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NexSpace Health Systems (NHSX) is fast-growing healthcare technology organisation having 600 employees working throughout the UK, India, and the UAE. It builds on AI-based digital health platforms, remote patient monitoring tools and clinical decision-making support systems. The main issues identified by the board are traditional type of working structures which slows down decision-making and innovation. Apart from this, employees feeling congested in terms of space for creativity, hybrid working has made it harder for the global teams to collaborate and share knowledge. Also, high-performing workers seen to be leaving due to very limited opportunities for career growth, and learning. Lastly, managers find it difficult to provide support to employee’s wellbeing while meeting high-performance expectations. 
[bookmark: _Toc242605627]Task A: Designing Innovative Working Practices 
[bookmark: _kt4clofq00i7][bookmark: _Toc242605628]1.1 Critical Evaluation: Traditional versus Contemporary Work Design 
Traditional hierarchical work systems be situated as decision-making, severe role limitations, as well as linear communication, which are progressively documented as being adversative to organisational revolution. In knowledge-intensive sectors such as healthcare technology, these systems involve structures with bureaucratic drag and systemic slowness rather than adaptive responses to environmental change (Naqshbandi, 2025). 
Traditional vs. High-Performance Work Systems (HPWS)
Traditional work systems involve employees carrying out pre-established procedures and performing specific work tasks. In contrast, High-Performance Work Systems (HPWS) bundle together practices like selective recruitment, performance-based rewards, and frequent skill training to boost skills, motivation and productivity as a system (Bhardwaj et al. 2025). Singh et al. (2025) have noted that agility and technology adoption have become central characteristics of successful HPWS, which is especially pertinent for an organization that is heavily reliant on AI, such as NHSX. A potential risk, however, is that HPWS may cause employees to strive to follow the rules, rather than trying new things; this can lead to a decrease in innovation (Naskar et al. 2025). 
Traditional vs. High-Involvement Work Systems (HIWS)
Traditional systems keep information and decision-making power at management level. High-Involvement Work Systems (HIWS) are the opposite, in that they distribute information, responsibility, and rewards more broadly within the organisation. Evidence also indicates that HIWS facilitates employees' innovative behaviour by satisfying their needs to feel competent and connected at work (Jiang et al. 2024). 
Traditional vs. Agile Working
Traditional project management is linear, that is, plans are formulated in the beginning and then implemented one by one, and variations are seen as disruptions. Agile working involves dividing up work into short cycles (known as sprints) typically lasting no more than 2 weeks, with regular check-ins in between and the ability to make course corrections as more information comes to light. Yao et al. (2025) discovered that job performance was significantly better in agile-organised organisations with cross-functional teams and quicker decision making cycles in healthcare settings. Agile working is a better model for NHSX than the traditional model, given the fast-changing nature of its clinical needs.
Traditional vs. Flexible Working
Traditional work involves working in the workplace at designated times, typically on a single working day irrespective of the location of the staff and/or other employees. Flexible working is the right to change their working time or pattern to suit the needs of their role and workplace. NHSX has staff working across the UK, India and the UAE with a time gap of around four to five hours between the sites making real-time collaboration difficult. A flexible working model with rotation of personnel, who start and end work at different times, may have an immediate impact on strengthening cross-site cooperation, having an overlapping window of working hours could lead directly to an increase in working time. 
Sociotechnical Systems Theory (SST)
SST originated in the Tavistock Institute’s work, which remains significantly relevant. Iden and Bygstad (2025) demonstrated that SST that advocates for joint optimisation of technical and social sub-systems that is an effective lens for having knowledge on digital transformation. Applied to the NHSX, SST counsels against the deployment of AI clinical decision-support tools in isolation from human work redesign, which must evolve in concert (Parker et al. 2026).
[bookmark: _eyxlgdbe09gt][bookmark: _Toc242605629]1.2 Recommended Working Practices for NHSX 
	Recommended Practice
	Theoretical Basis
	Problem It Solves

	High-Performance Work Systems (HPWS) with team-level OKRs
	HPWS (Bhardwaj et al., 2025)
	Slow decision-making; limited creativity and experimentation

	Agile project teams with two-week sprint cycles
	Agile Working (Yao et al., 2025)
	Hierarchical bottlenecks; slow innovation

	Rotation-based flexible working across time zones
	Flexible Working; SST
	Weakened cross-site collaboration and knowledge sharing


