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TASK A: Designing Innovative Working Practices
1.1 Theoretical Evaluation: Traditional vs. Contemporary Work Design
1.1.1 Limitations of Traditional Hierarchical Work Models
Bringing innovative workforce design is the latest corporate structure that allows flexibility and resilience for future opportunities. The implication of “Traditional hierarchical work models” is the modern corporate design enabled by a “top-down decision-making approach” in business models to ensure the best responsibilities for the business (Matriano, 2024, p.1873). The current workforce of NexSpace Health Systems (NHSX) comprises nearly 600 employees across India, the UK and the UAE, with a traditional architecture of business functions. 
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Figure 1: Hierarchical Work Models
(Source: Morgeson et al., 2023, p.1)
The traditional values of this business are highlighted by operational bottlenecks in maintaining the heritage and classical structure. Especially, the digital innovation of this business includes AI-enabled digital health platforms, remote patient monitoring systems, and clinical decision-support technologies (Leino et al., 2022, p.707). 
1.1.2 High-Performance Work Systems (HPWS) & High-Involvement Work Systems (HIWS)
Implementation of a modern business structure for NHSX the concepts of “High-Performance Work Systems (HPWS)” and “High-Involvement Work Systems (HIWS)” involve an innovative and modern business structure. The role of HPWS and HIWS both removes a command-and-control system, ensuring an empathetic value for employees. The structure of the modern system allows the standards of “employee empowerment, skill enhancement, and participatory decision-making” for a creative and inclusive workplace culture (Elorza et al., 2022, p.782). 
1.1.3 Sociotechnical Systems Theory & Hybrid/Flexible Models
Maintaining a balance to the socio-economic structure of a business, the implications of Sociotechnical Systems (STS) Theory can be a relevant element. Two major variables of this theory categorise the technical system and social system of this business. 
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Figure 2: Sociotechnical Systems Theory (STS)
(Source: Kemp et al., 2024, p.284)
After the implementation of NHSX using STS operations, the technical standards allow for software, algorithms, and AI tools. On the other hand, social structure is further reformed through the orientation of organisational culture, human relationships, and communication channels of NHSX (Ang et al., 2025, p.1). The role of the STS model allows Hybrid and flexible AI-driven platforms for NHSX to ensure long-term sustainability and values for this business. 
1.2 Strategic Recommendations for NexSpace Health Systems 
The issue at the heart of NHSX isn't hierarchy but often the process of achieving the outcome. There are four weaknesses inherent in the hierarchy that restrict the business: slow decision-making, limited innovation, suppressed creativity and little room for experimentation. The following recommendations are, therefore, intended to address one or more of these four issues, rather than just to eliminate layers of management. 
1.2.1 Agile Project Teams & Employee Autonomy
To accelerate decision-making and allow experimentation, NHSX must transition from functional teams to Agile cross-functional squads. The teams would consist of software engineers from India, product designers, and regulatory experts from the UK, and clinical account managers from the UAE (Armbruster and Huemann, 2026).
	Phase
	Action & Operational Focus
	Problem Being Solved
	Target Business Impact

	Phase 1: Squad Reorganisation
	Establish 12 cross-functional squads of UK, India and UAE staff with localised decision rights.
	Slow decision-making and siloed thinking. 
	Faster sign-offs, more creative solutions through diverse teams, and ownership of outcomes.

	Phase 2: Asynchronous Workflow
	Standardise core overlap hours (the “Global Synchronous Window”) and asynchronous project protocols.
	Time-zone fatigue and stalled collaboration across the UK, UAE and India. 
	Continuous progress across time zones, better wellbeing, and protected thinking time for creative work.

	Phase 3: Digital Integration
	Deploy a unified cloud platform with AI knowledge repositories and shared code and clinical data.
	Lost institutional knowledge and no safe space to test ideas. 
	Transparent collaboration, faster prototyping and testing, and reusable knowledge.

	Phase 4 (add): Experimentation Framework
	Introduce sprint retrospectives, an innovation budget and pilot-and-learn reviews.
	Fear of failure and low experimentation.
	A steady flow of tested innovations and a learning culture.


