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[bookmark: _v2n0k8pwxwt5][bookmark: _Toc242120793]Introduction 
This report discusses the case of NexSpace Health Systems (NHSX), an emerging healthcare technology organisation with an employee strength of around 600 across the UK, India and the UAE. NHSX builds AI-powered digital health platforms, remote patient monitoring systems and clinical decision-support technologies for hospitals and healthcare providers. With growing international presence and investment in AI, the company is facing numerous strategic workforce-related challenges. The challenges include dependence on traditional hierarchical working practices, limited career growth opportunities leading to high turnover among high-performing staff, weak collaboration due to hybrid working and failure to balance employee wellbeing with performance expectations. The purpose of this report is to advise the Board on how to design innovative working practices where innovation and talent can grow simultaneously, concluding with a reflective note. 
[bookmark: _mub7oohwq20z][bookmark: _Toc242120794]Task A: Designing Innovative Working Practices 
This section develops an integrated framework for NHSX to redesign its working practices to stimulate innovation, collaboration and organisational agility through relevant theory application.
[bookmark: _196vsyxi958g][bookmark: _Toc242120795]1. Critical Evaluation of Traditional versus Contemporary Working Practices through Application of Relevant Theories 
NHSX’s workforce challenges are multifaceted and need the incorporation of curated theories and practices to overcome. For instance, a traditional hierarchical workforce depends on directions from managers, which is not good for a technical organisation, because it demands quick decision-making to test/implement innovative solutions (Stanikzai and Mittal, 2025). This delays innovation, reduces organisational agility and adaptability, which affects workforce performance/engagement and competitive advantage (Evans-Uzosike and Okatta, 2023). Moreover, in contemporary work settings, and particularly for global organisations, like NHSX, hybrid and flexible working systems have altered the traditional workplace models suitable for onsite collaboration (Chinyuku and Qutieshat, 2025). These working setups have made collaboration among distant team members increasingly difficult. 
As per sociotechnical systems theory (STS), social (people, skills, attitudes, team dynamics) and technical systems must work in harmony in order to ensure optimum performance/productivity (Ang, Sankaran and Liu, 2025). In traditional workplace setups, when new technology was introduced, humans had to adapt their habits and workflows around rigid machines. However, in contemporary times, AI and humans both learn from each other in real time (Ang, Sankaran and Liu, 2025). Although NHSX works in the area of these emerging technologies, its conventional workplace model is defeating the purpose of a harmonised system, as outlined by the STS theory. Meaning, since both humans and technology are constantly changing and adapting to each other, the old STS theory, designed for static, unchangeable tools, falls short. 
[image: Using socio-technical systems theory to study the health information  management workforce in Australian acute hospitals | Social Theory & Health  | Springer Nature Link]
Figure.1: Sociotechnical systems theory illustration 
(Source: Kemp et al., 2024)
Evaluating this through agile working, the hierarchical practice prevalent at NHSX is systematically working against cross-functional adaptability, causing decision-making bottlenecks and preventing the social system from keeping pace with the technical system. Agile working emphasises uninterrupted, cross-functional interactions and rapid feedback, which are essential to match continuous, real-time adaptations of AI technology (Ndou, Ingrosso and Di Girolamo, 2024). NHSX’s multi-region expansion without an agile structure is weakening collaboration, knowledge sharing and social cohesion among international hybrid teams. 
As per High-Performance Work Systems (HPWS), organisational performance is maximised when HR practices, organisational structure, work design and technology are combined together to complement/reinforce one another (Arubayi, 2023). Applying HPWS alongside STS demonstrates that, at NHSX, top talents might be leaving due to denied job autonomy, skill variety and career growth. Rigid, non-agile environments at NHSX have limited skilled talent to mechanical tasks, creating a mismatch between high-performing staff and restricted organisational structure, resulting in brain drain. Also, the managers’ inability to balance employee wellbeing with high performance expectations demonstrates the ineffectiveness of traditional workplace practices, creating an unsustainable tension for the contemporary workforce. Managers might be trying to enforce conventional performance metrics on fluid, complex workflows, leading to employee burnout and failure to achieve high performance. 
[image: Fig. 1]
Figure.2: HPWS illustration 
(Source: Kloutsiniotis and Mihail, 2020)
Hence, it can be inferred that NHSX is applying traditional working practices to a contemporary workforce, creating a mismatch/friction that is causing high-performing employees to leave. 
[bookmark: _qvbzujf6t2nx][bookmark: _Toc242120796]2. Recommendations 
The following recommendations are provided to redesign NHSX’s workplace practices to promote innovation, collaboration and organisational agility.
