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NexSpace Health Systems operates in a dynamic digital health landscape, where organisational performance is increasingly shaped by the effective integration of people, technology and work processes. The organisation employs 600 people throughout the UK, India and UAE and needs to have a culture of working practices that encourage innovation whilst retaining the elements of collaboration, accountability and service quality. This is especially important because 85% of leaders are concerned about the adaptability of their workforce, and 7% say their organisations are at the forefront of facilitating continuous adaptation of their workforce (Deloitte, 2026). 
[bookmark: _Toc242182226]Task A: Designing Innovative Working Practices
[bookmark: _Toc242182227]A1. Traditional versus Contemporary Working Practices
Traditional working practices focus on the standardisation of tasks, on hierarchical control and on clearly defined responsibilities. Taylor’s (1911) scientific management illustrates this approach by focusing on efficiency through task specialisation and standardisation. However, these practices may limit employee autonomy and collaboration in a digital healthcare organisation such as NexSpace Health Systems. Four modern working practices are capable of overcoming these. Flexible working is where staff have the flexibility to work hours and location within their role if appropriate. This can help with balancing work and life and retention, but clinical needs, cybersecurity and team coordination must be kept in mind. Agile working relies on cross-disciplinary teams that operate in short development cycles, hold regular reviews and take action based on feedback. Beck et al. (2001) stress teamwork and adaptability. This way, NexSpace can enhance digital services and solve problems faster. Employee autonomy and participation includes the employee in decisions concerning task allocation, working methods and process improvement. Ryan and Deci (2000) state that autonomy enhances motivation when employees have opportunities to gain competence and engage in meaningful relationships. But proper management guidance is still needed. AI can assist with the day-to-day administration, information retrieval and initial analysis, and experienced specialists can still make clinical interpretations and decisions. The OECD (2024) identifies advantages and threats of the use of AI in the workplace. Overall, traditional systems can offer continuity and responsibility, but there are potential limitations to innovation when solely relying on them. NexSpace needs to, therefore, integrate clear standards with flexible work, agile delivery, employee engagement and responsible human-AI collaboration. This can facilitate innovation while maintaining the quality of health care, employee well-being, and professional responsibility.
[bookmark: _Toc242182228]A2. Critical Theoretical Evaluation
High-Performance Work Systems (HPWS) require employee skills, motivation and opportunities to reinforce organisational practices (Jiang et al., 2012). For NexSpace, qualified digital and healthcare professionals need decision-making power to use their expertise innovatively. However, Boxall (2012) argues that high-performance practices depend on organisational context and cannot be copied from other companies. NexSpace must therefore adapt HPWS to digital healthcare.Self-Determination Theory (SDT) explains the importance of autonomy. Ryan and Deci (2000) identify autonomy, competence and relatedness as three psychological needs underlying motivation. However, autonomy without resources can transfer organisational pressure onto employees. The Job Demands-Resources (JD-R) model explains this concern: job demands can cause strain, while resources such as autonomy, feedback and managerial support can improve engagement and performance (Bakker and Demerouti, 2007).Sociotechnical Systems Theory (STS) is important because NexSpace's performance depends on interactions between workers and digital technologies. Trist and Bamforth (1951) argue that social and technical systems should be designed together, while Clegg (2000) highlights the importance of organisational structures within technological systems.Psychological safety is another critical aspect. Edmondson (1999) found that it supports team learning by encouraging employees to share errors, questions and work hypotheses. Similarly, West et al. (2015) demonstrate the importance of supportive teamwork for healthcare quality and staff wellbeing.
[bookmark: _Toc242182229]A3. Innovative Working Framework for NexSpace
An Adaptive Digital Work System (ADWS) should be implemented in NexSpace based on flexible working, agile delivery, employee autonomy, cross-functional collaboration, human-AI collaboration and robust governance. The framework will allow employees to tailor their working practices and play a role in innovation while providing clarity, quality of healthcare and data protection.
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Figure 1: Adaptive Digital Work System (ADWS) for NexSpace
Source: Author’s own construction based on Beck et al. (2001), Trist and Bamforth (1951), Ryan and Deci (2000) and OECD (2024).