Table 1: Roadmap of Agile Strategies and Employee Autonomy Implementation 
(Source: Self-Developed)
The regulatory clauses to solve the critical issues are described below:
· Decision-Making Rights: Decisions are made at the point of expertise and not centralised for review and approval (Bjerre and Leimbach, 2026, p.1).
· Innovation: Two-week sprints mean that ideas can emerge into working builds rapidly, and so innovation is continuous rather than long-term.
· Creativity: Engineers, designers, regulatory and clinical viewpoints in one team lead to the diversity of thought that leads to better solutions.
· Experimentation: Each squad has a small experimentation budget and conducts short experimentation pilots with sprint reviews. 
1.2.2 Redesigning Hybrid & Flexible Working Frameworks
The current hybrid scheduling is not structured and needs to be replaced by a common framework which is based on an asynchronous communication protocol. With different time zones in the UK, UAE and India, having to schedule live virtual meetings after 4 hours can lead to time zone fatigue and decreased productivity. NHSX should consider using the "3+2 Hybrid Model" with a 3-hour "Global Synchronous Window" (11:00 AM to 2:00 PM GMT) (Standahl Johannessen and Karlsen, 2025, p.382). This model alleviates time-zone fatigue and a disorganised hybrid workplace. It also safeguards wellbeing and uninterrupted focus time upon which creativity and innovation rely.
1.2.3 Digital Collaboration Infrastructure
NHSX will need to improve its digital collaboration environment to close the gap between international centres. In addition to this infrastructure, there are automatic documentation tools, real-time code repositories, clinical data repositories, and digital whiteboards that are visible across all sites (Bjerre and Leimbach, 2026, p.1). This infrastructure addresses the issue of disarticulated knowledge between centres. Use of shared repositories and whiteboards enables teams to experiment and innovate as they work on others' ideas without needing permission.
1.3 Performance Justification & Strategic Alignment
The four issues NHSX identified – slow decision-making, limited innovation, suppressed creativity and weak experimentation – are all directly tackled by the move to modern working practices. By eliminating the need for rigid approval processes and compressing release timelines, Autonomous Agile squads enhance decision-making (Bjerre and Leimbach, 2026, p.1). 
	Key Performance Area
	Traditional Working Baseline
	Target Outcome with Innovative Practices
	Strategic Value for NHSX

	Feature Release Cycle
	12 Weeks (Hierarchical sign-offs)
	3 Weeks (Autonomous Agile squads)
	Accelerates market response and digital health innovation.

	Cross-Border Collaboration
	28% cross-regional project participation
	85% integrated squad involvement
	Eliminates international siloing between the UK, India, and UAE.

	Employee Wellbeing & Retention
	High turnover among top performers
	Projected 25% reduction in voluntary turnover
	Retains top tech and clinical talent across global sites.


