[image: ]


Master of Business Administration
Assessment Component 1: Individual Report

Module: Human Capital Management
Module Code: LCMB7023
Lecturer’s Name: Dr. Eno Maycock

Student Name: Mohammad Adnan Khan
Student ID: 2612128
Word Count: 2500
Submission Date: 15/10/2026






Table of Contents
Introduction	3
Task A: Designing Innovative Working Practices	3
Critical Evaluation of Traditional Work Design Vs Contemporary Innovative Working Practices	4
Recommended Innovative Working Practices Appropriate for NexSpace Health Systems	6
Task B: Breeding an Environment Where Talent May Grow	8
Critical Evaluation of Environment Creation by Organisations	8
Development of Comprehensive Talent Growth Strategy	10
Task C: Reflective Report	12
AI as a Strategic Tool	12
Reflective Analysis	13
Personal Action Plan	13
Conclusion	15
Reference list	16




Introduction 
NHSX (“NexSpace Health Systems”) operates in a fast-changing healthcare technology environment in which skilled employees, digitalisation, and innovation are necessary for sustainable growth. “NexSpace Health Systems” is facing challenges because of limited creativity, hierarchical decision-making, insufficient career development, and weak global collaboration. The report is performed for the critical examination of the process through which NexSpace Health Systems can design the working activities along with the creation of an environment where talent can grow continuously. Further, the assessment proposed an integrated framework through a combination of innovative work activities with a strategic ecosystem of talent growth for boosting collaboration, employee retention, wellbeing, and business growth in the long run.  
Task A: Designing Innovative Working Practices
NHSX operates its business practices in an extensive and highly dynamic healthcare technology environment in which rapid development is evident in the context of remote patient monitoring, digital health platforms, and AI. The latest hierarchical work structure of NexSpace Health Systems is leading to slow decision-making, weaker knowledge sharing between global teams, and limited experimentation. 
[image: ]
Figure 1: Integrated Framework; Source: Self-made
At the same time, the situation of employee turnover highlights that talented staff want higher career development, autonomy, as well as opportunities for learning.  Hence, NexSpace Health Systems is required to redesign work in the context of continuous development, flexibility, collaboration, as well as innovation rather than only introducing new technology. In this context, an integrated model having the combination of HPWS (“High-performance work systems”), HIWS (“High involvement work systems”), hybrid working, agile working, as well as sociotechnical principles would help in getting an effective foundation. 
Critical Evaluation of Traditional Work Design Vs Contemporary Innovative Working Practices
Conventional work design of NexSpace Health Systems has characteristics like functional departments, hierarchy, relatively fixed accountabilities, and centralised decision-making. Staff might have clearly defined jobs, but decisions usually move through different levels of managers before the deployment and execution of action (Rowe, Knox and Harvey, 2020). Staff may become reluctant to experiment, as any mistakes are viewed as failures instead of learning opportunities. Contemporary work design follows different techniques by offering employees higher responsibilities and linking people across functional type of boundaries. HPWS integrates activities like performance management, employee development, selective recruitment, reward systems, and participation to improve business performance. In the case of NexSpace Health Systems, HPWS might boost the association between innovation and employee capability through recruiting staff with collaborative and technical skills, offering consistent training, and identifying innovative contributions. 
	Work design
	Main difference from traditional work design

	HPWS
	Traditional design focuses on fixed roles and control, whereas HPWS combines training, performance management and rewards to improve employee capabilities.

	HIWS
	Traditional design centralizes decisions with managers, whereas HIWS encourages employee participation, empowerment and information sharing.

	Agile working
	Traditional design follows hierarchical approval processes, whereas agile teams use short development cycles, shared responsibility and regular feedback.

	Flexible working
	Traditional design generally follows fixed schedules, whereas flexible working gives employees greater control over working hours or arrangements.

	Remote working
	Traditional design relies more on the central workplace and face-to-face supervision, whereas remote working uses digital tools to perform work from other locations.

	Hybrid working
	Traditional design expects employees to work mainly at a designated workplace, whereas hybrid working combines office-based and remote work.



