[image: ]

[bookmark: _GoBack]Student name: Dharmesh Lilabhai Khistariya      
Student ID number:2615465
Programme: Master of Business Administration
Module: Human Capital Management
Module code: LCMB7023

Table of Contents
Task A: Designing Innovative Working Practices	3
A.1 Traditional Work Design versus Contemporary Innovative Practices	3
A.1.1 High-Performance Work Systems (HPWS)	3
A.1.2 High-Involvement Work Systems (HIWS)	3
A.1.3Agile Working	4
A.1.4 Hybrid Working Models	5
A.2 Recommended Integrated Working Model for NHSX	5
A.3 Expected Organisational Performance Benefits	8
Task B: Breeding an Environment Where Talent May Grow	9
B.1 Designing an Environment Where Talent Flourishes	9
B.1.1 Learning Organisation	9
B.1.2 Growth Mind-set	9
B.1.3 Psychological Safety	9
B.1.4 Talent Management Frameworks	10
B.1.5 Job Crafting	10
B.1.6 Self-Determination Theory	11
B.1.7 Employee Experience (EX)	11
B.2 Comprehensive Talent Growth Strategy for NHSX	12
TASK C: Reflective Report	14
Introduction	14
C.1 AI as a Strategic Tool:	14
C.2 Reflective Analysis:	14
C.3 Personal Action Plan:	15
Conclusion	15
Reference list	16