Table 2: Organisational Performance Matrix
(Source: Self-Developed)
TASK B: Breeding an Environment Where Talent May Grow
2.1 Theoretical Frameworks for Talent Flourishing
2.1.1 Senge’s Learning Organisation & Dweck’s Growth Mindset
It seems necessary to shift from being reactive to being proactive when it comes to training; transforming into a continuous learning system is essential to fostering a corporate environment that can nurture high-tech talent. Peter Senge's framework for the Learning Organisation is based on five key disciplines: systems thinking, personal mastery, mental models, shared vision, and team learning (Frederick et al., 2026, p.1). 
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Figure 3: Carol Dweck's Growth Mindset theory
(Source: Growth engineering, 2025, p.1)
The theoretical support of Carol Dweck's Growth Mindset theory, which states that human skills and intelligence are malleable and can be learned through hard work, trial and error and positive input. By fostering a growth mindset to overcome these challenges and treat setbacks as opportunities to learn, employees keep experimenting with new AI algorithms, leading to continuous creativity (Rammstedt et al., 2024, p.84).
2.1.2 Edmondson’s Psychological Safety & Self-Determination Theory (SDT)
Psychological safety, according to Amy Edmondson, is "a collective perception that a team is safe for interpersonal risk taking, that it is safe to ask questions, make mistakes, or share ideas without fear of punishment or embarrassment. 
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Figure 4: Edmondson’s Psychological Safety Model
(Source: Kaizenko, 2025, p.1)
In NHSX, a reduction in the prevalence of cross-border working has diminished relationships between employees, and the establishment of psychological safety is crucial to reconnect people and reestablish trust (Edmondson and Bransby, 2023, p.55). This construct is directly linked to the Self-Determination Theory (SDT), which maintains that three basic psychological needs: autonomy, competence, and relatedness are essential for intrinsic motivation and for maintaining high levels of performance over time. International team connections will be restored to strengthen relatedness (Santana et al., 2025, p.1).
2.1.3 Job Crafting & Employee Experience (EX) Models
Job Crafting Theory, created by Wrzesniewski and Dutton, describes how workers proactively modify their work roles through three processes: task crafting, relational crafting and cognitive crafting (Zhang et al., 2025. p.1). It contributes to the larger concept of the Employee Experience (EX), which is all about creating physical, cultural and technological spaces that help employees during the entire phases of their employee journey (Marx et al., 2025, p.2344). 
2.2 Integrated Talent Growth Strategy for NHSX
2.2.1 Continuous Learning & AI Capability Ecosystem
In order to address career development issues and skill enhancement, NHSX needs to create a lifelong learning system with an NHSX internal “AI & HealthTech Academy”. The virtual platform for operating digital healthcare and advanced technical support enables better responsibilities for students in future. 10% of the time will be made available in a weekly schedule to all employees for coursework, personal innovation projects, or inter-departmental projects (Steiber and Ghosh, 2026, p.153). This strategic learning infrastructure is made up of the core elements in the table below.
	Strategy Component
	Core Operational Activity
	Problem Being Solved
	Target Capability Outcome

	AI & HealthTech Academy
	Self-paced modules and certified tracks in AI, data ethics and clinical systems.
	Limited learning opportunities and skill gaps. Staff lack structured routes to build advanced technical skills.
	Closes skill gaps and improves performance in AI software development.

	Dedicated Learning Time (10%)
	Structured weekly time for research, upskilling and experimentation.
	Heavy workloads and no time to learn. Staff report workload pressure that blocks development, which harms wellbeing.
	Supports a growth mindset, lower burnout and sustained performance.

	Gig Mobility Marketplace
	Internal platform matching employees to short-term projects in other regions.
	Lack of career progression. High performers leave because they see no growth path.
	Visible progression, more internal mobility and cross-border knowledge transfer.

	Dual Career Path and Global Peer Mentoring (add)
	Parallel technical and managerial ladders, plus a mentoring network.
	Unclear promotion routes for technical specialists, and regional isolation.
	Fair progression, relatedness and retention of experts.

	Blameless Post-Mortems and Wellbeing Programme (add)
	Team reviews of failures, manager training, workload ceilings.
	Fear of blame and burnout. Both reduce wellbeing and willingness to take risks.
	Higher psychological safety and healthier performance.


Table 3: Strategic Components for Business Growth and Development for NHSX
(Source: Self-Developed)
2.2.2 Fostering Psychological Safety & Wellbeing
NHSX leadership needs to shift from command and control to put in place empathetic leadership methods to balance high aspirations and staff wellbeing. Individuals from all over the UK, India and UAE will be obligated to complete training focusing on the key areas of active listening, constructive feedback and identifying symptoms of burnout. NHSX will be rolling out what it calls "Blameless Post-Mortems" for software deployments and clinical pilots which do not achieve targets (Purohit, 2025, p.35). 
2.2.3 Global Knowledge-Sharing & Career Pathway Networks
NHSX needs to move away from the conventional career ladder and establish a dual career path model that is clear, with equal opportunities for both technical contributors and managerial leaders. NHSX will create a 'Global Peer Mentoring Network' of senior engineers and managers. These solutions address four interrelated challenges: lack of progression (dual career paths and the talent marketplace), limited learning opportunities (the AI & HealthTech Academy and 10% learning time), poor wellbeing (psychological safety and workload limits) and weak performance (skills growth and a blame-free learning culture).
2.3 Evaluation & Long-Term Talent Retention
This integrated talent ecosystem directly tackles NHSX's strategic challenges, enhancing retention and innovation metrics of products. In doing so, NHSX creates a culture within the workplace in which talent can flourish for years to come through meeting the fundamental psychological needs of autonomy, competence and relatedness (Saadallah, 2025, p.325). 
	Talent Outcome Area
	Current Baseline
	Target
	Problem Addressed
	Strategic Value