Table 1: Proposed Adaptive Digital Work System (ADWS) Practices at NexSpace Health Systems
	Component
	Proposed practice at NexSpace
	Strategic benefit

	Cross-functional teams
	Combine clinicians, software developers, data specialists, UX and cybersecurity professionals
	Faster and more integrated decision-making

	Flexible working
	Role-appropriate flexibility in working hours and location, with agreed collaboration periods
	Improved work-life balance and workforce adaptability

	Employee autonomy
	Teams determine task allocation and work methods within governance boundaries
	Higher ownership and motivation

	Agile delivery
	Short development cycles and regular user feedback
	Faster innovation

	Human-AI collaboration
	AI supports routine analysis and administration while humans retain judgement
	Productivity and quality

	Employee voice
	Retrospectives, feedback sessions and risk-reporting mechanisms
	Learning and psychological safety

	Outcome-based performance
	Evaluate results rather than online presence
	Greater accountability



 This is in line with the High-Involvement Work System principles as employees are provided information, skills and opportunities for involvement in organisational decisions (Wood et al., 2012). The use of AI needs to be introduced as an augmentation mechanism as well as an automation mechanism. The use of AI is growing, but only 6% of leaders say their organisations are making meaningful progress towards designing human AI interactions (Deloitte, 2026). Administration documentation, summarisation of data, routine data retrieval, and preliminary analysis may be done using AI tools by NexSpace (GitLab, 2026). Responsibility for clinical interpretation and subsequent clinical decisions should remain with human professionals. According to OECD (2024), AI can enhance workers' performance, but also raise issues around work intensity and autonomy and data use (Beck et al., 2001).
[bookmark: _Toc242182230]A4. Performance Impact
The Adaptive Digital Work System can help solve NexSpace's collaboration, innovation and workforce adaptability issues by connecting cross-functional teams, flexible working, agile delivery, and responsible human-AI collaboration. Cross-functional teams, including clinicians, developers, data specialists and cybersecurity professionals, can enhance communication, minimize silos and facilitate quicker identification of issues. Edmondson (1999) underscores the need for psychological safety in team learning, so that employees can voice issues and mistakes without fear. Flexible working may benefit employee wellbeing and retention, as long as it does not compromise clinical services or information security and collaboration requirements. Formalising the evaluation of employees by the agreed outcomes instead of the presence can also enhance accountability. Moreover, agile delivery enables the teams to evaluate solutions, collect feedback from users and improve digital services in brief development batches, thereby getting insights into potential issues at an early stage. AI can help alleviate repetitive administrative tasks and enable people to focus on work that demands judgment. But the outputs of AI have to be checked and clinical decisions still need to come from qualified professionals. NexSpace needs to assess the framework from the development-cycle-time, employee turnover, engagement scores, defect, user satisfaction and time saved due to automation. Set baseline measurements prior to implementation and compare to follow-up measurements would aid management in determining actual improvements. Overall, the framework is able to support productivity, innovation and employee wellbeing, as long as adequate governance, training and human oversight is maintained.
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Figure 2: Impact of the Adaptive Digital Work System (ADWS) on Employee and Organisational Performance
Source: Author’s own construction, informed by Jiang et al. (2012), Ryan and Deci (2000), Bakker and Demerouti (2007), and Deloitte (2026).
[bookmark: _Toc242182231]Task B: Developing a Talent-Growth Ecosystem
[bookmark: _Toc242182232]B1. The Talent Problem
NexSpace Health Systems is in a market where there is greater competition for digital, clinical and analytical skills and talents, so it is important the organisation takes a different approach to its talent strategy, one that is more about ongoing capability development than recruitment. Reskilling is a huge task, with the World Economic Forum (2025) predicting that 39% of the skills currently in the workforce will be "transformed or outdated by 2030". 
[bookmark: _Toc242182233]
B2. Critical Theoretical Evaluation