Cross-Functional Collaboration: To improve cross-functional collaboration, NHSX must establish autonomous cross-functional teams combining AI developers, software engineers and clinical specialists who hold shared accountability over product delivery (Ilufoye and Giwah, 2025). NHSX must integrate relational coordination theory alongside STS to foster relationships of shared goals, shared knowledge and mutual respect, reinforced by frequent communication to strengthen cross-functional collaboration (Bolton, Logan and Gittell, 2021). This will eliminate delayed, multi-layered management approvals between separate departments and allow fast execution of digital health solutions. However, cultural misalignment within international teams may hinder collaboration, which can be reduced by providing cultural acceptance training during the induction process (Erfan, 2024). This recommendation directly addresses two challenges with the firm’s traditional work design; with team-level autonomy, decision-making will happen faster and support innovation, creativity and experimentation. 
Hybrid and Flexible Working: NHSX’s presence in multiple countries and growing hybrid work culture require a common platform where seamless, real-time collaboration and knowledge-sharing can occur. Therefore, to make distant teams work in tandem, the organisation must implement an “asynchronous-first” flexible working model (Albergaria-Almeida, 2026). This model will enable international teams to work in their flexible hours and document their decisions and thoughts in the central database for others to read when their working hours begin. Employees familiar with synchronous norms may trigger resistance, which can be negated through thorough training and sustained support to get them on-board with NHSX’s objectives (Albergaria-Almeida, 2026). This recommendation addresses the challenge with hybrid teams’ ineffective collaboration across the UK, India and the UAE, as demonstrated by GitLab (Choudhury et al., 2020). 
Employee Autonomy: To improve employee autonomy among high-performing employees, NHSX must create opportunities for them to trial/test their creativity and experiment. To create opportunities, the firm must foster an innovative environment (aligned with HIWS) by introducing a separate time from daily work hours for experimenting and self-managed projects, which must be voluntary (Nguyen et al., 2024). This will improve autonomous project management and decision-making, thereby boosting confidence in developing innovative solutions. Team-level autonomy in decision-making for project teams will also enhance resilience and adaptability by preparing them to take accountability for their successes and failures and remove the unnecessary fear associated with administrative failure (Nguyen et al., 2024). Nevertheless, job autonomy can be perceived differently by employees from a culture with high power distance (India, UAE), creating role ambiguity. NHSX can navigate this by clearly communicating the benefits and keeping participation voluntary to help employees adopt at their own pace.
Agile Project Teams: NHSX must create small, autonomous agile project teams that plan their work in ‘sprints’ (aligned with the Scrum framework) (Steegh et al., 2025). Before the sprint starts, members will assign work based on the realistic capacity of each individual and the team as a whole and break down daily goals into minor activities (Steegh et al., 2025). Instead of measuring the time one sits at their desk, managers must check whether everyone meets clear, shared goals. This will reduce employee burnout, maintain performance and wellbeing, and enable employees with extra time to invest in experimenting. However, running several project teams may create operational confusion, which NHSX can overcome by providing agile coaching and implementing pilot phases. This recommendation addresses the challenge with managers’ inability to balance employee wellbeing and high performance metrics. 
Digital Collaboration Technologies: To address the challenge of high-performers leaving the company due to a lack of career growth opportunities, improving/investing in digital collaboration technologies to ensure connectivity across regions is recommended. Digital collaboration tools (e.g. Jira, Slack, Confluence) will make all international projects, task boards, and skill requirements visible to all employees, which will enable top talents to collaborate/lead projects without relocating (Calefato et al., 2020). Older generation employees may find it difficult to become accustomed to digital collaboration technologies, which can be mitigated through hands-on training and monitoring. This will expand opportunities under HPWS by offering top performers opportunities for continuous learning and career advancement, preventing attrition. 
All the challenges are interconnected and will only nurture the other, when implemented in an integrated manner. 
[bookmark: _319quyse2eso][bookmark: _Toc242120797]Task B: Breeding an Environment Where Talent May Grow 
This section designs a strategic talent ecosystem for NHSX that will enable employees to continuously grow and perform at their highest potential. 
[bookmark: _rc3yeqf8d7al][bookmark: _Toc242120798]1. Critical Evaluation of How Organisations Create Environments Where Talent Flourishes 