	High-Performer Retention
	72%
	90%
	Progression: top staff leave for lack of growth.
	Secures key AI and clinical expertise.

	Internal Mobility Rate
	8%
	25%
	Progression and learning opportunities: limited movement across teams and regions.
	Better career satisfaction and fewer silos.

	Psychological Safety Index
	48%
	80%+
	Wellbeing: fear of blame and low trust across borders.
	An open culture that supports safe experimentation.

	(add) Learning Participation
	Add baseline from case
	Add target
	Learning opportunities and performance: skill gaps.
	Stronger capability and productivity.


Table 4: Talent Strategic Outcome Analysis for NHSX
(Source: Self-Developed)
TASK C: Reflective Report
3.1 AI as a Strategic Decision-Support Tool in HRM
Utilisation of AI as a humanised tool in business management empowers analytical power and accuracy as well as talent management. The use of AI-based database work has been combined with early predictive analytics and balancing a better transformation with business. The responsibilities of AI practices involve managing a vast employee and customer database with easy computation and analytics. The forecast of sales values and profitability analysis can be easily derived through the evaluation of AI-based operational analysis (Setyawan et al., 2024, p.252). 
3.2 Reflective Analysis on AI Tool Usage
3.2.1 Example 1: Research & Synthesis
Description & Feelings:
I think the use of AI in academic work is the best way to ensure in-depth research in a minimal timeline. Also, I feel AI can generate higher performance with minimal effort, especially in search-based tasks.
Evaluation & Analysis:
In my evaluation, AI evaluates complicated contexts and easily identifies the structural issues in academic tasks. However, some of the resources it finds are outdated and vague as well. 
Conclusion & Action Plan:
The content generated using an AI tool is completely different from articles which avoid illegal transcription or copyright issues in academic work. 
3.2.2 Structure & Idea Generation (Report Formatting)
In a descriptive review, I think of the structural options for short-term writing, like essays and reports. The structural guidance, as well as writing assistance, can be extremely relevant to topics and research work. It feels great to create new ideas and conceptualisation of article-based reviews quickly are the best values identified through these AI tools. 
3.2.3 Drafting & Refinement Challenge (Contextual Alignment)
Especially for the academic assignment, the draft work will be easily contextualised through the refinement work and opportunities in this segment. However, generating a general advice rather than exquisite research outcomes, the AI tool further provides majorly with contextual alignment well. I think, despite having drawbacks, AI must be used under mentors' instruction and AI regulations for new idea generation and creative structure work.
3.3 Personal Capability Development Plan or Actionable Employability Plan
	Development Goal & Skill
	Target Competency Area
	Specific Action Steps
	Timeline & Success Metric

	People Analytics & Ethical AI Governance
	Strategic decision-making and data-driven HR practices.
	Complete an accredited course in HR Data Analytics and Ethical AI Governance.
	Months 1–3: Attain certification; demonstrate proficiency in data auditing.

	Cross-Cultural HR & Agile Leadership
	Managing international teams and hybrid operations.
	Participate in cross-regional virtual workshops and study international labour frameworks.
	Months 4–6: Design and run an asynchronous project trial successfully.

	Strategic Talent Management
	Designing psychological safety and EX frameworks.
	Lead a team project using Job Crafting principles and psychological safety practices.
	Months 7–12: Achieve a 15% increase in team satisfaction and collaboration scores.


Table 5: Action Plan for Employability and Career Growth
(Source: Self-Developed)
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