The Sustainable Talent Development requires learning to become to be part of the organisation, not simply formally part of the training program and therefore it is necessary to have an organisational basis that gives this to us, Senge (1990) Learning Organisation is such an organisational basis. The addition of the individual level to Dweck's (2006) Growth Mindset posits that abilities can be cultivated through attempts, feedback and learning the messages that are sent if employees are encouraged to believe that they can develop (in the absence of adequate learning resources, managerial support and career opportunities) might place too heavy a burden on the employees in terms of development. Edmondson's (1999) notion of PS is also a significant one for there to be a place where employees can ask questions, admit to their errors and question accepted practices without fear of interpersonal repercussions. However, if talent development initiatives focus solely on employees with high potential, an overly tailored approach to talent could lead to unequal perceptions regarding opportunities for development. (Collings & Mellahi, 2009) Wrzesniewski and Dutton's theory of Job Crafting (2001) reinforces the ecosystem idea by acknowledging employees' role in their job. However, it is possible that without the job crafting, coordination, workload and accountability issues can occur. An alternative theory to motivate employees is called Self-Determination Theory (SDT). Autonomy, competence and relatedness are regarded by Deci and Ryan (2000) as three basic psychological needs that foster high quality motivation. This is particularly relevant throughout the UK, India and UAE where employees should have similar opportunities for development and internal opportunities whilst simultaneously being sensitive to professional, cultural and regulatory differences. It is based on the Resource Based View (RBV) that valuable, rare and difficult-to-imitate resources can lead to sustained competitive advantage (Barney, 1991). Human Capital Theory also justifies investing in the knowledge and skills of the employees since knowledge and development can boost the productive capability (Becker, 1964). Focusing on ability, motivation and opportunity, the AMO framework goes further to explain how ability and/or motivation can be realized in performance (Appelbaum et al., 2000). 
[bookmark: _Toc242182234]B3. NexSpace Talent-Growth Ecosystem
NexSpace needs to build a Talent-Growth Ecosystem (TGE) that links workforce planning, skills development, mentoring, internal mobility and performance management. This will enable employees to acquire the skills needed for existing and future jobs. Senge (1990) points to the need for continuous learning within organisations, while Appelbaum et al. (2000) emphasise the need for the employee to be able, willing and disposed to improve performance.The ecosystem should start with the planning of staff and skills gaps in AI literacy, health data analytics, cyberscrurity, digital product development and clinical technologies. Next, HR and department managers should review their employees' current skills, and create personalized development plans that outline learning goals and measurable results.The next step should include organized training, mentoring, cross-functional project experiences and peer learning. These activities would support employees to transfer their understanding and skills to other teams. NexSpace should also cater to internal mobility by promoting job openings and providing temporary project opportunities, lateral move/promotions. Have clear selection criteria would benefit employees in the UK, India and UAE to fairly avail development opportunities.Lastly, managers should conduct regular development conversations, skills assessments and performance feedback to review employee progress. While AI can help identify skills gaps and suggest learning materials, human decision-making should be at the heart of career and promotion decisions. CIPD (2025) highlights the need for responsible AI governance and human oversight. Therefore, NexSpace must consider the ecosystem from the perspective of reducing skills gaps, learning applications, internal mobility and employee retention, and adapting development activities to the changing need of the organisation and, in turn, the local professional landscape.
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Figure 3: NexSpace Talent-Growth Ecosystem
Source: Author’s own construction, informed by Senge (1990), Dweck (2006) and Appelbaum et al. (2000).

Table 2: Design of the Talent-Growth Ecosystem at NexSpace
	Stage
	Main activity
	Intended outcome

	 Workforce planning
	Identify future skills and workforce needs
	Clear capability priorities

	 Skills development
	Assess skills gaps and prepare learning plans
	Improved employee capabilities

	 Learning and mentoring
	Provide training, mentoring and project-based learning
	Practical application of knowledge

	 Internal mobility
	Offer internal vacancies and project assignments
	Career progression and retention

	 Evaluation
	Review skills, performance and development outcomes
	Continuous improvement


