledge sharing is crucial. However, psychological safety is not synonymous with a lack of accountability (Latessa et al. 2023). There is a need to create environments that allow workers to assert themselves within professional boundaries without compromising responsibility and performance expectations. NHSX therefore requires leadership behaviours that encourage positive challenge, and yet maintain accountability.
Self-Determination Theory (Deci and Ryan)
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Figure 6: Self-Determination Theory
(Source: Vouette, 2022)
Self-Determination Theory provides a psychological explanation for talent development that outlines three needs: Autonomy, Competence, and Relatedness (Ryan and Deci, 2022). They are particularly relevant to NHSX as autonomy can overcome undue hierarchy, competence can be enhanced through ongoing learning, and relatedness can overcome the collaboration challenges faced by geographically spread-out hybrid teams. Nevertheless, too much autonomy without coordination may introduce inconsistencies and a lack of alignment in the organisation (Daemen et al. 2025). NHSX therefore requires leadership behaviours that are conducive to constructive challenge yet maintain clear accountability.
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In order to tackle employee attrition, career progression and capability shortages, NHSX should create a unified strategy for the development of employees, encompassing continuous learning, employee wellbeing and career development.
Continuous learning and capability development: NHSX should build an organisation-wide learning ecosystem, combining technical training, professional development and experience. Learning pathways should engage AI literacy, digital health innovation, data security and leadership and cross-cultural collaboration (Hulus, 2026). It should be based on the theory of the Learning Organisation developed by Senge, meaning that staff should be learning not only through formal education, but also through shared projects, sharing and reflection (Gabriagues et al. 2024). There would be opportunities for employees to pass on knowledge through internal mentoring and cross country knowledge sharing sessions between the UK, India and UAE. The effectiveness of learning should be measured using a skills evaluation and by applying new skills to work-based projects.
Career progression and internal mobility: Improve internal mobility and career progression by creating clear paths through the technical, clinical, managerial and specialist roles within a career structure (Al Mandhari et al. 2022). Industrial development plans should outline employees' goals, skill sets, and career development. Employees might be able to grow without leaving the organisation through the use of rotation, internal vacancies, stretch assignments, and mentoring. Talent reviews should be based on actual performance and ability, rather than favouritism (Dey and Banerjee, 2026). Internal promotion rates and regretted voluntary turnover would help evaluate the strategy’s effectiveness.
Psychological safety and growth mindset: NHSX should foster a culture where staff can be critical of existing working practices, highlight issues and learn from failures without fear of embarrassment (Ahsan, 2025). Open communication is fostered by Edmondson's psychological safety, learning through feedback, and effort through Dweck's growth mindset (Rogers et al. 2023). Managers should praise constructive challenge, objectively discuss errors, and recognise knowledge sharing behaviours. Nevertheless, psychological safety must coexist with accountability, particularly where clinical safety, patient data and regulatory compliance are involved. 
Autonomy, motivation and employee experience: Self-determination theory indicates that autonomy, competence and relatedness are the three motivational factors. NHSX must provide staff with meaningful work responsibility, tools to develop their projects and opportunities to engage in decisions about the organisation. Flexible working, regular wellbeing discussions, and realistic workloads would enhance the employee experience. Burnout symptoms need to be watched not as a measure of commitment.
Strategic implementation and evaluation: NHSX should assign HR to coordinate the talent strategy, and managers should be responsible for coaching and staff should be involved in their growth (Bristol-Alagbariya et al. 2024). Quarterly assessment should track learning, skills development, internal mobility, engagement, voluntary turnover and wellbeing. These results should be used to make changes in development programmes and allocation of resources. .
[bookmark: _Toc242625299]Task C: Reflective Report
[bookmark: _Toc242625300]C.1 AI as a Strategic Tool
As a future HRM practitioner, I understand that AI can enhance strategic decision-making by leveraging workforce data, pinpointing talent gaps, forecasting employee attrition, and aiding in data-driven recruitment and development strategies. AI tools, however, must serve the purpose of assisting decision-making processes instead of replacing them (Prasanth et al. 2023). Algorithms can perpetuate bias, ignore context, or reduce employees to numbers. So, HR expertise still plays a crucial role in understanding AI-generated insights. Human empathy plays a special role when the decisions impact the health and well-being of employees, career growth, performance, accountability, or employment security (Raina, 2022). Ethical use also requires transparency, data privacy, and human oversight that are appropriate (Hosseini Tabaghdehi and Ayaz, 2025). My future approach will thus be based on the analytical capacity made possible by AI, while at the same time keeping in mind the human aspect of HRM: empathy and professional responsibility, and how technology can enhance, rather than undermine, the human dimension of HRM.  
[bookmark: _Toc242625301]C.2 Reflective Analysis
Use three examples from my experience with AI:
Research and information gathering: With the help of AI, I was able to narrow down the concepts and research directions for HRM concepts. However, I found out that information and references created must be verified on their own to prevent inaccuracies.
Critical analysis and decision-making: AI assisted me to analyse and decide between the traditional working methods and innovation in NHSX. Nevertheless, if I rely too much on its suggestions, I might lack independent thought and judgment.
Writing and professional communication: AI assisted in recognising unclear sentences and enhancing academic communication (Khalifa and Albadawy, 2024). However, relying too heavily may affect my ability to communicate on my own and develop my own voice.
These experiences have shown that AI can enhance efficiency and facilitate learning, but cannot take the place of human judgment, ethical responsibility or independent verification. I will rely on AI to assist me, but I will take responsibility for the correctness and quality of the content.
[bookmark: _Toc242625302]C.3 Personal Action Plan
	Capability to develop
	Action plan
	Timescale
	Success measure

	AI literacy and ethical judgement
	Complete AI-related learning and practise verifying outputs, protecting confidential information and identifying potential bias.
	3 months
	Demonstrate responsible AI use through reviewed work.

	Critical thinking and decision-making
	Evaluate HR case studies independently before comparing my conclusions with AI-generated suggestions.
	3 months
	Produce evidence-based recommendations with justified decisions.

	Communication and leadership
	Practise professional presentations, teamwork and constructive feedback.
	6 months
	Obtain feedback demonstrating clearer communication and confidence.

	Time management
	Use weekly priorities, milestones and progress reviews to manage academic and professional tasks.
	2 months
	Meet at least 90% of planned deadlines.

	HR and talent management
	Complete relevant HRM training and undertake practical projects involving employee development and performance management.
	6-12 months
	Build a portfolio of practical HRM evidence for future employment.
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