On the other hand, HPWS can be potentially performance-centric in case there is limited involvement of employees; hence, HIWS (“High-involvement work systems”) offer a significant complementary perspective. HIWS potentially focuses on staff participation in information sharing, decision-making, development of knowledge, and empowerment, and this is very much relevant to NexSpace Health Systems as staff currently have reduced opportunities for experimentation and creativity (Meskó et al., 2017). Involving data scientists, clinicians, software engineers, managers, and customer service staff in production decisions would permit multiple perspectives for influencing innovation. Agile working provides another option to conventional hierarchical structures, as agile teams are multidisciplinary, smaller, and structured to account for specific results. Instead of waiting for senior authority to approve each decision, the team can be efficient in making business operation decisions themselves within the determined boundaries. In the case of NexSpace Health Systems, the agile team might involve a software developer, AI specialist, healthcare professional, project manager, data analyst, and UX designer collaboratively working on a “remote patient monitoring” product (Fischer et al., 2021). The facility of fast feedback, periodic reviews, and short development cycles would empower NHSX to respond quickly to changing clinical requirements and changing consumer needs. 
Besides this, there is noticed very much importance of the sociotechnical systems perspective is noted, as NHSX is not capable enough of improving performance through altering technology only. As per sociotechnical theory, companies should optimize the association between different social elements like organizational structures, teams and people, and technical elements like data systems, collaboration software and AI platforms (Da Costa and Da Costa, 2026). This is very relevant, as the existing problem of NexSpace Health Systems is not a shortage of technology but inappropriate collaboration and sharing of knowledge around the innovative technology. Above all, flexible and hybrid working can assist employees in having greater control over when and where work is conducted. 
Recommended Innovative Working Practices Appropriate for NexSpace Health Systems 
It is recommended that NexSpace Health Systems introduce an “Innovative High-involvement Agile Working” framework as per the below-mentioned five interconnected activities-
	Working Practices
	Recommended Approach at NHSX
	Expected Organizational Advantage

	Cross-functional collaboration
	Creation of a multidisciplinary innovation team involving clinical data, technology, commercial employees, and consumers. 
	Greater diversity of ideas and competitive product decisions (Tsekleves and Cooper, 2017). 

	Flexible and Hybrid Working
	Allow staff to work remotely for individual tasks along with using structured collaboration days for team practices. 
	Higher engagement, flexibility, as well as talent retention. 

	Employee Autonomy
	Provide teams authority over daily decisions within precise compliance and risk boundaries. 
	Fast decision-making and stronger ownership 

	Agile Project Teams
	Establishment of small teams around consumer problems, products, as well as innovation projects.
	Shorter development cycles and faster experimentation

	Digital Collaboration
	Use of integrated platforms for project management, virtual workshops, knowledge sharing, and communication. 
	Better knowledge retention and global coordination. 



