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[bookmark: _Toc242782576]Task A: Innovative Working Practices
[bookmark: _Toc242782577]Introduction and case diagnosis
NexSpace Health Systems (NHSX) needs a new working model that will take into account rapid growth, international presence and AI technology innovation in the healthcare sector. Current NHSX structure is characterized by slow decision-making process, lack of space for employee experimentation, poor collaboration in hybrid mode and manager's pressure to keep their wellbeing and performance. Thus, the new design should combine employee involvement, team autonomy, structured collaboration and digital coordination rather than replace office work with remote work.
[bookmark: _Toc242782578]Critical evaluation of traditional and contemporary work design
Traditional work design is hierarchical, specialized, time-bound and centralized. It provides role clarity, standardization and accountability. These elements are important for NHSX as well since the work in the field of healthcare technology is regulated and requires consistent controls regarding quality, data security and patient safety. However, too much hierarchy can slow down the decision-making process and limit employee voice. Recently, high-performance work systems (HPWS) were found to positively affect employee innovation and organizational performance (Ashiru, Erdil and Oluwajana, 2021). According to Mehralian, Moradi and Babapour (2021), the practices that enhance ability, motivation and opportunity of the employees can positively influence organizational learning and innovation performance. At the same time, HPWS is a performance-centered approach. In the case of NHSX, high performance without the space for experimenting can increase stress level of the employees.
High-involvement work systems (HIWS) fit NHSX better since they increase the power, information exchange, reward and knowledge of the employees. The findings of Nguyen et al. (2024) show that these dimensions influence creativity and job satisfaction of the employees. NHSX should shift from “manager decides” to “teams contribute and managers enable” model while keeping the governance for clinical and technical risk.
Agile working makes organization more responsive to change by short cycles, team goals and frequent reviews. The analysis of 71 agile teams reveals the positive relationship between agile working and team adaptive performance due to clear team goals (Steegh et al., 2025a). In a systematic review of 74 studies, Steegh, Van De Voorde and Paauwe (2025b) identify shared leadership, empowering behavior, psychological safety and team orientation as important preconditions of agile team effectiveness. However, agility does not mean the lack of structure. Annosi, Appio and Martini (2024) reveal the importance of managers because the priorities of the team can contradict the organizational learning. NHSX thus needs “bounded autonomy”: teams can decide how to achieve the results within the predefined boundaries.
Hybrid and flexible working also need to be balanced. In an analysis of 61,182 Microsoft employees, Yang et al. (2022) found that firm-wide remote work led to increased siloing of collaboration networks. On the other hand, the randomized trial with 1,612 technology employees revealed that two days of home working increased job satisfaction, decreased quit rate by one-third and did not affect performance (Bloom, Han and Liang, 2024). According to the UK survey, 91% of employers offer flexible working, 74% have hybrid working and 41% of them believe that increased home or hybrid work has increased productivity or efficiency (CIPD, 2025). NHSX thus should design hybrid work in accordance with task requirements, collaboration and outcomes.
[bookmark: _Toc242782579]Integrated working framework for NHSX
The proposed NHSX model should include five interconnected practices.
1. Cross-functional innovation squads. 
The squads should be formed on a temporary basis including software engineers, data experts, clinicians, product staff, cybersecurity and HR or service users if necessary. Each squad should have clear goal, owner and milestones. This can decrease silos and knowledge combination. According to agile research, collective sensemaking and knowledge process can support product innovation if the team works in supportive environment (Annosi, Appio and Martini, 2024).
2. Hybrid-by-design working. 
NHSX should use the core collaboration rhythm instead of fixed attendance rules. Teams should decide which activities are better done together in person, such as design workshops, difficult problem solving and relationship building, and which activities can be done individually in remote mode. This practice addresses collaboration risks (Yang et al., 2022) while preserving the potential benefits of job satisfaction and retention (Bloom, Han and Liang, 2024). Productivity can also differ by job and home-working conditions (Burdett et al., 2024).
3. Employee autonomy with guardrails. 
The squads should have autonomy in task sequencing, local methods and daily decision-making. Managers should set goals, risk limits and quality standards and coach the employees rather than micro-manage them. This practice takes into account the evidence that power and information affect creativity in HIWS (Nguyen et al., 2024) and supports agile autonomy when the goals are clear and measurable (Steegh et al., 2025a).
4. Digital collaboration and knowledge visibility. 
NHSX should use one integrated digital workspace for project channels, shared documents, decision logs, expert directory and knowledge search. Keppler and Leonardi (2023) reveal that enterprise social media can create “relational confidence”, increasing the success of knowledge sharing in hybrid environment. The digital tools should thus support both formal and informal communication across the UK, India and UAE. Sociotechnical approach is also important since healthcare technology adoption is based on interaction between people, processes and technology (Kronlid et al., 2024).
5. Wellbeing and performance controls. 
NHSX should introduce the system of outcome-based objectives, workload reviews, team retrospectives and protected learning/innovation time. Managers should monitor the workload, meeting burden, engagement and delivery quality. This avoids the trade-off between wellbeing and performance. Flexible work can improve quality of life, but access and experience can differ, so NHSX should evaluate the fairness across roles and locations (CIPD, 2025).
[bookmark: _Toc242782580]Implementation and performance measures
NHSX should test the framework in two or three cross-border product teams during 90 days. The baseline measures should include decision cycle time, product release time, employee engagement, voluntary turnover, cross-team collaboration, number of innovation ideas tested and project quality or rework. The monthly reviews should compare the results with baseline and adjust the model. The aim is not to maximize remote work and autonomy but to create the controlled system in which people can make faster decisions, share knowledge and innovate without compromising clinical, ethical and security standards.