Creating an environment in which talent flourishes requires organisations to integrate motivation, learning, career development and supportive work practices rather than relying solely on performance management. Self-determination theory (SDT) postulates that autonomy, competence and relatedness boost intrinsic motivation for high performance (McAnally and Hagger, 2024). NHSX’s traditional hierarchical structure is preventing top performers from making swift decisions, causing fatigue, low engagement and high turnover. This structure is basically inhibiting creativity and experimentation, key to developing innovative solutions. Not having autonomy over projects and decision-making might also be limiting top performers from taking accountability, addressing areas of improvement and upskilling themselves for career advancement. Consequently, the attrition rate among high performers at the firm is increasing, because they have limited opportunities to take autonomy, fail, learn, adapt and progress. 
[image: Self-Determination Theory and Workplace Outcomes: A Conceptual Review and  Future Research Directions]
Figure.3: SDT illustration
(Source: McAnally and Hagger, 2024)
Talent management frameworks are utilised by organisations to measure how effectively they can manage the interconnected stages of the employee lifecycle (e.g. recruitment, on-boarding, employability, benefits, retention, off-boarding) (Nosratabadi et al., 2022). Implementing these frameworks enables organisations to retain top talent, however, NHSX seems to be operating a broken talent ecosystem because it is failing to sustain engagement and is losing top talent. 
The managers at NHSX are struggling to balance employee wellbeing and high performance expectations, which indicates two things. First, employees are unhappy because they are not performing high, and second, performance expectations are not aligned with employee wellbeing. Meaning, the factors required for employees to optimise performance/productivity, may not be available and the performance metrics are not aligned with employees’ current capacity/skill. 
Psychological safety theory argues that employees must feel psychologically safe in order to perform better and maximise productivity (Hebles, Trincado-Munoz and Ortega, 2022). However, it seems that at NHSX, employees might be experiencing burnout due to ineffective hybrid processes and unrealistic performance metrics based on traditional working practices. NHSX is a tech-oriented organisation developing AI-powered tools, which makes errors and failures common; therefore, an environment where failure is not accepted and is tied to performance ratings may lead to reduced interest/engagement among high-performing employees (Uddin, 2025). Fear of failure might have affected employees’ feelings of safety, reducing wellbeing and weakening performance. 
[bookmark: _nn3e72tx6rh9][bookmark: _Toc242120799]2. Comprehensive Talent Growth Strategy for NexSpace Health Systems 
A comprehensive talent growth strategy for NHSX includes strategic intervention throughout the employee lifecycle and creates an enabling space where talent can sustain and grow. 
Democratised Career Mobility (HPWS + SDT):  NHSX must launch an automated internal talent marketplace integrated into Jira/Slack and Confluence. This internal marketplace will routinely and transparently publish all the job vacancies across the UK, India and UAE, which will be visible to all employees. This will create a strong internal talent pipeline and career growth opportunities for top talent, alongside harbouring a growth mindset. For instance, top performers in India and the UAE will get equal exposure to major UK-based innovation initiatives, fulfilling their intrinsic need for autonomy and competence of SDT and the opportunity component of HPWS (McAnally and Hagger, 2024; Arubayi, 2023). This internal career mobility structure will help NHSX to build a strong international talent pool, gauge skill/resource preparedness and retain top talent. 
Structured Workplace Innovation (Job Crafting): As discussed in the recommendations of Part A, to foster innovation and creativity, NHSX must offer autonomy and creative opportunities to employees. Applying the job crafting principles, employees must be offered some time from their daily work hours to work on projects/solutions fit for their skills (Khan et al., 2024). These self-managed projects will provide necessary autonomy, build accountability/adaptability/resilience and promote a creative workplace suitable for innovation and experimentation. To boost collaboration across international employees, NHSX can publish projects and requirements on Jira/Slack, which must be open to all and voluntary. This will operationalise job crafting through task crafting (choosing technical challenges) and relational crafting (forming cross-border research teams), converting static project descriptions into dynamic, employee-led roles (Khan et al., 2024). This will address the challenge with creativity, experimentation and collaboration across international teams. 
Psychological Safety, Learning Organisation and Growth Mindset Culture: To create psychological safety, NHSX will have to foster an environment where learning and growth are supported. NHSX must replace rigid administrative processes with an open environment where clinical and technical knowledge flows smoothly across international offices (Manaf et al., 2026). To harbour a growth mindset, it must normalise failures, so that clinicians and engineers can experiment without the fear of punitive pressures and view failures as key learning lessons (Bardach et al., 2024). This will cultivate psychological safety by supporting continuous learning and growth. 
The following table details a 12-month implementation timeline for NHSX to support talent growth.
Table 1: 12-Month Implementation Timeline to Support Talent Growth at NHSX
	Timeline 
	Lead
	Key Focus and Deliverables 
	SMART Objectives and KPIs