The designed work system should be directly linked to employee development, and this should be done along with ensuring the introduction of “individual development plans, mentoring, technical learning pathways, internal mobility and innovation-based career progression”.  High-performing staff should be able to progress efficiently through the technical and managerial career routes, and this is very important, as stagnation in career is potentially contributing to employee turnover (Frislia and Handoyo, 2020). Hence, managers should be trained in the management of hybrid teams, offering developmental type of feedback and monitoring workload in place of only measuring employee visibility. In other words, performance assessment should involve the combination of individual contribution with innovation, outcomes, knowledge sharing, as well as team learning. In other words, the proposed framework should focus on the creation of the below-mentioned reinforcing cycle-
Employee autonomy → collaboration → experimentation → learning → innovation → improved performance → employee growth and retention
In short, NHSX should shift towards an “agile, high-involvement, and digitally enabled working system” from a functional and hierarchical work model for ensuring greater productivity in diversified aspects. 
Task B: Breeding an Environment Where Talent May Grow
Critical Evaluation of Environment Creation by Organisations
Organisations which creating the environments where the talent which flourishes with the help of incorporating the continuous learning, employee autonomy, psychological safety, meaningful work, and equitable career development within the everyday practices of management. In the case of “NexSpace Health Systems (NHSX)”, that employing approx. 600 people all across countries like the United Kingdom, India, and the United Arab Emirates, talent management is important in the strategic order due to healthcare innovation enabled by AI, depending on the technical expertise, creativity, and ability to collaborate across professional and geographical boundaries of the employee. 
According to Muzam et al. (2023), “Learning Organisation Theory” provides attention to systems thinking, shared vision, team learning, mental models, and personal mastery. Here, the principle of contribution is about organisational learning that generally extends beyond individual training in order to the collective creation of knowledge and even continuous adaptation. NHSX is implementing this type of approach with the help of cross-functional learning communities which involve different software engineers, clinical specialists, data scientists and commercial employees (Kezar et al., 2024). However, the initiatives of learning will have a limited level of impact when hierarchical approval processes prevent employees from implementing newly acquired knowledge. 
According to Edmondson and Bransby (2023), “Psychological Safety theory” provides an explanation of the ways perceptions of employees related to interpersonal safety affect their willingness in order to ask questions, disclose mistakes, and even challenge different existing practices. Here, “psychological safety” is especially important within the technology of healthcare where employees need to communicate concerns about the outputs from AI, cybersecurity, defects of software, and possible implications related to patient safety (Vöcking et al., 2024). NHSX needs to create sessions related to constructive feedback, confidential reporting channels, as well as project reviews that provide attention to learning. However, psychological safety does not mean properly removing accountability. 
“Self-Determination Theory,” which addresses autonomy, competence, as well as relatedness, becomes the fundamental needs of psychological aspects that support motivation (McAnally and Hagger, 2024). NHSX suggests increasing the strength of autonomy by allowing employees to affect the work methods, competence with the help of structured development, and relatedness with the help of inclusive collaboration within the international aspects. However, an excessive level of autonomy, without clear objectives, might create inconsistent decisions, duplicate effort, and risks related to the regulatory aspects. The appropriate approach, which is bounded autonomy, such as employees making decisions within the defined limits of clinical, ethical, cybersecurity, and financial constraints.    
[bookmark: _GoBack]According to Holman et al. (2023), “Job Crafting Theory” which providing the suggestion that employees reshape the aspects of their specific tasks, relationships, and perceptions of work in order to improve the alignment between the job and person. NHSX, which allows employees to undertake different kinds of innovation projects, expertise of exchange and contributing towards assignments that align with their strengths. On the other hand, unrestricted job construction might increase inequality within the workload and leave important responsibilities in the uncover condition (Fauzi, 2023). Therefore, approval from the manager, reviewing workloads, and transparent access to opportunities for development are important. 
Development of Comprehensive Talent Growth Strategy
NHSX needs to implement the integrated “Talent Growth Ecosystem (TGE)” that connects the development of employees, innovation, progression within careers, wellbeing, as well as the performance of the organisation. 
Establish continuous learning and capability development
NHSX needs to introduce individual development plans for all of the employees, reviewed quarterly with the help of line managers. These types of plans need to address the capability gaps, career aspirations, and measurable objectives of learning. On the other hand, a digital learning academy is needed in order to provide learning pathways in AI development, data analytics within healthcare, cybersecurity, clinical technology, leadership, and cross-cultural collaboration. Here, mentoring and reverse mentoring need to enable experienced professionals with experience to share expertise during a period of allowing employees to exchange knowledge about emerging technologies (Chaudhuri, Park and Johnson, 2021). 
Build psychological safety and an innovation-oriented culture
Managers need to create forums for monthly innovation, cross-functional workshops to solve problems, and structured project reviews. Employees need to be encouraged to suggest improvements, assumptions about the challenge, and report technical concerns without fear of disproportionate criticism. After experiments in the unsuccessful order, teams need to document the lessons learned and address the improvements before starting any kind of subsequent development cycles (Mishra and Alzoubi, 2023). This approach provides support to the principle of “psychological safety”. 
Create transparent career pathways and internal mobility
NHSX needs to introduce dual career pathways such as a technical specialist route and managerial leadership route. On the other hand, employees should be able to progress as specialists in AI, experts in clinical technology, or data scientists without being required to become managers (Bienefeld, Keller and Grote, 2024). Here, the internal vacancies, criteria for promotion, competency frameworks, as well as succession opportunities need to be communicated with transparency. 
Strengthen autonomy, collaboration and employee experience
NHSX needs to create multidisciplinary development teams with the authority in order to make the routine decisions of the project within the boundaries that clearly defined boundaries. The employees need to be encouraged to undertake the crafting job with the help of proposing improvements to the tasks, collaboration arrangements, and responsibilities of the projects, subject to the managerial agreements and requirements of the operations. These types of practices support autonomy, competence, and relatedness under the principles of “Self-Determination Theory”.
Integrate wellbeing with sustainable performance
NHSX needs to incorporate workload reviews, flexible arrangements for working, regular discussions of well-being, and access to confidential support to the employee within its practices of management. Managers need to assess performance with the help of the agreed outcomes, contributions toward innovation, collaboration, and quality instead of presenteeism or availability within the online platform (Salvoni et al., 2024). Workload dashboards and periodic employee surveys that address the excessive demands and uneven level of distribution related to the responsibilities. 
Implementation and performance measurement
Table 1: Implementation of Proposed Strategy; Source: Self-Made
	Phase
	Key activities
	Performance indicators

	Months 1–3
	Conduct a skills audit, employee wellbeing survey and career-gap analysis; establish baseline performance and turnover data.
	Skills gaps mapped; baseline wellbeing, performance and turnover measures recorded.