Table 1: Recommended Innovation Work Design Framework for NHSX 
(Source: Self-developed) 
High-Performance Work Systems with OKRs
To implement HPWS, NHSX should rethink recruitment processes to prioritize problem-solving skills, tie compensation and rewards to AI-generated innovation, and offer ongoing training on AI tools and hospital information. Objectives and Key Results (OKRs) are used to allow engineers, clinicians and data scientists to set and execute their own objectives without needing to get signed off by senior leaders. This directly responds to the Board's concern that traditional hierarchy has stifled innovation and taken out the creative space for employees.
Agile Project Teams
[image: This may contain: the agile - scrum framework is shown in this graphic]
Figure 1: Agile-Scrum Framework
(Source: Pinterest, 2026)
Enabling staff to adapt effectively, as organisational agility directly enhances job performance in healthcare, where demands often change unpredictably (Yao et al. 2025). NHSX needs to structure project work in cross-functional sprint teams comprising of engineers, clinical experts and data scientists, working in sprints of two weeks. This structure minimizes the steps that a new idea needs to go through for approval and provides frequent chances for testing, reviewing and tweaking. Digital collaboration tools like Microsoft Teams and Miro enable this method, allowing teams in the UK, India and UAE to keep each other updated in real-time and collaborate. 
Rotation-Based Flexible Working
[image: ]
Figure 2: Variations of Hybrid Working 
(Source: Shiftbase, 2026)
NHSX should take a more flexible approach to working, with a rotation system rather than fully remote or unstructured hybrid working. All team members should be available to work at the same time during a specific window of the day, such as during the Indian afternoon – say 10am to 1pm UK time. This not only fosters a sense of togetherness for teamwork and knowledge sharing, but also allows employees to have the flexibility the Board values for performance and retention. Flexible working is designed around team collaboration needs, not just individual convenience, social and technical aspects of work must be optimised together (Parker et al. 2026).
These three practices are interconnected to solve five Board level challenges: first, slow innovation and lack of creativity is corrected by HPWS, second, the decision bottlenecks is addressed by the agile teams, and thirdly, the current hybrid approach has reduced the cross-site collaboration, which is restored when the rotation approach is used.
[bookmark: _Toc241918372]
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[bookmark: _6sepgnvkk9bv][bookmark: _Toc241918373][bookmark: _Toc242605631]2.1 Critical Evaluation: Creating Environments Where Talent Flourishes
The Board has identified four employee related issues with NHSX: Limited career development, Employee learning and development, Manager balancing wellbeing with high demands for performance and Talent attrition.
Learning Organisation (Senge) - for the problem of insufficient learning and development
[image: ]
Figure 3: Five Disciplines 
(Source: Liu, 2018)
The Learning Organisation is what Senge said an organisation was if its members are constantly learning and sharing knowledge, otherwise it can never grow (Business of Government, 2024). His five disciplines as personal mastery, mental models, shared vision, team learning, and systems thinking to offer a useful structure for transforming learning into a normal routine, not a special one. The most pertinent discipline is team learning, as the organisation is composed of teams across three countries and collaborates on cutting-edge AI technologies that are changing rapidly, knowledge sharing needs to be embedded in team working processes, not on a whim. Staff who believe that learning is an integral part of the working process rather than a training day are more likely to remain in their organisation and continue to grow within the organisation.
Job Crafting Theory and Self-Determination Theory - for the problem of limited career growth
Self-Determination Theory (SDT) emphasises that there are three psychological needs that must be fulfilled for employees to be motivated, regarding the need for competence, the need for autonomy and the need for relatedness with others (Gagné et al. 2026). Job crafting involves employee self-manipulation of their roles to make them more satisfying and meaningful to them by adding or removing tasks, changing relationships with others, or developing new skills (Olafsen et al. 2025). The process of enabling them to design their own job with structure, support from line manager and aligned to their own development plans can reinvigorate the sense of progress and purpose needed to retain high performers at NHSX, where talent is shoring up fast and they see few opportunities to advance.
Psychological Safety (Edmondson) - for the problem of wellbeing and performance balance
NHSX managers are facing a dilemma over how to get the balance right between employee wellbeing and high expectations for performance. The tension is directly related to the concept of psychological safety, which is defined as a shared sense that it is safe for everyone to speak up, ask questions, try new approaches, and admit mistakes without being penalised (Bahadurzada et al. 2024). A high degree of psychological safety means that employees are not forced to make a choice between doing a good job and getting in trouble. In health care, teams that are more psychologically safe have been found to experience less burnout and are more likely to remain with their team and organisation, even under stress (Bahadurzada et al. 2024). 
[bookmark: _Toc242605632]2.2 Talent Growth Strategy for NHSX 
	Strategic Pillar
	Key Actions
	Framework
	Problem Addressed

	Organisational Learning
	Protected weekly learning time (minimum 2 hours); tri-site virtual knowledge exchange programme; internal mentoring and reverse mentoring
	Senge (Businessofgovernment.org, 2024)
	Insufficient learning and development; talent attrition

	Career Growth through Job Crafting
	Role latitude frameworks; personal development OKRs; structured job crafting conversations with line managers
	Olafsen et al. (2025); Gagné et al. (2026)
	Limited career growth; high-performer exits

	Psychological Safety
	Manager training in inclusive communication; structured retrospectives; wellbeing check-ins; non-punitive error reporting
	Bahadurzada et al. (2024); CIPD (2024)
	Wellbeing and performance balance; burnout risk