	Phase 1: Foundation (month 1-3)
	Global talent head and regional heads
	· Review traditional job descriptions and performance metrics
· Deploy Jira/Confluence infrastructure and train team leads on agile working principles and SDT
	· Basic psychological safety establishment
· 100% completion of leadership training

	Phase 2: Pilot Launch (month 4-6) 
	Team coordinators/Scrum facilitators 
	· Launch digital internal talent marketplace
· Introduce capacity-based sprint planning and 15% innovation times across UK/India pilot teams
· Review initial psychological safety 
	· Achieve 100% capacity-based sprint planning for all pilot teams

	Phase 3: Global Scaling (month 7-9)
	Chief HR manager and global talent head
	· Rollout the new working systems in the UAE operation
· Implement goal-based reviews 
· Facilitate cross-border collaboration through Jira/Slack
· Launch quarterly events for self-managed prototype presentation
	· Achieve >80% employee participation and minimum 20 quarterly presentations

	Phase 4: Optimisation (month 10-12)
	Executive board and regional heads
	· Evaluate global retention and turnover rate
· Strengthen cross-border career mobility 
· Institutionalise growth mindset
	· >30% reduction in high-performer attrition
· >85% reduction in employee burnout


(Source: Self-Created)
[bookmark: _kkghtet0nmix][bookmark: _Toc242120800]Task C: Reflective Report 
[bookmark: _rbveu22dg7gq][bookmark: _Toc242120801]1. AI as a Strategic Tool 
Artificial intelligence can be strategically used to support decision-making within Human Resource Management (HRM) while maintaining ethical judgement, human empathy and professional responsibility. For ethical judgement, HR managers can use AI to help in recruitment and reviewing employees by regularly checking software algorithms to ensure a fair and unbiased process (Khanal, 2026). (Administrative paperwork and data analysis can be left to AI; however, employee care and conversations must be dealt with by human managers to ascertain empathetic solutions to sensitive employee issues (Amanullah et al., 2026). Final decisions regarding everything analysed by AI tools must be left with HR managers to uphold professional responsibility (Du, 2024). Therefore, AI can be used strategically within HRM, given the tools are complemented by human oversight and human-related concerns are supported by human managers and not AI. 
[bookmark: _not286w34hpc][bookmark: _Toc242120802]2. Reflective Analysis 
Firstly, I have used AI to analyse and summarise data; I observed that the AI-enabled information/summary strengthened my problem-solving, evidence synthesis and data-driven decision-making. Secondly, when analysing complex business models/frameworks, I used AI whenever I was unclear about a theory/model, which helped me build strategic consulting competence and technical literacy. Thirdly, I have also used AI to conduct personal capability-gap analysis to build professional efficiency and leadership readiness (Latha and Sreenithi, 2025). These three specific AI usages have helped the development of my professional capabilities. 
[bookmark: _k4fjttijxixv][bookmark: _Toc242120803]3. Personal Action Plan 
Table 2: Personal Action Plan
	Skills/Competencies
	Why Required?
	How to Harness?
	Timeline 

	Agile/hybrid leadership
	Facilitates multi-region collaboration; mitigates manager burnout
	Complete PMI Agile Certified Practitioner (Angel, 2023)
	Months 1-3

	Data-driven HRM and AI governance
	Ensures ethical, empathetic and responsible AI utilisation in HR decision-making
	Complete HR analytics certification
	Months 2-4

	Cross-cultural intelligence 
	Enables seamless collaboration across international teams
	Complete online courses on cultural intelligence building and practice culture-sensitive communication
	Ongoing 

	Change management
	Ensures smooth organisational transition
	Complete Prosci Change Management Certification (Rodi, 2026)
	Months 1-6


(Source: Self-Created)
Conclusion
To conclude, this report critically evaluted the workforce-related challenges NexSpace Health Systems has been facing. The recommendations include cross-functional international collaboration on digital collaboration platforms, job autonomy, experimentation opportunities creation and transparent internal mobility pipeline. The report also suggested a talent growth strategy for NHSX through implementation of job crafting principles and SDT. Overall, the recommendations and strategies are redesigned to ensure the firm retains top talent through creation of career development opportunities and psychological safety.
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