[bookmark: _Toc242782581]Conclusion
NHSX needs to switch from the hierarchy-centered work to high-involvement, agile and hybrid-by-design model. The best solution is integrated: autonomy with governance, flexibility with collaboration rituals and digital tools with human relations. This design can improve innovation, organizational agility and sustainable performance because it combines work structure and the needs of employees and risks of healthcare technology business.
[bookmark: _Toc242782582]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242782583]Critical evaluation
NexSpace Health Systems (NHSX) is losing top performers due to limited career growth and learning possibilities. Furthermore, managers have difficulties balancing well-being and performance. NHSX needs a talent ecosystem rather than separate trainings. In a systematic review of 120 empirical studies, Aljbour and French found out that talent management may influence employee, team and organizational outcomes depending on the context and approach (2022).
A learning organization understands development as an ongoing process. It is important because of the impact of digital transformation on necessary skills. The OECD claims that adults’ upskilling should follow the digital transformation (2023). According to the World Economic Forum, 39% of employees' essential skills will be changed by 2030 and 59 out of 100 people will require training (2025). NHSX should focus on such skills as AI, data security, clinical safety, digital product and cross-cultural skills. However, only separate courses will not allow retaining staff when they lack application of the acquired skills and career perspectives.
A growth mindset is crucial for encouraging employees to consider any challenges and criticism as an opportunity for improvement. Osman and Hirsh discuss the role of organizational growth mindset for improvement and innovation in the context of medical education (2021). In NHSX, managers should prioritize learning and experimentations rather than short-term success. Nevertheless, it does not mean that any mistake or unmanageable workload should be tolerated. Standards, supervision, and protection of learning time are still necessary.
Psychological safety encourages employees to question decisions, report their safety concerns and admit gaps in knowledge without being humiliated. Edmondson and Bransby review psychological safety contribution to learning, working experience and performance in complex environments (2023). NHSX should promote inclusive meetings, blameless analysis of near-misses and response to feedback. It does not eliminate accountability because decisions should still meet clinical, privacy and quality requirements.
The Self-Determination Theory claims that motivation is better when work facilitates autonomy, competence, and relatedness. On how managers can meet the above motivational needs, see Forner (2021). NHSX should provide choice in development goals, coaching, and links between remote workers and those working in the office. Employees can also use job crafting to define their jobs and relationships with others to enhance job fit. Meta-analysis has revealed a positive relationship between job crafting and later work engagement (Frederick, VanderWeele and Topa, 2020). However, job crafting might also increase job demands as Holman et al. (2024) have shown that employees find it hard to influence their demands in a helpful way.
Talent management should also be inclusive and ethical. Kwon and Jang (2022) caution against the unfair and discriminatory nature of the systems based on a limited number of “high potentials”. NHSX should ensure a basic level of development for all employees while offering extra paths for development of strategically crucial competencies. NHSX should make sure that there are transparent criteria for progression. LinkedIn Learning (2025) has found out that 88% of respondents were worried about retention and that learning was their primary retention strategy. Such data cannot be used to show that learning leads to retention alone; career progression and management are also essential.
[bookmark: _Toc242782584]Recommended talent growth strategy
NHSX should adopt a four-stage talent ecosystem within 12 months.
First, conduct a skills and career audit within months 1-3. HR and team managers should assess current and future skills in the UK, India, and the UAE. Every NHSX employee will be provided with a development conversation and a one-page growth plan aligned with individual and business requirements. Every growth plan should define one technical skill, one collaboration/leadership skill, and ways of using these skills in practice. The CIPD (2023) notes the necessity for learning professionals to respond to changing skills' needs. Therefore, NHSX needs to update its skills map once in six months.
Second, integrate learning in daily activities within months 3-6. Create protected learning time, provide short digital modules, conduct international mentoring on AI validation, cybersecurity, clinical workflows' design, and customers' implementation. According to the OECD (2023), skills development should address changing skills needs. Also, the World Economic Forum (2025) mentions that technological and human skills are getting increasingly valuable. Thus, NHSX should develop technical knowledge together with judgement, communication, and teamwork skills.
Third, make careers paths transparent and inclusive. Publish skills requirements for the technical, product, clinical-safety, and people management tracks to make it possible to progress in NHSX without becoming a manager. Announce all NHSX vacancies and temporary assignments. Apply consistent criteria for the development budget and promotion process. Deloitte (2024) underlines the importance of human performance and sustainability including skills, well-being, and advancement. NHSX should monitor the access to development programs by location, job role, gender, and level. Personal data should remain confidential.
Finally, hold managers responsible for creating a safe and sustainable learning environment. Train managers to coach, give constructive feedback, tolerate dissent, and respond positively to failures. Conduct quarterly career conversations and team reviews. Employees should communicate the risks of overload to their managers who will define the priorities instead of treating every task as urgent. Proposed 12-month targets include: 90% of NHSX employees having an up-to-date growth plan; 80% of NHSX employees completing a development activity quarterly; improved internal promotion rates, psychological safety scores, and rates of regretted turnover. They are proposed NHSX targets, not the existing ones. HR should monitor the measures quarterly and provide additional support if the results in different locations vary.
The approach will connect learning, opportunity, voice, and well-being. This will assist in retaining the expertise, developing future skills, and fostering innovations for NHSX. The success will be based on the leaders leading through continuous learning and taking feedback from employees.