[bookmark: _Toc242182235]B4. KPIs and Evaluation
Internal promotion rates, critical role succession coverage, employee retention, skills gap reduction, learning application, internal mobility, employee engagement and time-to-competence are all useful measures.
Table 3: Key Performance Indicators (KPIs) for Talent Development at NexSpace Health Systems
	KPI
	What NexSpace should assess

	Internal mobility rate
	Percentage of vacancies filled internally

	Skills-gap reduction
	Change in identified critical capability gaps

	Retention of critical talent
	Turnover among strategically important employees

	Time-to-competence
	Time required for employees to reach required capability levels

	Learning application
	Percentage of development activities applied to work

	Succession coverage
	Availability of prepared successors for critical roles

	Employee engagement
	Perceptions of development and career opportunities


[bookmark: _Toc242182236]Task C: Reflective Report
[bookmark: _Toc242182237]C1. AI as a Strategic Tool in HRM
AI should be a decision-support tool, not a decision maker, in the following areas: Recruitment; Workforce planning; Learning and development; Identifying skills gaps; Employee analytics; Career development. It could perpetuate algorithmic bias, be based on incomplete data or make inaccurate suggestions, and wide-ranging employee analytics could raise privacy, data security and over-monitoring issues (OECD, 2024). As a result, HR teams must continue to have the responsibility for making consequential decisions and using ethical sense, contextual awareness and empathy when understanding the implications of AI-driven insights. In this context, CIPD (2025) stresses that the use of AI must be both responsible and ethical, suggesting that the implementation of such technology in HR must be accompanied by the human element and the responsibility of HR practitioners. 
[bookmark: _Toc242182238]C2. Reflective Analysis: Three Personal AI Experiences
My first experience was using AI to aid learning and research in an academic setting. I have also leveraged AI to simplify and articulate complex human resources and digital transformation topics before reaching out to academic sources for clarification, guidance, and suggestions on areas for investigation. But sometimes, the answers from AI were factually incorrect or not backed by enough research. Thus, I learned that the use of information in an effective manner does not ensure its accuracy; therefore, it is important to check the information from independent sources, such as a credible academic and professional sources. The AI application for my second experience was for assisting with professional problem-solving. I applied AI to a work problem to arrange the information and also to determine what I believed may be the reasons and also alternative strategies to tackle the problem. The recommendations, however, were rather general and were not able to sufficiently take into consideration the specific circumstances of an organisation. My third use case was related to AI's role in enhancing professional communication. I discuss the clarity and the structure of the professional and academic communication with the help of AI and propose alternative ways of expressing ideas. I knew, though, that an overreliance on AI might diminish independent thought and authenticity of communication. As a result, I have developed a skill in applying AI as a supporting and reviewing tool, but not taking ownership of the final content, judgement and professional message. 
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C3. Personal Capability Development Plan
	Capability
	Current development need
	Action
	Timescale
	Success measure

	AI literacy
	Understand AI limitations and ethical risks
	Complete responsible-AI learning and evaluate AI outputs
	3 months
	Identify bias, limitations and verification requirements

	Critical thinking
	Avoid accepting AI outputs uncritically
	Cross-check AI information against credible sources
	Ongoing
	Consistent evidence verification

	HR analytics
	Strengthen workforce-data interpretation
	Develop Excel/Power BI and HR analytics skills
	6 months
	Complete an HR analytics project

	Professional communication
	Communicate evidence-based recommendations effectively
	Practise professional reports and presentations
	6 months
	Improved academic/professional feedback



[bookmark: _Toc242182240]C4. Reflective Closing Statement
From these experiences, I have learned that while AI will play a crucial role in my future HR career, it should not replace professional judgment but rather serve as a valuable tool in my arsenal. It will therefore continue to be fundamental for responsible and sustainable employability to have continuous learning. 

[bookmark: _Toc242182241]Conclusion	
NexSpace Health Systems needs a holistic approach to the work design, human talent development and AI-powered employee experience. Task C shows that transparent, ethically governed AI can personalise learning and support career development while retaining human judgement. It can help NexSpace be more innovative and adaptable while sustaining the clinical responsibility and confidence of employees and responsible governance in the digital healthcare environment.
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