	Months 4–6
	Pilot the learning academy, mentoring, innovation forums and individual development plans; publish technical and management career pathways.
	Learning participation, mentoring engagement, psychological safety scores and development plans completed.

	Months 7–12
	Expand effective initiatives; review promotion, retention, workload and team performance; revise plans using employee feedback.
	Internal promotion rates, regretted turnover, innovation adoption, wellbeing and performance trends.



Task C: Reflective Report
AI as a Strategic Tool
“Artificial Intelligence (AI)” provides support to Human Resource Management (HRM) with the help of analysing workforce data, addressing skills gaps, forecasting the turnover of employee and informing recruitment, performance management, and planning of the workforce (Halid et al., 2024). According to Alsaif and Sabih Aksoy (2023), the effectiveness of the HR analytics in the decision-making of HR based on evidence. R. Menaka (2023) stated the potential of AI to improve HR practices during the period of addressing the implementation challenges. These types of insights providing suggestion about AI which help HR professional that make more timely decisions that are informed by evidence.  
The recommendations generated by AI are not necessarily objective. The historical data of workforce, which might be containing the discriminatory patterns, possible, reproducing the inequalities in the case of recruitment, promotion, as well as assessment of performance. Additionally, an excessive level of reliance on automated recommendations might reduce human judgement as well as overlook the personal circumstances of the employees. Therefore, the responsible adoption of AI generally requires transparency, protection of data, bias assessment, and meaningful oversight of human. The EU AI Act even created specific levels of requirements for certain AI applications with a higher risk, including systems related to employment (European Parliament, 2025). 
Reflective Analysis 
Table 2: Example of AI Use; Source: Self-made
	Example of AI use
	Potential benefit to professional development
	Critical reflection and limitation

	Research and literature exploration
	AI can suggest relevant HRM theories, keywords and research directions, improving research efficiency.
	Suggested references require verification because AI may produce inaccurate citations or oversimplify academic arguments.

	Analysis of workforce scenarios
	AI can help compare talent-management strategies, identify skills gaps and organise potential solutions.
	Recommendations may overlook organisational culture, local employment regulations and employee perspectives.

	Developing a personal action plan
	AI can help structure SMART objectives, identify capability gaps and suggest learning activities.
	Excessive reliance may reduce independent problem solving unless suggestions are critically evaluated and adapted.



Each example provides an explanation of the things learned, things done, the limitations encountered, and the ways experience changed my professional approach of mine. 
Personal Action Plan
The table below provides the proposed objectives that I adopted for my recent abilities and career. 
Table 3: Action Plan; Source: Self-Made
	Capability to develop
	SMART objective
	Planned actions
	Success measure
	Timescale

	AI literacy
	Develop the ability to use AI tools responsibly in HR-related tasks within three months.
	Complete an introductory AI literacy course and practise evaluating AI-generated HR recommendations.
	Course completion and one documented evaluation of AI outputs, including limitations and potential bias.
	Within 3 months

	HR analytics
	Develop competence in analysing workforce data and interpreting HR metrics within three months.
	Complete an HR analytics course and practise analysing workforce data using Excel or an appropriate analytics tool.
	Course completion and one workforce analytics exercise explaining the findings and their limitations.
	Within 3 months

	Ethical decision-making
	Improve the ability to assess bias, privacy, fairness and accountability in AI-supported HR decisions within four months.
	Review relevant guidance and analyse two HR-related AI scenarios, identifying risks and safeguards.
	Two documented case analyses that identify ethical risks, safeguards and the need for human oversight.
	Within 4 months



These types of objectives are generally specific, measurable, achievable, and relevant to future employments of HRM and time-bound. 
Conclusion 
NHSX can achieve sustainable competitive advantage with the help of incorporating innovative practices of working, continuous development of talent, and employee well-being. Here, empowering the employees with the help of collaboration, autonomy, learning opportunities, as well as transparent career pathways, increases the strength of innovation, retention, as well as performance of the organisation. Responsible adoption of AI and continuous professional development which supporting the ethical decision-making and the future capabilities of the workforce. 
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