[bookmark: _Toc242715879]Task A: Designing Innovative Working Practices
[bookmark: _Toc242715880]A.1 Traditional Work Design versus Contemporary Innovative Practices
Traditional work design is all about hierarchy, managerial control, standardisation, and formal authority (Trudy, 2021).  This can ensure accountability but excessive hierarchy can result in limited experiments, bottlenecks, and silos.  This directly highlights current problem of NexSpace health systems (NHSX) that is traditional hierarchical working significantly slowed down decision making and innovation. In order to ensure rapid innovation the organisation needs to have employees with specialist knowledge to contribute directly to decisions.
Contemporary work design on the other hand focuses on decentralisation, employee engagement, team-based work, adaptability, and increased innovation and creativity (AIHR, 2026).  Therefore it is crucial for NHSX to shift from traditional work design model to contemporary practices by distributing responsibility and encouraging collaboration for rapid innovation. The following theories can offer a structure to redesign work to mitigate workforce challenges.
[bookmark: _Toc242715881]A.1.1 High-Performance Work Systems (HPWS)
HR practices can be integrated by high performance work systems in order to improve employee ability, opportunity to contribute, and motivation (Alqudah et al., 2026). HPWS can significantly enhance innovation performance with the help of organisational learning. Moreover, relationships between HPWS, organisational performance, and employee innovation are significant. It is important for NHSX to align recruitment, performance management, work design, and development with innovation. However, excessive demands for performance can increase workload pressure on the employees, deteriorating performance (Andriani and Disman, 2023). Therefore, NHSX balance high expectations with manageable workloads for efficiency and enhanced performance.
[bookmark: _Toc242715882]A.1.2 High-Involvement Work Systems (HIWS)
High involvement work system focuses on teamwork, information sharing, involvement in decision making, and participation (Nguyen et al., 2024). This can significantly minimise the issues regarding limited creativity within NHSX by providing greater impact over work. There are significant differences between high involvement approaches from high performance work systems which indicate that increasing involvement could not be considered as high performance. Therefore, NHSX needs to develop cross functional teams to ensure that technical, clinical, and data and product specialists can engage in decision making process.
[bookmark: _Toc242715883]A.1.3Agile Working
Responsiveness can be increased by agile working through experimentation, cross functional teams, short development cycles, and rapid feedback (Talentguard, 2026). This directly aligns with AI enabled platforms of NHSX because through this platform specialists can evaluate solutions quickly like agile approach. However, it is crucial to ensure decision rights, workload controls, and define priorities in order to prevent fragmented activity as well as fatigue. According to report by World Economic Forum (2025), core skills of 39% of workers are expected to change by 2030. 
[image: ]
Figure 1: Disruptions to Skills
(Source: World Economic Forum, 2025)
With the help of agile teams NHSX can develop capabilities through various types of projects.
[bookmark: _Toc242715884]A.1.4 Hybrid Working Models
With the help of hybrid working models NHSX can enhance collaboration and also improve flexibility. According to a study, 1,600 Trip.com employees reported that working from home two days per week did not reduce their performance or promotion rates (Shaik, 2025). According to another data, 52% of US employees work in remote capable jobs involved in hybrid work (Gallup, 2026). 
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Figure 2: About Hybrid Workforce
(Source: Gallup, 2026)
Hence, NHSX can develop hybrid work around several activities and with the help of remote work the organization can support concentration. In case of in person days, the organization can focus on innovation as well as complex problem solving throughout UK, UAE, and India.
[bookmark: _Toc242715885]A.2 Recommended Integrated Working Model for NHSX
Cross-functional collaboration: NHSX can focus on developing multidisciplinary product teams which may integrate product, data, software engineering, customer facing, cyber security, and clinical expertise. It is important for teams to have their own defined outcomes to minimise optional silos and hierarchical approvals (Herbert, 2024). It is crucial for the organisation because according to report 63% of employers identify that for organisational transformation skill gap is a major barrier (Weforum, 2025).
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Figure 3: Skill Gaps as a major barrier
(Source: Weforum, 2025)
Hybrid and flexible working: A purpose-led hybrid model can be introduced by NHSX. The organisation can undertake work require high concentration remotely and in-office days can support mentoring, innovation workshops, and collaboration. Through asynchronous communication information sharing across several zones like UK, UAE, and India can be supported (Salesforce, 2024). This will enable employees successfully collaborate without depending only on meetings.
Employee autonomy: According to Daemen et al. (2025), it is important for NHSX to ensure that teams should have autonomy related to experimentation, operational decisions, and task delegation. Managers on the other hand need to set priorities, coach teams, and mitigate obstacles. To measure performance the organisation should focus on quality, customer or clinical value, innovation and deliverables. With this approach the organisation can significantly enhance responsiveness and maintain accountability for healthcare outcomes.
Agile project teams: The NHSX should implement innovation sprints lasting about four to six weeks. A multidisciplinary team can develop more comprehensive and personalised strategies (Cano and Zettelmann, 2024). The team can also try out various digital health functionalities, clinical processes or monitoring solutions depending on whether a decision to implement, alter or close the digital solution has to be made. This enhances the process of continuous experimentation while minimizing excess spending.
Digital collaboration technologies: NHSX can integrate several digital tools for communication, knowledge sharing, co-creation, and project management. According to report by Microsoft (2026), which is based on 20,000 AI users In 10 countries reported that 66% spend more time on high value work with the help of AI and 58% mentioned that they were producing work with the help of AI that they could not have produced a year earlier.  Hence, NHSX needs to implement AI strategically to minimise administrative work and maintain human accountability for strategic decisions.
[bookmark: _Toc242715886]A.3 Expected Organisational Performance Benefits
	Outcome
	How this will improve organisational performance of NHSX

	Faster decision-making and agility
	· Cross-functional teams reduce unnecessary approvals, enabling faster decisions (Kashi, 2024).
· This also accelerates development cycles.

	Greater innovation and experimentation
	· HPWS and HIWS encourage employee contribution.
· Agile working converts ideas into tested and practical solutions (Rietze and Zacher, 2022).

	Improved collaboration and knowledge sharing
	· Hybrid teams and digital collaboration platforms connect expertise across NHSX’s international locations.
· This will strengthen communication and knowledge exchange.

	Retention and capability development
	· Employee autonomy and varied projects create development opportunities. 
· Rapid change of core skills is increasing the need for continuous development (Cornerstoneondemand, 2026).

	Adaptability and sustainable performance
	· The model balances autonomy with accountability. 
· NHSX can strengthen adaptability while protecting patient safety and data security.