[bookmark: _Toc242782585]Task C: Reflective Report
[bookmark: _Toc242782586]AI as a Strategic Tool in Human Resource Management
AI is capable of assisting HRM in managing and analysing employee information, recognizing skill deficiencies and developing recruitment and learning and development strategies. Nonetheless, AI ought to assist and not take place of human judgment. According to Bujold et al. (2024), ethical use of AI in HRM includes ensuring that the processes are fair, respectful of privacy and transparent and accountable. AI technologies can lead to discrimination, inaccuracies, and mistakes, thus requiring human evaluation of the outcomes before any decision-making takes place. UNESCO (2021) agrees with human judgment being important in AI-driven HRM. Thus, ethical judgment, empathy, and professionalism are key to HR decisions.
[bookmark: _Toc242782587]Reflective Analysis: Three Examples
Example 1: Understanding a topic
AI was used by me to comprehend new concepts related to Human Capital Management and put forward interpretations of those in easy language. It helped me get an understanding of theories and find ways in which those can be applied to organisations. But at times AI did not provide a comprehensive understanding and I had to refer academic literature for comparison and development of my own understanding.
Example 2: Searching for research and exploring ideas
AI was used in order to search for research topics, keywords and viewpoints. Thus, I could form an idea of what to read independently and what areas to investigate. However, some of the recommended sources and research statements were not always reliable and relevant enough. In such cases, I made sure to check the author, the year of publication and even the link provided in order not to use any unreliable information.
Example 3: Checking grammar
I utilized AI to detect grammatical errors, unclear sentences, and ways to enhance my work’s clarity. The process enabled me to polish my work for professionalism. Nonetheless, some changes made by AI were likely to change the meaning of the sentence or to make the sentence less specific. I therefore analyzed each recommended change and used my own arguments. This improved my editing skills and awareness of academic language.
[bookmark: _Toc242782588]Personal Action Plan
	Development area
	Actions
	Timeframe
	Success measure

	AI and digital literacy
	Learn about AI applications, limitations and ethical use in HRM.
	Within 3 months
	Complete one relevant course and apply the learning to a case study.

	Research and critical thinking
	Read peer-reviewed research and verify evidence before using it.
	Within 6 months
	Evaluate at least five academic sources for a professional task.

	Communication and writing
	Practise academic writing, grammar and independent editing.
	Within 3 months
	Review and improve two written pieces using a personal checklist.

	Ethical HR decision-making
	Study bias, privacy, fairness and human oversight in AI-supported decisions.
	Within 6 months
	Develop an ethical checklist for an AI-supported HR decision.


[bookmark: _Toc242782589]Conclusion
These experiences have made me realize that AI can be an effective aid but its output needs to be verified and analyzed critically. I will keep working on improving my digital, analysis and communication skills along with being ethically responsible and taking independent decisions in order to become a responsible HR professional.
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