Table 2: NHSX Talent Growth Strategy
(Source: Self-developed)
Pillar 1 – Organisational Learning: 
NHSX should consider providing at least two hours of protected learning time each week per employee, without it being schedulable for operational need. There should be a tri-site virtual knowledge exchange programme to introduce pairs of workers from UK, India, UAE to facilitate structured monthly sessions to share project experiences, clinical knowledge and technical skills. Mentoring should be done between senior and junior staff, while for junior staff, the mentoring should be done in reverse, namely in digital tools and emerging technologies. 
Pillar 2 – Career growth through job crafting: 
Every employee should have a personal development OKR in collaboration with their line manager, which should contain a minimum of one objective related to the job that they would like to improve, shape or grow over the coming quarter. This helps employees feel that there is a structure and a plan for them to grow without having to be promoted. The research has shown that job crafting, when facilitated by the organisation, is correlated with increased job satisfaction and capability (Nwanzu and Babalola, 2024).
Pillar 3 – Psychological Safety: 
NHSX should create a formal manager development programme which emphasises the importance of creating psychologically safe team environments. The evidence review aligns with the fact that psychologically safe teams exhibit better performance, reduced burnout and better retention, all of which supports the Board's strategic goals (CIPD, 2024).
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[bookmark: _Toc242605634]3.1 AI as Strategic Decision-Support Tool HRM
AI is being adopted by HRM applications, such as skills gap analysis, recruitment screening, employee sentiment analysis, performance monitoring, and workforce planning. Sachan et al. (2024) noted that AI's application in HRM is further strengthened by its capability to analyse large volumes of employee data quickly and effectively and detect patterns, improving the efficiency of talent acquisition and performance management. 
But this integration is accompanied by some significant ethical questions. However, if the training history of the algorithm is non-representative, the algorithm has the potential to reinforce and amplify bias (Saad Zakaria and Khattak, 2026). They can also cut down on the human oversight that is vital for decisions that would impact human resources greatly on their job and wellbeing. 
Being an HRM future power player, I have seen that using AI is best used to augment rather than supplant human decision making. The right model is one that uses AI to surface data, minimize cognitive bias and enhance the quality of data that HR professionals have at their fingertips, but still holds the human professional accountable for the decision.
[bookmark: _Toc242605635]3.2 Reflective Analysis: Three Specific Instances of AI Use
Instance 1 - Literature Scoping
To provide a foundation for this assignment, I initially employed an AI tool to determine the key theoretical frameworks associated with work design and talent management. The Ai was able to rapidly scan the general debates in HPWS and learning organisation literature, aiding greatly in the identification of initial points of further reading. When I requested specific references, however, the AI sometimes generated citations that seemed correct, but were not found in academic databases. Professionally significant experience because this showed me that AI helps me search quicker but it does not take the place of judgment when verifying source credibility. 
Instance 2 - Framework and Table Development
I tested my logic for the integrated work practice framework in Task A and my talent strategy table in Task B to check for internal consistency and make sure that my argument did not contain any major weaknesses or contradictions by using an AI tool. I would have noticed this as a contradiction if I hadn't included it in the same section as the brief identified it as a problem; the AI did notice it. This prompted me to review the recommendations and to move away from working as a hybrid to rotation based flexible working, a change the teacher later gave me feedback on was the right one to make!
Instance 3 - Reflective Writing
For this reflective part I tried using an AI tool to produce a set of reflections on my professional development. The writing was grammatically accurate and generally coherent, although there was nothing original or distinctive in it; it could be about any student from any programme. This experience was clarifying, in that reflection is a personal and intellectual process, not a process of producing content.
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	Capability Area
	Current Gap
	Action
	Timeline

	AI Literacy in HRM
	Limited practical experience with HR analytics platforms
	Complete a CIPD or Coursera AI in HRM professional certificate
	6 months

	Cross-Cultural People Management
	Limited experience managing geographically dispersed international teams
	Seek international project exposure at NHSX; study IHRM literature
	12 months

	Evidence-Based Decision-Making
	Tendency to rely on theory without grounding in workplace data
	Design and conduct a primary HR research project within a real organisational context
	6–12 months

	Ethical Leadership in Technology-Driven Environments
	Still developing a personal ethical framework for AI-augmented HRM
	Engage with CIPD Professional Standards; attend HRM ethics seminars
	Ongoing


Table 3: Development Plan
(Source: Self-developed)
[bookmark: _Toc242605637]Conclusion 
NexSpace Health Systems can attain sustainable competitive advantage by reshaping how personnel work and how talent progresses. Realizing HPWS, agile sprint teams, and rotation-based flexible employed will restore innovation and collaboration. A talent strategy stranded in organisational learning, job crafting, and psychological safety will recollect and grow the high-performing workers NHSX necessitates.
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