Table 1: Organisational Benefits
(Source: Self-made)


[bookmark: _Toc242715887]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242715888]B.1 Designing an Environment Where Talent Flourishes
[bookmark: _Toc242715889]B.1.1 Learning Organisation
Learning Organisation theory (Uvhagen et al., 2024), highlights that organisations develop talent through continuous innovation, knowledge-sharing, and knowledge application. Cross-functional projects, innovation successes, practising communities, mentoring, and post-project feedbacks-reviews can improve learning area of every day’s work for NHSX. It becomes important as healthcare technology employees should combine clinical, technical, and commercial knowledge. A learning organisation needs organisational system which provides employees with time and resources learning resources. As mentioned in the report by BLR (2023), 49% of learning and channel development professionals highlighted concern for employees lacking necessary skills to execute business strategy. Learning should be connected with strategic capability requirements for NHSX.
[bookmark: _Toc242715890]B.1.2 Growth Mind-set
Growth Mindset Theory of Dweck highlights that abilities can cultivate through effort (Cloke, 2026). It encourages employees to experiment with emerging technologies under NHSX. The managers should treat employee mistakes as opportunities for improvement recognising learning behaviours, experimentation, and improvement beside rewards and recognition. For NHSX innovation in AI-enabled healthcare can have uncertainty for experimentation. The organisation should combine growth-oriented leadership with realistic workloads focusing on learning resources and opportunities for career progression. The managers should not increase workloads, technology or prevent career structures for employee development.
[bookmark: _Toc242715891]B.1.3 Psychological Safety
Edmondson’s Psychological Safety theory (Baskin, 2023) becomes important when employees challenge assumptions, shared ideas, and admit mistakes. The employee should communicate concerns about clinical processes, technology, and patient-risks fearlessly about negative impact as per innovation objectives of NHSX. The study identifies psychological safety depends on employees become confident to express freely (Yousif et al., 2024). Psychological safety should not remove accountability. In healthcare technology, employees should follow proper clinical, regulatory, and data-security needs. NHSX should create a positive environment where employees can question decisions reporting problems.
[bookmark: _Toc242715892]B.1.4 Talent Management Frameworks
Talent Management framework should connect workforce planning, identifying skills, succession, internal mobility, and skill development. It becomes important as high performers of NHSX are exiting for low career progression. Report shows that 36% of global companies are appropriate “career-development champions” showing strong confidence to attract and retain talent (D2L, 2026). 
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Figure 4: Career Development Champions
(Source: D2L, 2026)
They are more adaptive to generative-AI. NHSX should establish transparent career pathways for technical, clinical, managerial and specialist employees. Specialist expertise should be retained through internal vacancies, talent pools, mentoring and succession planning to move them into management reducing the performance exodus.
[bookmark: _Toc242715893]B.1.5 Job Crafting
According to Job Crafting theory, employees are able to take the initiative to change some elements of their jobs so that they will match their skills (Song and Jo, 2023). NHSX can implement this theory by providing employees with some assignments that challenge their abilities, some cross-functional projects, or even give them a chance to participate in innovation sprints. However, this practice has to remain within the legal framework of healthcare to ensure that independence will not make any harm any to any other stakeholders.
[bookmark: _Toc242715894]B.1.6 Self-Determination Theory
The Self-Determination Theory emphasises that autonomy, competence, and relatedness are crucial conditions for motivation (Lopez-Garrido, 2023). The NHSX can promote autonomy by allowing the teams to control how the goals are accomplished, enhance employee competence through continuous training and development, and relatedness through mentorship and teamwork. According to report by US Career Institute (2026), 84% of employees believe that learning provides their work with purpose.
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Figure 5: Importance of learning at Work
(Source: US Career Institute, 2026)
[bookmark: _Toc242715895]B.1.7 Employee Experience (EX)
To enhance employee experience NHSX needs to focus on employee journey which starts from recruitment and on-boarding and continues to development, career progression, performance, and wellbeing. Employee experience is important for hybrid international organisations because within this type of organisations face issues regarding job satisfaction (Haruna et al., 2026). Hence, it is important for NHSX monitor employee experience with the help of clear conversation, retention data, regular service, and dwelling indicators, identifying barriers to growth.
[bookmark: _Toc242715896]B.2 Comprehensive Talent Growth Strategy for NHSX
NHSX can develop an integrated talent growth ecosystem with the help of following initiatives:
1. Skills-based career architecture: NHSX can develop transparent carrier pathways for several job roles like engineering, cyber security, clinical, and leadership roles. It is important for the organisation to ensure that employees receive individual development plans regarding future organisational capabilities (Trainingindustry, 2022). The organisation should also advertise internal vacancies and project opportunities to increase mobility.
2. Continuous learning and reskilling: It is important for NHSX to introduce digital learning platforms, cross functional development programs, and technical academies. The organisation should prioritise AI capability because the rapid change of technology job requirements is also changing. As reported by Digital Applied Team (2026), 80% of workforce needs AI training or up-skilling by 2027, forcing NHSX to combine formal training with learning through digital projects.
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Figure 6: Requirement for AI Training
(Source: Digital Applied Team, 2026)
3. Mentoring and career coaching: NHSX should ensure that every employee has access to regular carrier conversation and managers are trained as career coaches. This is crucial for NHSX as according to report only 15% of employees mention that their managers support them to develop a career plan in previous 6 months (Saharia and Rabha, 2026).
4. Talent mobility and stretch opportunities: By establishing an internal talent marketplaces NHSX can help employees to join short term projects, cross functional assignments, and innovation sprints, enhancing retention and mobility (Lynch, 2025). This will help in job crafting as well as develop organisational capabilities. The organisation needs to ensure that high potential employees receive mentoring, strategic projects, and leadership exposure but they should not be forced into immediate managerial roles.
[bookmark: _j25nt73hzeyx]5. Inclusive and psychologically safe employee experience: It is important for NHSX to develop confidential feedback channels, regular listening mechanisms, and innovation forums. It is responsibility of managers to encourage experimentation and offering feedback on challenging tasks (Kim and Yoon, 2025). They should also ensure that remote employees got equal chances of development as well as promotional opportunities. NHSX should ensure that employee experience should be monitored with the help of several indicators like learning participation, engagement, internal mobility, turnover rate, and wellbeing.

[bookmark: _ahiuxagho9us][bookmark: _Toc242715897]TASK C: Reflective Report
[bookmark: _ue1nla2u87pb][bookmark: _Toc242715898] Introduction
As an aspiring Human Resource Management practitioner, building up such skills as digital, analytical, and interpersonal skills is extremely important. The reflection will examine the impact of Artificial Intelligence on the development of one’s professional skills through the use of Driscoll’s What? So What? Now What? framework.
[bookmark: _455t0tr0no6p][bookmark: _Toc242715899]C.1 AI as a Strategic Tool: 
AI can assist HRM through analysis of data regarding the workforce, identifying skills deficits, recruiting as well as developing employees (Shaji and Jeggumantri, 2026). Nevertheless, it must only complement human judgement and not replace it. The HRM specialists need to assess the AI suggestions for any signs of bias, accuracy, and fairness. In ethical HRM, the values of transparency, privacy, accountability and empathy are important (Marko and Kasa, 2025).
[bookmark: _jll49pwxl3o][bookmark: _Toc242715900]C.2 Reflective Analysis:
What?
Firstly, I employed AI to find out potential solutions for the problem related to employee engagement. In this way, AI enabled me to think about the problem from various angles and develop my problem-solving skills. Nonetheless, the lack of the ability to understand emotions and situations of a company made me realise the significance of human empathy.
In addition, AI was used in generating ideas related to workforce planning, talent management, and innovative ways of working. 
Thirdly, I applied artificial intelligence to come up with ideas that could be used to increase employee engagement in the organisation. It broadened my horizons in coming up with ways of motivating and engaging employees. But some of the recommendations were very generic and taught me that good HR decision-making depends on organisational experience and employee input.
So What? From these experiences, I learned that AI is useful when it comes to being efficient and providing learning opportunities, but AI must augment and not replace human skills. Ethics, empathy, evaluation, and responsibility are important qualities of an HR expert (Schmitz, 2026).
Now What? To develop my problem-solving, communication and analytical skills, I will use AI technology to confirm that its findings are correct. In addition, emotional intelligence and critical thinking will be developed to ensure that technology does not substitute professional HR decision making.
[bookmark: _m1m8ojhxqgu0][bookmark: _Toc242715901]C.3 Personal Action Plan: 
My personal competency development plan of mine aims at enhancing my capabilities in digital literacy, analytical skills, communication, and interpersonal competencies for HRM roles in the future. First, I am going to enhance my capabilities in terms of AI literacy via taking relevant online courses and applying AI tools responsibly. Second, I am going to develop my analytical skills by means of acquiring knowledge about advanced Excel and SPSS software. Third, I am going to enhance my communication competencies via making presentations and conducting discussions. Fourth, I am going to increase my emotional intelligence through feedback, active listening and proper conflict management. 
[bookmark: _xgbq4xpp1kx4][bookmark: _Toc242715902]Conclusion
In summary, there is potential for AI to enhance HRM efficiency, but human discretion is always needed. This reflective process brings into focus the need for critical thought, empathy, ethics, and digital literacy. Ongoing learning and self-improvement are key to my future employment and HRM capability.
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Hybrid Work and Productivity: What
the Data Show

Hybrid work is now the most common arfangement among full-time, remote-
capable US. employees. Gallup's research shows that management quality and
team coordination play an important role in hybrid work productivity. This page:
‘examines the current hybrid workforce, what Gallup's data show about
‘productivity, and the practices that support business performance.

Where the U.S. Tybrid Workforce Stands Today

Among remote-capable US. employees — roughly half of the total workforce —
"hybrid work s the MOSE common arfangement. As of 2026, 52% of remote-
‘capable workers are hyorid, 26% are exclusively remote, and 22% are fully on-
site. These figures have held relatively stable since mid-2022.
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Geneva, Switzerland, 8 January 2025 — The Future of Jobs Report 2025, published today by the World
Economic Forum, reveals that job disruption will equate to 22% of jobs by 2030, with 170 million new
roles set to be created and 92 million displaced, resulting in a net increase of 78 million jobs.
Technological advancements, demographic shifts, geoeconomic tensions and economic pressures
are the key drivers of these changes, reshaping industries and professions worldwide.

Drawing on data from over 1,000 companies, the report finds that the skills gap continues to be the
most significant barrier to business transformation today, with nearly 40% of skills required on the
job set to change and 63% of employers already citing it as the key barrier they face. Technology
skills in Al big data and cybersecurity are expected to see rapid growth in demand, but human skills,
such as creative thinking, resilience, flexibility and agility, will remain critical. A combination of both
skill types will be increasingly crucial in a fast-shifting job market.
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The data from Linkedin’s 2025 Workplace Learning Report:

 88% of organizations are concerned about employee retention and providing learning is the number one
retention strategy

® 91% of L&D professionals agree continuous learning is more important than ever for career success

 Only 36% of organizations qualify as “career development champions™ with robust programs in place. 31%
have limited programs and 33% are just starting

® 83% of career development champions will maintain or increase investment in career-driven learning in 2025

® 49% of L&D and talent leaders say executives are concerned employees don't have the right skills to execute
business strategy
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How Online Learning Can Boost Employee Engagement and
Satisfaction

By: Michael Eugene | August 2026

‘When an employee is truly engaged in a role — feeling valued, confident, and satisfied with the work
they're doing — employers can see the difference in the individual’s approach and their output. That's why

employee engagement should be a critical focus for any business. Unfortunately, research shows

employee engagement may be trending in the wrong direction. According to Gallup, just 20% of
employees worldwide were engaged in 2025, the second decline in three years, and the firm estimates
that low engagement drained about $10 trillion from the global economy in lost productivity. U.S. workers
fare better, with 31% reporting they're engaged, but that figure has been stagnant for two years and sits
well below the 2020 number of 36%.

With the newest generation of the workforce, there are other discouraging signs as well. The number of Gen Z and younger millennial employees who agree with the statement “
have had opportunities at work to leam and grow” fell 11 points between 2020 and 2025, from 48% to 37%.

An engaged workforce is a happier, more productive workforce. But engagement isn't slipping because people stopped caring about their work. For many employees, its slipping
because they can't see a path forward in it. And one of the best ways to illuminate that path forward is encouraging employees to develop their own careers through learning

Why learning drives engagement and satisfaction

Employees keep telling researchers that development changes how they feel about their jobs. In Linkedin's 2025 Workplace Learning Report, 84% of employees agreed that
learning adds purpose to their work. The same report found that 88% of organizations are concerned about retention, and that their top retention strategy is providing leaming
opportunities.
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